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Annex 1

RECENT DEVELOPMENT AND CURRENT STATE  OF  THE  ART 

With regard to the Councils' decisions for employment strategies and social inclusion, the 
focus narrows at the recent developments and current situation with regard to the 
Commission's efforts to implement a European Employment Strategy, and to reduce the risk 
of poverty and social exclusion. 
 In the field of the European Employment Strategies, this chapter examines the main 
targets, and the measures to succeed them, by focusing on the last two years' (2002 and 
2003) developments within EES. With regard to social inclusion, the main focus will be on the 
implementation of National Action Plans against poverty and social exclusion, NAPIncl of 
2001  2003 and the preparation of the second round of NAPIncl of 2003 - 2005.

1.1. European Employment Strategies.  
As previously mentioned, in the field of employment the the European Union does not have a 
tight common policy. Employment issues still remain a national responsibility for each 
Member State. Since the Council of Luxembourg 1997 adopted the European Employment 
Strategy, it was developed over the years, and targeted more and more to specific and 
important aspects of employment. It is important to  remember  here, that the crucial 
decisions about the EES were taken at the Councils of Luxembourg at 1997, Lisbon at 2000, 
Nice at 2000, Barcelona at 2002 and Brussels at 2003 and the main differences between 
them are connected with specific issues and are reflected in each year' s Employment 
Guidelines.
Current developments - NAPEmpl 2002 and 2003
Based on the four pillars and horizontal objectives, the Council established the employment 
guidelines for 2002. It is important to note that the employment guidelines and 
recommendations for 2002, are based on the implementation and assessment ,by NAPEmpl, 
of the employment guidelines and recommendations of 2001. 
The European Guidelines for 2002 with regard to the four pillars were:
Improving employability:
- Tackling youth unemployment and preventing long-term unemployment.

- A more employment-friendly approach: benefits, taxes and training systems. 
- Developing a policy for active ageing.
- Developing skills for the new labour market in the context of lifelong learning.
- Developing e-learning for all citizens.
- Active policies to develop job matching and to prevent and combat emerging 

bottlenecks in the new European labour markets.
- Combating discrimination and promoting social inclusion by access to 

employment.

Developing entrepreneurship and job creation:
- Making it easier to start up and run a business.

5 



- Encourage the taking up of entrepreneurial activities.
- New opportunities for employment in the knowledge-based society and in 

services.
- Regional and local action for employment.
- Tax reforms for employment and training.

Encouraging adaptability of businesses and their employees.
- Modernising work organisation.

- Partnership or agreements with the social partners.
- Supporting adaptability in enterprises as a component of lifelong learning.

Strengthening equal opportunities policies for women and men:
- Gender mainstreaming approach.
- Tackling gender gaps.
- Reconciling work and family life.

 In general the Council's recommendations for 2002, calls the Member States to articulate 
their envisaged response to the Guidelines under the four pillars in a coherent overall 
strategy, aiming at a full employment, recognizing Member States different starting 
positions, the development and implementation of comprehensive and coherent strategies 
for lifelong learning and a comprehensive partnership with the social partners. Due 
consideration should be given to gender mainstreaming and the need to reduce regional 
disparities and evaluate progress under all four pillars on the basis of indicators.
 The main recommendations are:

- To influence the trend in youth and long-term unemployment. All young people 
should have the opportunity to gain entry to the world of work before they have been 
unemployed for six months, and all the adult unemployed should be offered a new start 
before they have been unemployed for twelve months.

- Member States should pursue the modernisation of their public employment 
services.

- To reduce disincentives to employment embodied in the tax or benefit systems, in 
order to ensure higher participation rates amongst women and older workers.

- The development and implementation of lifelong learning, covering the development 
of systems for initial, secondary and tertiary education, further education and 
vocational training and the setting of national targets, is crucial to the 
development of a competitive and dynamic knowledge-based society and requires 
the active commitment of all actors concerned, including public authorities, the 
social partners and individuals, with a relevant contribution from social society.

- A coherent set of policies is called for, which promote social inclusion by supporting 
the integration of disadvantaged groups and individuals into the world of work, 
and combat discrimination in access to, and within the labour market.  

- Improvements are needed in the business environment, and  for individuals to be 
better equipped  to take up entrepreneurial activities,  in order to stimulate job 
creation by more and more dynamic enterprises.

- Sustained job creation calls for more employment friendly taxation systems, in 
which the currently high burden on labour is shifted to alternative sources of fiscal 
revenue, such as energy and the environment.

- Local action for employment significantly contributes to the achievement of the 
objectives of the European Employment Strategy.

- The establishment of partnerships at all appropriate levels is crucial for the 
modernisation of the organisation of work, and the promotion of the adaptability 
of undertakings and their employees.

- Gender gaps in the labour market, particularly affecting employment, 
unemployment and pay, as well as gender segregation across sectors and 
occupations, require comprehensive mainstreaming strategies and measures to 
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better reconcile work and family life.
In addition to these general recommendations, the Council presented also specific 
recommendations for each Member State. This cannot be presented in this document in full 
extent.
With the same procedures and the same targets of employment guidelines of 2002, the 
employment guidelines and the recommendations for 2003 were established, in order to 
present a basis to the Member States for the creation of 2003 NAPEmpl. These guidelines 
had some major differences in comparison with 2002, based on the improvements and the 
changes on the EES that the Council decided to implement. Considering the fact that the 
guidelines have become complex, and that they should be simplified and provide more 
general guidance and approaches for employment policies reforms, with an identification of 
priority actions and clearly defined responsibilities, the Council decided to move away from 
the present “horizontal objectives” and the four pillars  had to move forward to a new 
generation of employment guidelines. The need for responding to medium and longer term 
challenges, for instruments focused on implementation and results, for ensuring 
consistency with other processes and for better governance also resulted to this new 
generation of Employment Guidelines. Those guidelines must reflect the following 
elements:

- three overarching objectives reflecting the Lisbon balance,
- a stronger emphasis on the delivery and governance of the EES,
- the identification of a limited number of priorities, 
- specific messages addressed to the social partners,
- the definition of appropriate targets. 

In this context, the Employment Guidelines for 2003 focused on three overarching 
objectives:
1) Full employment: Member States aim to achieve full employment by implementing a 
comprehensive policy approach incorporating demand and supply measures, and thus raise 
employment rates towards the Lisbon and Stockholm targets. Any national targets should 
be consistent with the outcome expected at European Union level and should take account of 
particular national circumstances.
2) Improving quality and productivity at work: Improved quality at work is closely 

interlinked with the move towards a competitive and knowledge-based economy, and 
should be pursued through a concerted effort between all actors and particularly 
through social dialogue.

3) Strengthening social cohesion and inclusion: Employment is a key means to social 
inclusion. In synergy with the open method of coordination in the field of the social 
inclusion, employment policies should facilitate participation in employment, through 
promoting access to quality employment for all women and men who are capable of 
working, combating discrimination with the labour market and preventing the exclusion 
of people from the world of work. Economic and social cohesion should be promoted by 
reducing regional employment and unemployment disparities, tackling the employment 
problems of deprived areas in the European Union and positively supporting economic 
and social restructuring.       

The Member States should pursue the three overarching objectives by taking account of the 
following specific guidelines, which are considered as priorities for action:
- Active and preventative measures for the unemploy ed and inactive.

- Job creation and entrepreneurship.
- Address change and promote adaptability and mobility within the labour market.
- Promote development of human capital and lifelong learning.
- Increase labour supply and promote active ageing.????
- Gender equality.
- Promote integration and combat the discrimination against people at a 

disadvantage within the labour market.
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- Make work pay through incentives to enhance work attractiveness.
- Transform undeclared work into regular employment.
- Address regional employment disparities.

At the point of recommendations, the Council recommended the achievement of the overall 
objectives of the employment guidelines, and the sound macroeconomic policies and 
comprehensive economic reforms, are crucial for job creation. Member States should 
therefore implement this recommendation in a way that is consistent with the broad 
economic policy guidelines. Also the Council recommended specific actions for each Member 
State.

1.2. Social Inclusion.

For social inclusion, the Lisbon Summit in March 2000 set the strategic goal of great social 
cohesion in the Union between 2001-2010, and agreed in an open method of coordination in 
social inclusion among the Member States. 
This process was an important recognition of the key role that the social policy had to play 
alongside economic and employment policies in reducing inequalities and promoting social 
cohesion, as well as of the need to ensure effective links between these policies in the future. 
That was an important element in progressing the European Social Agenda agreed in Nice, 
and complements the objectives of the European Employment Strategy. Each Member State 
adopts a National Action Plan against poverty and social exclusion, NAPIncl, in response to 
the common objectives on poverty and social exclusion agreed by the European Union at 
Nice in December 2000. Each NAPIncl covers a period of two years and until now there have 
been the NAPIncl for 2001-2003 and the NAPIncl for 2003-2005 and a Draft Joint Report on 
social inclusion for the implementation of 2001-2003. This document examines the NAPIncl 
of 2001-2003 and the Draft Joint Report, as it is early to evaluate elements from NAPIncl for 
2003-2005, which are in an early stage of implementation.
At the European Councils of Lisbon, Nice and Stockholm, Member States made a 
commitment to promote sustainable economic growth and quality employment which will 
reduce the risk of poverty and social exclusion as well as strengthen social cohesion in the 
Union. In this basis and in order to underpin this commitment, the Council developed the 
common objectives in the fight against poverty and social exclusion and agreed these 
objectives to be taken forward by Member States to 2001-2003 NAPIncl. Those common 
objectives were:
- To facilitate participation in employment and access by all to resources, 
rights, goods and services: All Member States agreed that promoting participation in 
employment is a key way of both preventing and alleviating poverty and social exclusion. 
The right to work is a fundamental right and a key element of citizenship. Participation in the 
social community of work place a key means of ensuring an adequate income, extending and 
developing social networks and reduce the risk of marginalisation. 

To facilitate participation in employment Member States should:
ü Promote access to stable and quality employment for all women and men who are 
capable of working,
ü Prevent the exclusion of people from the world of work by improving employability, 

through human resource management, organization of work and lifelong learning.
To facilitate access to resources, rights, goods and services for all, Member States 
should:
ü Organize social protection systems in such away that help to guarantee that everyone 
has the resources necessary to live in accordance with human dignity, and to overcome 
obstacles to employment.
ü  Implement policies which aim to provide access for all to decent and sanitary 

housing, as well as the basic services necessary to live normally having regard to local 
circumstances.
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ü Put in place policies that aim to provide access for all to healthcare appropriate to their 
situation, including situations of dependency.

ü Develop for the benefit of people at risk of exclusion, services and accompanying 
measures which will allow them effective access to education, justice and other public 
and private services, such as culture, sport and leisure.

- To prevent the risks of exclusion:
Member States in order to prevent the risk of exclusion should:
ü Exploit fully the potential of the knowledge-based society and of new information and 
communication technologies end ensure that no one is excluded, paying particular 
attention to  the needs of people with disabilities.
ü Put in place policies that seek to prevent life crises that can lead to situations of social 

exclusion, such as being in debt, s, exclusion from school and becoming homeless. 
ü Implement action to preserve family solidarity in all its forms.

- To help the most vulnerable:
 Member States should:
ü Promote the social integration of women and men at risk of facing     persistent 

poverty, for example because they have a disability or belong to a group experiencing 
particular integration problems.

ü Move towards the elimination of social exclusion among the children and give them 
every opportunity for social integration.

ü Develop comprehensive actions in favor of areas marked by exclusion. 

- To mobilize all relevant bodies:
 Member States should:
ü Promote, according to the national police, the participation and self-expression 
of people suffering exclusion, in particular in regard to their situation and the policies 
and measures affecting them.

ü Mainstream the fight against exclusion into overall policy,
ü Promote dialogue and partnership between all relevant bodies, public and private.

The Nice European Council underlined the importance of mainstreaming equality between 
men and women in all actions aimed at achieving the commonly agreed objectives.
In support  of the development of the common objectives that were used from the Member 
States in NAPIncl of 2001-2003, the Council established a method of co-ordination and 
developed comparable indicators to provide the framework for promoting exchange of good 
practice and natural learning at community level.   
The evaluation of the first round of NAPIncl 2001-2003 overviewed some specific aspects of 
social inclusion that were specifically concerned at this period, and will be of major 
importance at the establishment of the next round of NAPIncl for 2003-2005. A number of 
factors that significantly increase people's risk of poverty and social exclusion are: 
unemployment, especially the long term, long-term dependence on low/inadequate 
income, low quality employment, homelessness, weak health, immigration, low 
qualification and early school leaving, gender inequality, discrimination and racism, 
disability, old age, family break-ups, drug abuse and alcoholism and living in an area of 
multiple disadvantages. A number of structural changes occurring across the EU which can 
lead to new risks of poverty and social exclusion for particularly vulnerable groups unless the 
appropriate policy responses are developed. Those changes are the major structural 
changes in the labour market resulting from a period of very rapid economic change and 
globalization, the very rapid growth of the knowledge-based society and Information and 
Communication Technologies, the increasing number of people living longer coupled with 
falling birth rates resulting in growing dependency ratios, a growing trend towards ethnic, 
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cultural and religious diversity fuelled by international migration and increased mobility 
within the Union and finally the increase in women's access to the labour market and 
changes in household structures. Also eight core challenges can be identified as being 
addressed to a greater or lesser extent by most Member States and these are, developing an 
inclusive labour market and promoting employment as a right and opportunity for all, 
guaranteeing an adequate income and resource to live in human dignity, tackling 
educational disadvantage, preserving family solidarity and protecting the rights of children, 
ensuring good accommodation for all, guaranteeing equal access to and investing in high 
quality services, improving the delivery of services and regarding areas of multiple 
deprivation. 
The different points of  departure of the Member States, play a  very important 
role  in  the policy against poverty and social exclusion. .  This highlights the 
very different social policies across Member States, and the fact that the most 
developed welfare systemswith high per capita social expenditure levels, tend 
to be most successful in ensuring access to basic necessities and keeping the 
numbers at risk of poverty bellow the EU average. Also while all Member States 
have fullfield the commitment agreed in Nice, there are differences as regards 
the extent to which the NAPIncl provide a comprehensive analysis of key 
structural risks and challenges, frame their policies in a longer term strategic 
perspective and evolve from a purely sectoral and target-group approach 
towards an integrated approach. Finally the evidence from the first round of 
NAPIncl is that we are still a long way from achieving a common approach to 
social indicators which will allow policy outcomes to be compared and which 
will contribute to the identification of good practice. Efforts are needed to 
improve this situation, both at the national level and the level of EU and are 
expected to been seen in the second round of NAPIncl for 2003-2005.
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Annex 2

PEOPLE WITH DISABILITIES AND ACCESS TO THE LABOUR MARKET IN GREECE 

In this chapter we analyze the specific points of National Action Plans for 
Employment and National Action Plans for Social Inclusion in Greece, that refer 
especially to people with disabilities and call for specific actions. The main 
objective is to present the latest developments for disable people's position in 
employment and their fight against social exclusion. 
At the second annex “The Case of Greece” today's progress  of employment 
policies in Greece (2.1.:National Action Plans for Employment in Greece) and the 
policies for the social inclusion (2.2.:National Action Plans for Social Inclusion in 
Greece)  are presented

Difficulties that people with disabilities face in order to access the labour market are of major 
concern for the European Union and the Member States, and are related with other problems 
faced by those people. Most of the provision for disabled people is included in the NAPEmpl 
and the NAPIncl established from each Member State, according to its national condition and 
needs. These instruments will be our basis in order to underline the specific actions and 
specific effects for people with disabilities in Greece.
The basic element relative to people with disabilities until the period of the establishment of 
the NAPs for Employment and the NAPs for Social Inclusion, is the absence of special policies 
r relating to the improvement of employment opportunities for disabled people. A fact that 
proves the absence of policies for disabled people and their access to employment, is the 
luck of statistical indicators. Only the Labour Force Survey of 2002 included specific data for 
the employment situation of people with disabilities. 
An important element that has to be taken into account, is the different social structures of 
Greek society in comparison with most of the other European countries. In Greece, and 
especially in the case of disabled persons, the family and the social milieu (informal 
networks) of the person in risk of poverty or social exclusion, play a very important role in 
the social solidarity. This fact has covered so far the absence of specific policies for disabled 
people in Greece. Also the existence of the Non Governmental Organizations, and especially 
the Orthodox Church, has played a very important role, as those organizations with their 
actions had been one of the major factors in covering the gap in national social policy for 
disabled, and helped disabled people to survive poverty and social exclusion. At this point 
however, it should be stressed that the latter functioned under the 'charity' perspective, 
which reflects specific attitudes and roles that are to be abandoned in the context of active 
labour market policies. 
According to the National Action Plan for Employment for 2003 (Annex 2.1.), the active 
involvement of individuals currently excluded from employment would have many positive 
effects. Formerly the definition of individuals with disabilities was based on a biological or 
medical model describing disability in terms of anatomical and physical criteria. Emphasis 
might instead be laid on the social inclusion and involvement of the individual both in the 
workplace and the broader social context. In the contemporary definition of a person with 
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disabilities an attempt is being made to combine the two models, attaching greater weight to 
social factors. 
Programs of subsidized employment of OAED, combined with the provisions of Law 
2643/1998 support the employment opportunities of the disabled. To overcome the 
obstacles facing the disabled in the labour market, a holistic approach to employment is 
warranted. The improvement of conditions of access to employment is linked to 
improvement in access in other fields, such as education, public transport, the Information 
Society, etc, and in this light the NAPEmpl actions are founded on two principles, an 
institutional framework guaranteeing equal rights and positive action points. In this 
framework we will present the improvements in access in the other fields related to the 
access to labour market and finally the actions specified to access to workplace.
In the field of welfare the NAPIncl for 2001 to 2003 includes an income subsidiesfor people 
with disabilities, which is related to the degree of handicap caused by the disability.  These 
subsides are allocated by the Social Welfare.
As regards education, there are special measures for people with special educational needs. 
This education is adjusted to the individual special educational needs and is provided at a not 
isolated environment. The NAPIncl 2001-2003 includes policies aiming to increase access of 
people with disabilities to Information Society. In this direction, there exist a number of 
measures and actions aimed to develop and use information technologies for people with 
disabilities, which will simplify their participation to economic and social facilities. The basic 
actions are:

· Measures for the development and use of information and communication 
technologies.
· Measures for the access to the public websites.
· Collecting examples of good practice in national level in the field of access of disabled 
to information society.
· The promotion of “search programs”, in order to investigate the influence of 
technology planning in the social inclusion of disabled people.

NAPIncl, 2003-2005 refers to actions for e-Inclusion connected with people with disabilities. 
For this reason we have the development of an information bank for the disabled, special 
equipment for disabled children in schools, more equal access to health services and 
information health systems for the disabled and telecommunication services for disabled.
The first NAP for Social Inclusion in Greece refers to the development of three special 
programs for people with disabilities. The first had been the Center for Productive 
Occupation for disabled children, which aims to protect the family life, and to prepare those 
concerned to enter into economic and social life. The second is the Programme for the 
Reform of the Secondary Social Care, which aims to promote social inclusion and a decent 
living for people with disabilities.  This refers to people who were institutionalized in the 
past. The third program has to do with the development and extension of the Programme of 
Mental Illness-PSYHARGOS, aimed to promote the social inclusion of people with mental 
illnesses. 
 The main actions connected with the entrance of people with disabilities in the labour 
market are the following:
- Centers for Social Support and Training for people with disabilities (KEKYKAMEA): 
Those centers aim to provide diagnosis and consultation to people with disabilities and their 
families, to promote services and develop programmes for the social support and the full and 
equal social inclusion of these people into every aspect of every day life, the pre-vocational 
training of disabled people,  up-to-date information on relevant aspects,  information  about 
local societies, the development of methods and techniques, which help  to resolve the 
problems of disabled persons and, finally, the search for policies and programmes  relative 
to people with disabilities.

- Within the scope of the social economy and the reform of the psychiatric services, the 
creation of Social Enterprises acting under Protected Environments (KOISPE) is 
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foreseen: Those partnerships will be developed under the actions for improving 
entrepreneurship with regard to people with disabilities. Until now this action refers 
only to people with mental health problems, but the possibility of this programme 
being expanded to all disabled people, especially those with physical disabilities, is 
under consideration.

In general those are the main actions that have taken place in Greece during the last years, 
or will be implemented in the near future, in order to protect people with disabilities from 
poverty and social exclusion and help them gain access to the labour market. It is obvious 
that much more need to be done in the future in order to help people with disabilities, in 
order to improve their position in the economic and social environment. The enthusiastic fact 
is that the policy is now moving in the right direction, based on the right elements and 
putting the right targets, but this must continue and increase in order to succeed the best 
result for all those people. Also moving in the right direction is the fact that policy is now 
concentrated on specific disabled groups, and takes specific actions for them. In conjunction 
with this, the organization and operation of Social Enterprises acting under Protected 
Environments for people with mental illness, is of major importance for the future of policies 
for people with disabilities in Greece.

National Action Plans for Employment in Greece.

The main target in this chapter will be to consider the effect of the European Employment 
Strategy on the Greek Employment Policy and to overview the basic elements of the last two 
National Action Plans for Employment, in order to have a general view of how the EES can 
effect the National Employment Policy especially in a country not so experienced in this kind 
of actions as Greece.
In the period 1997-2001, the influence of the EES and the Employment Guidelines on Greece 
can be traced in four aspects of policy making. Firstly, the national policy targets, secondly, 
the legislation and the instruments/tools of policy implementation, thirdly, the funding for 
new policy measures and targets and fourthly, the improvement of institutions and 
processes for policy design and implementation. Under the influence of the EES, and the 
guidelines in the period of 1997-2001, the legislative work for employment policy is being 
intensified. Policy issues that have been debated since the early 1990s, in this period 
became part of the employment legislation. 
The influence of Employment Guidelines concerning prevention and activation policies for 
the unemployed can be traced in the continuous efforts to move from passive to active 
policies through mainly subsidized employment, training and the reform of Public 
Employment Services (PES) supervised by the Greek Manpower Organization (OAED). The 
new requirements as regards efficiency and effectiveness of PES, led to a large-scale 
reorganization of OAED. 
The influence of Guidelines concerning tax and benefit reforms for the unemployment had 
been marginal, as only in 1999 a measure for subsidizing the 50% of employer's social 
security contributions for hiring older employees, was introduced. 
With regard to social inclusion, the influence of employment guidelines for the disabled, 
migrants and ethnic minorities, and an anti-discrimination approach, appears to be 
relatively more prominent in Greece, because of the pre-existing activities. 
The influence concerning entrepreneurship and job creation in the Greek NAPs had been 
minimal in the first period but increased in 2001. The guidelines of entrepreneurship and job 
creation referring to labour taxation have exerted very marginal influence, as most of the 
guidelines and recommendations were rejected. The influence of the equal opportunities 
guideline of increasing the  female labour force's participation in the Greek labour market, 
along with recurring recommendations to minimize disincentives for women's labour market 
participation,  caused after 2000, a global attempt to reshape employment policy with 
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regard to the gender gap. This implied new institutional arrangements such as the Inter-
ministerial Commission for Equality Promotion, the National Action Plan for Equality for 2001 
to 2006 and the establishment of Regional Commissions for Equality. 
Finally the influence of EES with regard to policy making institutions and processes has been 
extensive as far as the coordination of policy design and implementation is concerned, and 
indeed the involvement of social partners is concerned especially after the Lisbon summit. 
Overall, the national employment policy, as outlined in the annual NAPs for Employment, has 
been receptive of the EES influence mainly after 2000. 
That was in general the influence of the EES and the Employment Guidelines in the Greek 
Employment Policy from 1997 since 2001. Now we will examine in more detail the National 
Action Plans for Employment for 2002 and 2003 in order to present today's influence of the 
European Strategy.
According to Draft Joint Employment Report for 2002 about Greece, the key performance for 
2001 was the economic growth in the latter half of 2001, rising to a remarkable 4,1 % rise of 
GDP, accompanied by a relative increase in labour productivity and all that despite the recent 
global slowdown. On the other hand Greece falls considerably short of the quantitative 
targets set at Lisbon and Stockholm. As regard to recommendations, there is a visible 
progress towards a more comprehensive and strategic method of policy making and the 
proposed measures are better focused on the Employment Guidelines, while a sound policy 
follow-up system still needs to be established. The reform of the Public Employment 
Services, PES, has begun, but more vigor is needed in order to overcome a number of 
obstacles and to ensure full implementation of the proactive approach. Tax reforms to 
encourage labour market participation go in the right direction, but new provisions are not 
expected to have major impact on employment levels. Measures to coordinate education, 
training and employment systems have been announced and efforts to develop a 
comprehensive and coherent lifelong learning strategy have already started and although a 
move in the right direction, much remains to be done in order to improve labour market 
needs. The partnership approach has improved through the involvement of social partners 
in policy formulation, the examination of existing legislation and the finance of education 
programmes for the staff employed in Small business. Their involvement will also lead to the 
modernization of work organization and to the reduction of structural labour market 
imbalances. A gender mainstreaming approach is being developed within institutions, even 
though slow progress has been made to lower the so- called “equality deficit”. Greater 
participation of women in the labour market is foreseen through proposals for opening up 
part time job opportunities and incentives to enter the labour market. For the future, the 
report suggested raising the employment rates as the main target. Also suggested were 
measures for the other crucial points of employment policy, which were pointed-out before.
The first priority of the interventions and targets of public policy for 2002, was to increase 
employment. Increasing employment was the cornerstone of the development strategy, 
entailing:

- Improvement in competitiveness as a guarantee of employment.
- Emphasis on employment as a guarantee of social cohesion.
- Establishment of an environment of trust as a guarantee of the changes pursued.
The above goals would be pursued primarily through endogenous development 
mechanisms, the utilization of community funds and through deregulation of markets, 
introduction of new market institutions and business initiatives in a framework of public 
fiscal stability. Important tools in speeding up the endogenous development 
mechanisms, were:
- The tax reforms completed in 2002.
- The new development legislation.
- The incentives to promote the new entrepreneurship that will respond to the needs 
and conditions of the knowledge economy. 

For Greece the main problem remains the rather low employment rates and the high levels 
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of unemployment. According to NAPEmpl 2002, unemployment is primarily an expression of 
the failure to gain entry to paid employment, and the two main obstacles to securing 
employment are the limited availability of flexible forms of employment and the 
incompatibility between available skills and skills in demand. If the rate of employment was 
to increase, what would be needed is an increase in the variety of conditions, forms and 
duration of employment, support, mainly for women, in coping with the many and various 
aspect of “family responsibilities” and the adaptation of incentives to encourage people to 
stay in work and to avert early exit from employment. In this concept, the NAPEmpl 2002 for 
employment focuses at the following challenges:

- For the availability and appeal of work:
With the objective of more and high quality jobs:
(A) Increase in the minimum wage especially for part-time jobs.
(B) Duration and flexibility of time spent at work  working hours.
(C) Reconciling work and family commitments.
(D) Stimulating the rate of increase of jobs in the economy.
- Simplification of the business environment.
- Tax reform.
- Attempt to convert overtime work into jobs.
- Reduction of employers' social security contributions.  
(E) Measures to facilitate access to the labour market and modernisation   of support 
structures for those seeking work.
(F) Job quality  Health and safety at work.

- The balance of economic incentives and disincentives. Policy measures which have 
been adopted to strengthen labour supply and demand:
(A) Reduction of national insurance contributions for low-paid workers.
(B) Reduction by 50% of employers' contribution for each new job.
(C) Reduction of value added tax on labour-intensive activities.
(D) Increase in tax allowance.

- Education and training:
(A) Active interventions to increase employment must be oriented, to a large extent, to 
measures promoting ongoing vocational training, in order to correct the discrepancy 
between the needs of labour markets and the skills taught by the educational system. 
The objective is to use further training to upgrade skills and knowledge which have 
eroded or been neglected. A number of specific programmes were established.

The NAPEmpl 2002 for Employment also included measures for active ageing (Positive 
policies for employing older workers) and for increasing the participation of women in 
employment. In active ageing there must be demand on the part of employers in the form of 
well-paid jobs, and the nature of work must be such that it will not alienate the employee. In 
respect of women's employment the 2002 strategy focuses on three basic axes: (a) the 
inclusion of the dimension of equal opportunity for men and women into all policies, (b) the 
elimination of all factors that keep women away from the labour market and (c) integrated 
interventions for women who face social exclusion or who are living in “regions in crisis”. 
Finally the NAPEmpl 2002 included specific measures to eliminate gender-based differences 
and to remove the obstacles encountered by individuals belonging to socially vulnerable 
population groups. All the measures reflected to people with disabilities are presented at a 
next chapter.
The NAPEmpl 2003 for Employment takes into account past experience and the current 
European Guidelines, with the aim of Greece achieving the European targets for 
Employment in 2010. According to NAPEmpl 2003 the good news stories for Employment 
Policy in Greece were:

- Fall in unemployment to 8,9% in the second quarter of 2003.
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- Increase in employment participation to 57,9%.
- More robust self-employment sector, which is a form of entrepreneurship.
- A hidden source of strength: migrants, who do not appear in the data of performance.
- Good overall macro-economic performance.
- A climate of consensus with the social partners, as chronically unresolved issues, 
pension reform, have been finally settled, while two new institutions are beginning 
operation, the National Commission for Employment and National Commission for 
Social Protection.

- The fulfillment of medium term commitments  to create 300.000 new employment 
opportunities and to train 300.000 unemployed and 300.000 employees  is proceeding 
at a satisfactory rate,
But, there have been also some bad news stories as well:
- The participation rate, particularly among women, remains low.
- The unemployment rate remains high, especially among women and new entrants 
into the labour market.
- Opportunities for part-time employment remain limited. While the trend towards the 
creation of new full-time jobs is welcome, the lack of part-time opportunities may well 
deter certain groups from seeking paid employment. 
- The re-structuring of the labour market institutions, has not yet led to widespread 
implementation of systems of individualized approach for the prevention and cure of 
unemployment.    

The NAPEmpl for 2003 rests on three key empirical starting points. The first starting point is 
concerning unemployment, which in Greece affects above all women and the young. It 
involves individuals without work experience, it tends to be of longer duration than 
elsewhere in Europe and the main problem, therefore, is the difficulty of entry into the labour 
market. One of the central objectives should be to address the factors, which impede entry 
into employment. The second starting point is concerning employment participation. The 
problem lies clearly in the combination of inadequate care infrastructure and lack of 
attractiveness of working conditions and also in the preservation of 'stereotypes'. There are 
thus two desiderata, which must be accorded priority: First, to strengthen the care services 
to allow women to pursue a career. And second, to introduce a variety of partners and 
models of employment to make work compatible with the needs of those individuals who, for 
various reasons, do not wish to enter into full-time, exclusive employment. The third 
starting point is connected with the fact that the problem of unemployment in Greece is first 
and foremost a problem of supply of, and only secondarily a problem of demand for labour. 
Thus the main objective of the NAPEmpl 2003 is to strengthen the supply of labour.
According to the three overall objectives of the European Guidelines, the Greece NAPEmpl 
for 2003 refers to them by the follow means:
- First objective: The main policy initiatives in the pursuit of participation in 
employment and the combating of unemployment:

1. Improvement of attractiveness and remuneration of labour:
 (A) By the vehicle of tax reform
(B) By the planned introduction of part-time employment into the public sector in order 
to offer social services. 
2. Pension reform will also help to extend the individual's working life.
3. Attempts are being made to shift the emphasis in policy from combating 
unemployment to stimulating employment. This principle is embodied in new legislation 
covering all who have been unemployed from 5 to 12 months and are in receipt of 
benefits.
4. The labour market will be assisted to achieve a better balance of supply to demand 
foremost by the improvement and restructuring of Public Employment Services.
5. The combating of undeclared work will be furthered by the completion of the process 
of regularization of the status of economic migrants, as well as the transformation of the 
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subsidization of unemployment into work subsidies and the incentives of new 
employment .
6. The development of a network of community services will have a positive impact as a 
stimulus to the creation of new jobs and as a precondition of allowing women to seek 
employment.
7. The new opportunities for employment in the social economy should have a beneficial 
impact in the same area.
8. Demand for female employees is boosted by reducing the indirect labour costs and 
removing disincentives to women's employment:
8.1. Employers' contributions for hiring unemployed women with two children, will be 
subsidized for one year.
8.2. Employers' contributions on behalf of replacements for women on maternity leave 
will also be subsidized,
9. A fuller picture of the situation regarding participation in employment and the level of 
unemployment will be the result of the reframing of the Labour Force Survey.
10. The introduction of a new rent subsidy for unemployed persons finding work away 
from home, will help the unemployed to find work and make the labour market function 
more efficiently.
11. A full evaluation of past attempts to introduce flexibility into the labour market will 
be completed as part of endeavours to strengthen relations with the social partners.
12. Continuing with programmes to stimulate entrepreneurship will help sustain the 
trend towards strengthening of the weight of the self-employed.
13. The Equality Implementation Guide and the Operational Programme for Migrants 
are vital initiatives in the field of gender equality and the integration of agreed 
commitments.
14. The Public Employment Services will play a key role on the basis of agreed 
commitment.
15. The 2004 Olympic Games will play a vital role in promoting employment in many 
sectors.
- Second objective: Strengthening the quality and productivity of labour. This objective 
incorporates actions in the aspect of health and safety at work.
- Third objective: Social cohesion and inclusion. Most of the actions included in this 
objective era included in the National Action Plan for Inclusion and will be presented to 
the next chapter. 

Also the NAPEmpl for 2003 includes specific actions in accordance with the 10 specific 
Employment Guidelines. All the specific points referring to people with disabilities will be 
presented to a next chapter. In general this is the framework of Greece employment policy 
as it is presented through the NAPEmpl and in accordance with the EES and the Employment 
Guidelines.

National Action Plans for Social Inclusion in Greece. 

The Greek NAPEmpl of 2003 in the third objective about social cohesion and inclusion, 
underlines seven critical areas for social inclusion, which are:  the risk of poverty, living in 
remote areas, children and mothers, efficacy of interventions, long-term unemployment, 
access for individuals with special needs and promoting health services. In the National 
Action Plan for Social Inclusion for 2003-2005 ten National Social Targets for 2010 are 
established:

- Numbers at risk of poverty: By 2010 the percentage of individuals at risk will have 
been reduced down to the EU-15 average. The average real income of individuals at risk 
will have risen by 2010 by one- third at least.
- Improving position of those at risk: One in three of those currently at risk will have 
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escaped the risk by 2010, on the bases of the current poverty line.
- The elderly at risk: The poverty risk for those over sixty-five compared with the 
average risk will be halved.
- Children at risk: Decisive action to tackle the problem of child poverty. By 2010 the 
situation in Greece will be better than the average for the 7 best countries in the EU-15.
- Coverage of rural areas: Differences in quality of life between rural and urban areas 
will be dramatically reduced by 2010, achieving a better quality of life than that enjoyed 
anywhere else in Mediterranean Europe,

- Children and mothers: Meeting child care needs for all working mothers by 2008
- Efficacy of interventions: Radical improvement of efficacy of income interventions, 

through better targeting.
- Long-term unemployment: The percentage of the population in long-term 

unemployment will be reduce by third, attaining a better figure than the average of 
Mediterranean Europe.

- Access with individuals with special needs: There will be real and measurable 
progress in the area of access for the disabled  both physical and digital. 

- Promoting better health: Increase of two years in average life expectancy at birth.
In fact, the same National Social Targets were in mind at the first NAPIncl for 2001-2003 
although not so specific in quantitative terms. Both rounds of NAPIncl were based on the 
European Council's common objectives in the fight against poverty and social exclusion:
- To facilitate participation in employment and access by all to resources, 
rights goods and services.

- To prevent the risk of exclusion.
- To help the most vulnerable.
- To mobilize all relevant bodies.     

As any other Member State, Greece, in its policy against poverty and social cohesion gave 
emphasis in specific areas important for its own targets for social inclusion. The best effect of 
the first NAPIncl for2001-2003 was the fact that tried to view the social problem of social 
exclusion in general as a whole, and did not see it segmented into different areas of 
responsibility  as was happening  in the past. The main aspects in this period in the fight 
against poverty and social cohesion, were the policy about the income for those with low 
incomes, the tax reforms for the tax system to become simpler and fairer for those with 
lower incomes, and reforms on health and social welfare, education and social security 
systems in order to help people in danger. Also NAPIncl 2001-2003 included three 
adjustments in order to succeed. First, adjustment to the demand for social policy, which 
must face simultaneously the old social risks and the new types of risks. Second, adjustment 
to the offer for social policy, with the need of the organization structures so to adjust to the 
new role of the social policy. Third, adjustments added to the new ways of information 
management. The NAPIncl adopted policies in three main categories, general policies, 
specific policies and administration changes. Specific actions took place for priority groups 
that include people in danger of poverty and social cohesion as long-term unemployed, 
women outside the labour market, older persons, disabled people and people living in rural 
areas. Having in mind that it was the first attempt for a NAPIncl and the gained experience of 
its implementation, we can expect more from the next NAPIncl for 2003-2005, which is 
already established.
The NAPIncl for 2003-2005 set four major requirements:
- Adequate financing.

- Structural changes that open the road.
- Specified interventions.
- High quality services. 

It introduces policies that cover a broad range of individuals with a variety of individual 
needs. The new policies announced are designed to address precisely these special needs of 
each particular category of population threatened with exclusion.
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- For young people a series of actions is envisaged, many of them already under way: 
New IT and telecommunication infrastructures in education. Interest subsidies on student 
loans. Second Chance Schools and Free Choice Schools. Reduction of insurance 
contributions on entry to the labour market. Inclusion Contract based on three axes: 
Development of business activity opportunity of dependent employment, personalized 
services for each young unemployed person, promising job offer or training during first six 
months. 

- For the long tern unemployed provision is to be made through: The New Opportunity 
Contract, which offers a dynamic combination of training and employment, reducing 
the non-wage cost of labour for employers. Provision has been made for upgrading of 
the institutional framework to include the long term unemployed in part-time 
employment programmes. Another important provision concerns the offer of a job or 
training within 12 months. 

- Special actions have been planed for women to assist their smooth integration into 
the labour market: Encouragement of part-time employment by removal of 
disincentives in social insurance provision. Expansion of the network of infant and 
child care centers as well as extension of their working hours. Extending the present 
system of all-day schools. Support for women in the form of maternity leave through 
subsidized programmes. Subsidy for employers' contribution for one year for 
unemployed mothers with two or more children.

- Individuals with disabilities constitute a special group of the population at risk of 
exclusion: Given the heterogeneity of the disabled as a group, but also the multiple 
disadvantage that they may be exposed to, policies range over a wide spectrum of 
interventions, including income support, labour market insertion, health and welfare 
measures, education, housing and securing equal access to other goods.

- For individuals in danger of social exclusion regardless of age or gender: Legislation to 
combat discrimination. The Social Solidarity Network and the Special Programme for 
the disabled.

- For those living on low pensions, the reforms of pension systems provide: A speeding-
up and simplification of the pension award process, ensuring it takes no more than 
one month. Increase to the EKAS supplement and the minimum OGA pension.

-  Support for wage-earners and the family is envisaged through: Reduction of income 
tax, linking of earnings to productivity and rates of economic growth, introducing 
greater freedom of choice in respect of child care, New Home and New Care 
programmes.

This is the general environment and the main targets and actions of the Greek social policy 
against poverty and social exclusion, as it is presented through the two National Action Plans 
for social inclusion, for 2001 to 2003 and for 2003 to 2005.The implementation of these 
policies, especially in the field of people with disabilities, is of major importance for this 
document and it will presented to the next unity. 
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Annex 3

PUTTING POLICY INTO PRACTICE: CASES OF GOOD PRACTICE

Good practice examples 

The following projects have been selected from a vast number of projects completed within 
the past decade, as exemplary cases of good practice. Their characterization as “successful” 
is not based on a subjective judgment, but on the results of evaluation work appointed by 
the European Commission. 
The descriptions below are based on the project outlines available by the project promoters.

Best practise case n.1: Company-wide agreement to promote the employment of physically 
handicapped workers at the SNCF (French Railway Board)
Since 1992, the employment of physically handicapped workers and the rehabilitation of 
employees who have become unfit during their career, have been covered by agreements 
between senior management and all the trade union organisations in the enterprise.
Conducted by a Central Task Force, this action testifies to the enterprise's commitment to 
the integration of physically handicapped people. Since it's launching, it has resulted in the 
employment of 455 physically handicapped workers, and the retention and/or rehabilitation 
of 2391 employees who had become unfit.

Foundations of the Project 

As an employer, the SNCF (French Railway Board) is subject to the provisions of the Act of 10 
July 1987 which promotes the integration of handicapped workers.

Under this Act, it is, in particular, obligatory for enterprises with over 20 employees to 
employ physically handicapped workers for a proportion of 6 percent of their workforce. 
Enterprises can be partly exempted from this obligation

· by paying a contribution to a specialised collecting organisation; 
· by signing contracts with the supported employment sector; 
· or by signing a company-wide agreement enabling specific additional measures to be 

taken to promote the integration of physically handicapped people in the enterprise. 
It is this latter approach - the company-wide agreement - that was selected by the SNCF 
senior management and trade union organisations.
Apart from the fact that it enables the enterprise to fulfil its legal obligations with respect to 
the employment of physically handicapped workers, the agreement was adopted in 
preference to the other possible approaches, because it

· enables the SNCF to manifest clearly, both internally and externally, its determination 
to take part in the fight against social exclusion; 

· promotes the development of action plans in line with the corporate strategy, and 
· helps to improve social dialogue within the enterprise. 

To date, three agreements have already been signed. The first two covered the period from 
1993 to 1998; the third, which is currently applicable, is valid for the period 1999 to 2001, 
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and an additional clause, moreover, was included in June 2000.

Aims, Objectives and Targets of the Project 

The agreement signed for the period 1999-2001 is, like the previous two, based on a policy 
of active, joint participation in social progress and the fight against social exclusion, and of 
job enrichment for the men and women making up the enterprise. Following on from the 
achievements of the past period, the ambition of the new agreement is to give new 
momentum to the social integration and personal development of the physically 
handicapped, through their integration into, or retention in employment. In this 
perspective, it gives priority to the following objectives: 

· the employment  of physically handicapped people, thanks to appropriate, 
decentralised information and organisation; 
· success  with integration on  both  human and material levels; 
· develop and adapt training actions in favour of the physically handicapped; 
· be actively aware of  possible cases of unfitness, whether temporary or permanent, 
and  look at the   possibility  of adapting the work position held; 
· undertake systematically, the rehabilitation of workers who become unfit for their job, 
since the prevention policy applied by the Enterprise cannot completely prevent cases 
of unfitness from occurring; 
· make sure that the physically handicapped are taken into account in plans for training 
and adaptation to technological change, and that their access to information is 
facilitated; 
·  implement new actions based on the experiments performed; 
· prepare physically handicapped people outside the Enterprise to  learn a trade by 
contributing to their training, especially by offering them courses within the enterprise; 
· entrust work to the certified supported employment sector, while endeavouring to 
diversify the work, and look for new forms of partnership with this sector. 
The various actions contained in the agreement bring benefits to a broad t of 
handicapped people:
· not only those already employed in the enterprise, who should be rehabilitated when 
they become unfit for their job; 
· but also those outside the enterprise, who could be either recruited or participate   in 
training courses; 
· and also those who work in the supported employment sector. 

Nature of the Action 

To attain the objectives set by the agreement, the enterprise works out operating plans; for 
each of these plans a projected budget is established, and an annual quantitative and 
qualitative review is made.

· Plan for employment in the ordinary work environment: The SNCF has set itself the 
objective of recruiting at least 340 physically handicapped workers during the period of 
the 1999-2001 agreement. To achieve this objective, each region and central 
department should recruit a number of physically handicapped workers equal to at 
least 5 percent of the number of recruits to be hired during the three years of the 
agreement (for jobs which are not excluded), with a minimum of four physically 
handicapped workers for each entity. Recruitment is performed at all training levels, in 
all the schools, without giving priority to lighter handicaps. 
· Integration and training plan: Integration involves several stages, each of which must 
be carried out successfully: recruitment, reception, vocational adaptation training, 

23 



integration follow-up, social aids, and preparation for evaluation in the enterprise. We 
should emphasise here the importance of reception, which requires attentive 
preparation, especially by management staff. This preparation strongly involves the 
corporate doctor; it should also take into account ergonomics at the workstation design 
stage, and involve the Committee for Health, Safety and Work Conditions (CHSCT). 
Information provided to future colleagues, and to the physically handicapped worker, is 
also important to the success of reception. After recalling that training is a right for all 
employees of the enterprise, the agreement recommends the working out of a 
personalised training programme for each case of employment, rehabilitation or 
retraining of physically handicapped staff. 
· Plans for the adaptation technology: A plan for adaptation of work stations (fitting 
out, purchase of appropriate equipment, et cetera) and premises (chiefly accessibility) 
is worked out at the level of each plant; it is appended to the CHSCT prevention 
programme. Retraining of staff that have become unfit for their job, and those already 
handicapped and who can no longer hold their position following technological change, 
is systematically aimed at. This involves comparing, on the one hand, the physical, 
sensory or psychic malfunctions following on from their handicap and, on the other 
hand, the requirements of the various work stations.
· Telecommunication duties could be considered whenever this solution will promote 
the integration of certain handicapped people; but attention should be paid to the 
problem of isolation. 
· Plans for the retention of people declared medically unfit: The search for 
rehabilitation of any employee declared unfit is an obligation for the enterprise, but the 
firm agrees to do everything possible to search for and put in place all possible 
arrangements to retain the employee in his or her position. 

The agreement also provides for the establishment of a communication plan to increase 
knowledge within the enterprise of the implications of integration of physically handicapped 
workers. Note, in particular, that a specific module for promoting awareness of application of 
the agreement now forms part of the training of CHSCT presidents.

Partners Involved 

Correct operation of the system put in place implies the involvement of all components of the 
enterprise: senior management, the human resources department, doctors, psychologists, 
ergonomists, social workers, and staff representative bodies, chief among them the CHSCT.
Three units in the enterprise, however, play a decisive role:

· The Central Task Force for integration of physically handicapped workers is 
responsible for the coordination and follow-up of the enterprise's policy with regard to 
physically handicapped people. Reporting to the Human Resources Department, this 
task force (which employs 1.5 people full-time) has a network of correspondents in 
each region or central department, and local correspondents in each plant. These 
correspondents are responsible, at their respective levels, for implementation of the 
agreement. 
· The Medical Department is involved in all stages of the integration and rehabilitation 
of physically handicapped workers, in close cooperation with the other players in the 
enterprise: plant manager, ergonomist, psychologist, vocational guidance officer, 
integration correspondent, social worker, members of the CHSCT and trades union 
organisations. In particular, it is the plant doctor who evaluates capabilities and 
compares them with the requirements of the job position to be held, takes part in 
searching for positions in which physically handicapped workers could be employed, 
proposes possible adaptations and determines the person's employment restrictions. 
· The Social Action Department, and in particular the social worker and the social and 
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family economics advisor, inform and advise the the physically handicapped worker on 
his or her rights, and the material support from which he (she) can benefit with respect 
to housing, transport and acquisition of special apparatus. The department raises the 
awareness of the physically handicapped worker to the difficulties faced, far beyond his 
(her) life at work. 

Results Obtained 

Since the signature of the first agreement in 1992, and for each of the objectives set by the 
agreement, figures can be presented.

Each year, a quantitative and qualitative centralised review is made of the results 
obtained, which is presented to the trade union organisations.

Success and Problems Encountered 

Success
Clearly, the agreements signed since 1992 are a success for the enterprise, to the extent 
that the objectives set have been not only attained but even exceeded. Beyond the mere 
figures, the policy adopted must be credited with success in making physical handicaps 
"commonplace" within the enterprise. Thanks, in particular, to the communication 
programmes carried out, the employees have started to become aware of the problems 
related to physical handicaps, and this can lead to greater awareness of other problems of 
society, such as ageing of the population for example.

Difficulties encountered
The main difficulties mentioned are due to:

·The nature of the jobs performed at the SNCF. In most cases, the jobs are difficult 
ones requiring definite physical capabilities. In these circumstances, it is not easy to 
match the capabilities of the candidates for integration and the jobs available. 
· A certain corporate culture. To be precise, because the jobs in the enterprise are 
tough, physical handicaps do not form part of the "railway worker's world", even 
though the number of job injuries is not insignificant. In this context, the integration of 
physically handicapped workers does not appear to be a topic arousing great interest. 
· The size of the enterprise. The SNCF employs 175,000 people, in 340 plants 
organised in 23 regional branches. 
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Rehabilitation of 
physically 
handicapped 
workers

122

220

113

Rehabilitation of 
physically 
handicapped 
workers

1993-95

1996-98

1999

Rehabilitation of 
staff who have 
been unfit

1.078

983

330

Recruitment 
Physically 
handicapped 
trainees received

380

436
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Given both this "fragmentation" and the multitude of hierarchic levels within the enterprise, 
it was not easy to promote awareness among the personnel, and especially the 
management staff, of the implications of integration of physically handicapped workers. 
Moreover, to maintain the effort over time, one has to be dealing with highly motivated 
people who agree to become involved beyond their strictly occupational commitment.

Perception of these Successes and Difficulties

A survey carried out in 1997 on the populations concerned, illustrated the fact that the 
firm's action in favour of integration of  physically handicapped people, was perceived 
better by the physically handicapped workerswho had been recruited, ratherthan  those 
employees rehabilitated as a result of unfitness. The latter expressed the feeling that the 
enterprise made fewer efforts for their rehabilitation than for the integration of physically 
handicapped people.

For their part, the physically handicapped employees who had been recruited wanted 
better support and better follow-up after recruitment, to achieve better integration into 
the enterprise.

These two opinions were taken into account in working out the agreement covering the 
period 1999-2001.

Links with Employability 

All parts of the agreement signed between senior management and the trade union 
organisations contribute to developing the employability of physically handicapped workers: 
whether it be the recruitment of people having physical handicaps, the reception of trainees, 
the retention at the work station or rehabilitation of employees who have become unfit, or 
again the close ties developed with the supported employment sector. The training actions 
for adaptation to the job (designed to integrate the worker in his or her first job), and the 
longer-term actions necessary to develop an occupational project also help reinforce the 
employability of handicapped people. The same is true for the necessary adaptation of work 
stations (fitting out, purchase of appropriate equipment, et cetera) and premises (chiefly 
accessibility).

Relations with Health and Occupational Safety 

The integration of a physically handicapped employee often requires adaptation of the 
work station; the same is often true for the rehabilitation of an employee who has 
become unfit. To succeed with this adaptation, the design of the work station, or even 
the work organisation, has to be re-examined. This approach can have beneficial effects 
for all employees occupying the same type of station.

By way of example, we shall mention the fitting out of the workshop for the overhaul 
and cleaning of braking units (parts which weigh between 5 and 30 kg). To enable 
people suffering from lumbar or dorsal complaints to work in this workshop, the 
installation of girders lightened the handling work. This arrangement, in addition to 
making it possible to retain in their job three people suffering from affections restricting 
the carrying and handling of heavy loads and two others who suffered from tendonitis, 
contributed to a general improvement of work conditions and the prevention of risks of 
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repetitive strain injuries for all the workshop personnel.
Fitting out of stations, whether performed for the employment of a physically handicapped 
employee or the rehabilitation of an employee who has become unfit, involves, in addition to 
the worker concerned and his or her managers, all the people and bodies responsible for 
questions of occupational health and safety in the enterprise:

· Doctor: he/she plays mainly a counselling role. It is he/she who evaluates the 
capabilities of the worker and the restrictions due to his or her physical handicap, and 
suggests particular fitting-out arrangements; 
· Ergonomist: he/she is responsible for adapting the work station; this can range from 
counselling for the purchase of appropriate equipment through to redefinition of the 
work station; 
· CHSCT: it must give its opinion on any fitting out of a work station, from the viewpoint 
of employee safety and work conditions. 

Potential for Generalisation of the Action 

In France, about one hundred enterprises, mainly large ones, have developed in this way 
a contractual policy in favour of the integration of physically handicapped workers.
The company-wide agreement has a twofold advantage, making it possible to "stick to" the 
strategy of the enterprise while involving all the social partners.

General Evaluation of the Action - Conclusion

The agreements signed between management and the trade union organisations at 
SNCF since 1992 have undeniably given a new momentum and scope to actions in 
favour of the integration of physically handicapped people.

It is true that, before 1992, SNCF rehabilitated personnel who had become unfit, but 
such rehabilitation was not covered by an approach so formally expressed and 
contractual as that in force today. Above all, SNCF had no overall policy in favour of the 
physically handicapped, and in particular no plan for employing such people.
Among the factors of success of the new policy, the following should be mentioned:

· the clearly asserted determination of the enterprise, expressed via operational action 
plans; 
· the strong involvement of the Central Task Force (responsible for the coordination and 
follow-up of actions); 
· the significant resources assigned to the various action plans; 
· routine follow-up of actions by the signatories of the agreement. Best practise case 
n.2: The WAVE project - Sweden

The Misa WAVE Project is part of a trans-national project, involving agencies from Sweden, 
Ireland, France, and the Netherlands. The initiative, whose theme was 'Employment and Job 
Retention, catered specifically for adults of working age with an acquired brain injury 
(excluding dementia and congenital brain injury). The EU's Employment Community 
Initiative - Horizon (Disabled) 1995-1997 part funded the project. Although the method of 
service delivery varied between the project partners, the principles governing delivery were 
based on the 'Model of Supported Employment'. Inevitably such support involves liaison 
with the employer and assistance in addressing OHS issues which arise from the retention of 
an employee with additional needs and for whom special provision may need to be made. 
However, the primary focus of this initiative is on employability, specifically retention; 
whatever links to OHS exist is implicit.
Background to the Case 
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In 1996 alone 68,750 people suffered a brain injury in Sweden, according to 
"Hjarnkraft", an interest group for people with ABI (Acquired Brain Injury). Legislation 
exists which confirms the right of those who incur such an injury of a long-term nature 
to various forms of support and services from the local councils. However, there are only 
1,000 adults in the whole country who receive support and services under the legislation 
but at least double that figure are believed to be entitled to support but are not taking 
up that right for various reasons. Furthermore, 'daily activity' is a statutory right (ISFS 
1993) for people with certain types of disability in Sweden. Misa, a private company that 
was previously operated by the Jarfalla Municipality, provides such opportunities. It 
caters for 65 people who are autistic, learning disabled or who have an acquired brain 
injury (ABI). There are four different units within the company, one of which, established 
in 1996, deals specifically with acquired brain injury.

In early 1996, Misa's Brain Injury Unit was established and subsequently Misa was 
contacted by the Swedish EU Programmes Office to participate in a transnational project 
funded by the EU's Employment Horizon (Disabled) Community Initiative. Agencies from 
three other European countries are involved, Ireland (the lead partners), France and the 
Netherlands. Misa's entry into the partnership was rather late - half way through the 
project's lifetime - and this is reflected in the results Misa had achieved at the time of 
the evaluation. 

The main reason the project was undertaken stemmed from the fact that people with 
ABI were grouped together with people with learning disabilities in daily activity 
programmes. There was growing awareness amongst professionals in Sweden that such 
approaches were inappropriate. Two of the participants in Misa's centres who had ABI 
had also identified this as a problem for them and advocated a programme that better 
suited their needs. Their main goal was to gain meaningful employment or to retain their 
existing employment.

Aims and Objectives 

The WAVE project aims to help people with ABI to return to working life with the aid of the 
Model for Supported Employment. The programme aims to support the participants in either 
gaining open employment or in the retention of their pre-injury job. The WAVE project has 
been divided into 2 phases, the first of which has focussed on setting up the new (brain 
injury) unit, selecting the participants and the employment and training of programme staff. 
The second phase deals with finding employment opportunities for the participants.

How the Initiative is organised 

This initiative operates within the Jarfalla region and is targeted at adults with a 
moderate to severe acquired brain injury who wishe to return to employment. 
Individuals with mild brain injury are serviced by other state organisations. Participants 
on the WAVE programme have already undergone an intensive period of rehabilitation, 
which included various treatments and therapies. However, the main focus of this 
rehabilitation is not around vocational issues, and the participants have found this 
frustrating as it as not facilitated them to return to work. The theme of their 
rehabilitation had been about training and acquiring new skills, whereas the theme of the 
WAVE project is employment and job retention.

The Model of Supported Employment is used as a support structure as it seems to meet 
the needs of people with ABI (Acquired Brain Injury) in their return to work. This model 
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is defined as: 

"Competitive work in integrated work settings for individuals with severe handicaps for 
whom competitive employment has not traditionally occurred, or for individuals for 
whom competitive employment has been interrupted or intermittent as a result of a 
severe disability, and who because of their handicap, need ongoing support services to 
perform such work."

The WAVE project took an holistic approach to service provision and recognised the need 
to take account of the individual's life as a whole in planning service provision. Thus, in 
addition to training in the necessary vocational skills, attention was paid to the domestic 
circumstances background and leisure activities of the participant. This holistic approach 
was agreed by all partners in the transnational project to be essential for ensuring the 
best possible outcomes.

Participants in the WAVE project undergo a series of evaluations and assessments to 
enable the Project staff develop an 'Individual Programme Plan'. These include medical 
information obtained following the injury, evaluation of the participants abilities and 
competencies using, for example, occupational therapy assessment instruments, the 
individual's self-assessment and the evaluation of others in the participant's social 
sphere (family, friends, employers, co-workers, health care professionals, et cetera). 

The aim of these plans is twofold - they provide the client with ABI with an integrated 
record of their treatment and rehabilitation, and they also provide for the sometimes 
disparate staff involved, an integrated record of the clients progress and the types of 
intervention which have been made.

Stakeholders Involved 

Apart from Misa itself, there are 8 principle stakeholders who co-operate in the WAVE 
Project. These include:

· Two interest organisations for people with ABI (including Hjarnkraft, an interest group 
for people with acquired brain injury), 
· Two Trade Business Associations, 
· The Labour Market Institute 
· The Rehabilitation Centre for ABI 
· The Employment Agency for Young Disabled 
· The Jarfalla Municipality. 

These stakeholders have come together to support the project in relation to the provision of 
expertise and support, public relations and to help the clients of the project acquire or 
maintain employment.

Results Obtained 

Misa had not moved to phase 3 of the Model of Supported Employment - the provision of 
support in the workplace - as none of the participants had secured employment. Misa's 
late entry into the WAVE project has had implications for them in terms of the results 
obtained at the time of the evaluation. While other projects had achieved definite 
progression for their clients (into open employment for example), Misa had not yet 
achieved these returns although they had been able to place people on a short 
term/work experience basis. Furthermore, the nature of their target group (people with 
moderate to severe brain injury) also makes re-integration/retention, more difficult. 
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Although the Model for supported Employment is familiar throughout Sweden, only a 
number of select organisations actually employ it. Misa has taken the initiative to start a 
national organisation for Supported Employment in Sweden (SFSE), which will promote 
the ethos that all people have the right to be part of a normal working environment.

Results from other countries, which were part of the project, but were further advanced 
than Misa were very encouraging. For example, in Ireland 70 percent of the projects 
clients returned to some level of paid employment with a further 10 percent entering 
further education. This is a remarkable success rate for people with disabilities of this 
type and severity - it should be noted that unemployment rates in excess of 70 percent 
are typically seen amongst disabled groups.

In addition, the project produced a Handbook on Supported Employment, developed with 
trans-national partners, which aims to support employers in the reintegration of 
employees with ABI.

The Role of OHS Services 

Occupational health services played no formal role in the project. However, there is no doubt 
that there are significant areas in which OHS services could play a role.
This largely relates to the activities of assessing the capacity of the employee to work and in 
making adaptation to the workplace and to work itself to take account of the special needs of 
the employee.

Relationship to Employability
 
The activities of the Wave project have a clear link to promoting the employability of people 
with ABI. They do so in a number of ways - the medical rehabilitation activities contribute to 
getting the client fit for work, the training and retraining activities upgrade skills, and the job 
placement activities actively facilitate the reintegration of the client into either a former or a 
new workplace.

Assessment of the Case 

This case is remarkable in a number of ways. These include:

· The nature of the client group - the fact that the target group for this initiative 
(people with moderate to severe brain injuries) are among the more difficult cases 
for rehabilitation makes the success of the overall project remarkable. The methods 
used - the Model of Supported Employment, the Individual Programme Plan and the 
combination of services assembled to serve the clients of the project all made a 
contribution to this success. 

· The role of OHS services - Though OHS services did not play a major role in this 
initiative, there are clear opportunities for them to play a significant, if delimited 
role in similar initiatives. The specialist services for medical rehabilitation do not fall 
within the remit of OHS, but the workplace based role of assessment of the 
individual and of the work environment and the nature of the job are all areas in 
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which OHS could contribute. In addition, OHS services could play a role in 
monitoring the progress of employees with ABI who have returned to work. 

· Relationship to employability - This case is an archetypical example of how 
rehabilitation can contribute to promoting the employability of severely disabled  
employees. Its retraining activities, medical rehabilitation elements and job 
placement features all contribute to improving the employability of one of more 
difficult target groups for employment. Best practise case n.3: "Passerelles 09" - 
programme in the Ariege department of France to encourage the integration of 
handicapped workers 

Abstract 

Since 1992, the Ariege-Pyrenees Employers' Union has initiated, in the Ariege department, 
an action entitled "Passerelles 09" ("Footbridges 09"), to encourage the integration or 
rehabilitation of physically handicapped workers. This action, carried out in partnership with 
numerous local players, both public and private, involves two aspects:

· information - promotion of enterprises' awareness of their obligations regarding the 
empolyment  of physically handicapped employees and the aids from which they can 
benefit; 
· aids to  retain, in a different position, employees declared unfit for their work station. 
Since its launching, "Passerelles 09" has enabled more than 70 physically handicapped 
workers to be empolyyed and 145 unfit employees to be kept in their job or at a new 
work station.

Background to the Case 

The action carried out by "Passerelles 09" is based on the legislation in force in France to 
promote the employment of physically handicapped people, and in particular:

· the Act of 10 July 1987 to encourage the integration of physically handicapped 
workers; 
· the Act of 31 December 1992 on keeping physically handicapped people in their job or 
at a new work station. 
The first of these acts provides that enterprises with over 20 employees should employ 
a quota of 6 percent of physically handicapped workers in their workforce. Enterprises 
can accomplish this obligation
· by  employing physically handicapped people; 
· by signing subcontracting agreements with protected workshops or centres for aid 
through work; 
· or by paying an annual contribution to the Management Fund for integration of the 
physically handicapped. 

The Act of 1992, for its part, made it obligatory for the employer to place in a new position or 
lay off within a deadline of one month employees recognised as unfit by the industrial doctor.
By launching the "Passerelles 09" operation, the Ariege-Pyrenees employers' union has set 
itself the task of promoting and coordinating all actions which could encourage the full 
application of these two laws. It is because they are convinced of the social role that should 
be played by the enterprise - alongside its economic role - that the managers of the 
Employers' Union undertook this programme of action. 
"Passerelles 09" was implemented with the assistance of and financing provided by the 
association managing the fund for integration of physically handicapped people (AGEFIPH).
An official representative and an assistant work full-time for "Passerelles 09"; their role is to 
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inform the enterprises in the region ("department") of the whole system, help them choose 
the appropriate solution for their situation, and coordinate the action of the various 
partners. In addition to the Ariege-Pyrenees employers' union, "Passerelles 09" involves six 
other organisations, both public and private, which make their personnel or resources 
available to help with integration or rehabilitation projects.

Aims and Objectives of the Case 

The primary objective of "Passerelles 09" is to inform and promote awareness among the 
enterprises in the Ariege department of the legislation in force regarding the integration of 
physically handicapped workers and the rehabilitation of employees declared unfit. This 
action has two essential aims:

· Help the enterprises accomplish their role in society by integrating physically 
handicapped workers into their workforce or through rehabilitation of unfit employees; 
· Provide enterprises with the best conditions to enable them to employ physically 
handicapped people or retain them in their jobs. 

The action targets the enterprises established in the Ariege department, especially those 
employing over 20 employees (since it is they who are concerned by the obligation to 
employ physically  handicapped workers).
The ultimate beneficiaries of the action are the physically handicapped workers who find a 
job and the employees retained at the work station or in a new position.

Nature of the Action 

Initiative

The "Passerelles 09" project dates back to 1992. At that time, there was in France much 
talk of the "enterprise citoyenne" ("citizen firm"), by which is meant that the role of the 
enterprise is not merely to produce wealth, but that it should also take an interest in the 
life of the society which surrounds it. Now, in the life of society, there is one category of 
the public, which faces particular difficulties for employment: handicapped workers. 

"Passerelles 09" was initially set up informally through contacts with the main partners, 
AGEFIPH, EPSR and DDERFP. The founding act was the first "Passerelles 09" agreement 
signed between these partners in 1993.

Actions Performed

The official representative of "Passerelles 09" has several tasks:
· contact the enterprises in the "department" to inform them of the legislation in force 
and the "Passerelles 09" system; 
· study, with each enterprise which volunteers (for integration of physically 
handicapped workers), or which is obliged to do so (for job retention and rehabilitation 
of unfit employees), all the legal provisions to find with it the solution most suitable for 
its case; 
· implement this solution using state aids and the subsidies of the AGEFIH; 
· provide follow-up and permanent assistance to the enterprise and to the physically 
handicapped worker who is integrated. 

In short, the aim is to prospect enterprises, convince them to commit themselves to the 
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integration or rehabilitation of handicapped workers, prepare dossiers (especially for 
subsidies) and follow up project implementation.
To further attain the objectives it has set itself, "Passerelles 09" does not hesitate to 
undertake new projects. For example, in 1999 it set up a sponsorship network for young 
people aged less than 26. The idea is to establish a relationship between physically 
handicapped young people, having difficulties searching for a job, and corporate managers 
who will guide them in their efforts to obtain a job. This innovative experimental operation, 
termed "Reseau Parrainage TH", involves mobilising enterprises with over 20 employees, 
which have not reached their quota of physically handicapped workers. The sponsoring 
corporate manager agrees to guide a young job seeker recognised as a physically 
handicapped worker, to help him in his efforts at integration.
Finally, to improve the knowledge of its objectives and reactions, by both corporate 
managers and the general public, "Passerelles 09" also implements communication actions:

· organisation of conference on the subject of integration of physically handicapped 
workers in the enterprise; 
· organisation of a presentation of trophies known as the "Trophees Passerelles" to 
salute and reward four actions having enabled the integration of physically 
handicapped workers, either by recruitment, or by job retention or rehabilitation of 
employees recognised as unfit. 

Stakeholders Involved 

Alongside the Ariege-Pyrenees employers' union, which initiated the operation, "Passerelles 
09" mobilises six partners, having complementary missions and means.
· Association pour la Gestion du Fonds pour l'Integration Professionnelle des 
Personnes Handicapes: AGEFIPH. 
This is the organisation, which manages the fund for the integration of physically 
handicapped people (collecting the contributions of enterprises with over 20 employees 
not employing at least 6 percent of handicapped people). Founded as a resulting of the 
Act of 10 July 1987, AGEFIPH makes its technical and financial resources available for 
actions and programmes aiming at integration or job retention for physically 
handicapped people, in an ordinary work environment. Thus, it supports and partly 
finances "Passerelles 09" and its various corporate actions. 

· Direction Departementale du Travail et de l'Emploi: DDTE 
The DDTE is a department independent of the state which monitors compliance with 
and the application of labour legislation and implements the employment and 
training policy decided by the government. In the Ariege, it has put in place the 
departmental programme for integration of physically handicapped workers (which 
includes "Passerelles 09"). In addition to the validation and legal recognition of the 
project, DDTE can be an occasional financial partner for certain particular actions of 
"Passerelles 09" (conferences, training courses, et cetera). 
· Equipe de Preparation du Travail et de l'Emploi: EPSR 
The EPSR is a department approved by the Direction Departementale du Travail, de 
l'Emploi et de la Formation Professionnelle. Its missions are as follows: 
ü Preparation, assistance for and follow-up of physically handicapped people 
throughout their efforts to achieve integration or rehabilitation. 
ü Placement of physically handicapped workers in enterprises, together with 
implementation of technical and financial measures to facilitate hiring. 
ü Counselling for enterprises faced with the question of hiring a handicapped worker. 
·  Agence Nationale pour l'Emploi: 

ANPE National Employment Bureau ANPE brings enterprises and job-seekers into 
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relation with one another, assisting them both and helping improve employment by 

looking for a match between the positions offered and the applicants. Physically 

handicapped workers, who are job applicants like any others, receive the same 

attention from the ANPE's staff. 

·The Industrial Medicine Department in the Ariege.

The role of this department is to perform medical monitoring of the employees of 

enterprises in the Ariege, in accordance with the approval given by the Ministry of 

Labour. To this should be added a role of prevention and counselling for employers 

and employees. The Industrial Medicine Department, in its "early detection" role, 

facilitates contact between the employee and the "PASSERELLES 09" 

representative. 

· Caisse Regionale d'Assurance Maladie Midi-Pyrenees (regional health insurance 

fund). 

· The CRAM takes part in the "PASSERELLES 09" approach via its social service in 

the Ariege. The role of this service is the "prevention of vocational de-integration 

and the rehabilitation of physically handicapped workers. The social service 

intervenes at two levels: 

ü indication of situations to "Passerelles 09" after agreement of the insured (social 

security); 

ü social assistance for the person over the entire path to integration. Best practise 

case n.4: Access to Work - United Kingdom

'Access to Work' is a UK-wide, government operated programme which provides practical 
support to disabled people who are seeking work, including funding of adaptations and 
purchase of special equipment, based on the established needs of the individual applicants. 
The target groups of this initiative are unemployed disabled people and employed disabled 
people at risk of becoming unemployed. The programme aims to enable them to compete on 
an equal footing with their non-disabled colleagues. It has been in operation since 1994 and 
was modified in 1996 to incorporate a requirement for an employer's contribution to the cost 
involved. The UK Government, specifically the Employment Service within the Department 
for Education and Employment is the lead group and there are numerous other stakeholders 
(based on a broad definition of this term) who benefit from or contribute to the success of the 
programme.
Background to the Case 

Access to Work is a programme run by the Employment Service (ES) a division of the 
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Department for Education and Employment (DFEE). It is designed to provide support to 
people with disabilities to help them obtain or retain employment. It was introduced in 
1994 and modified in 1996 and brought together a series of separate programmes, 
which individually funded the purchase of special equipment, the adaptation workplaces 
or provided help with the cost of travel to work. The purpose of the initiative was to 
enable people with disabilities to compete on equal terms in the labour market with their 
non-disabled colleagues.

This initiative is part of a larger movement within British Social Welfare policy towards 
the American model of 'Welfare to Work'. (This refers to a concern ensure that people on 
Disability registers do not become long-term recipients of Government aid. The principle 
underlying the policy is that all benefits should be subject to the individual becoming 
involved or trying to become involved in the labour market). One of the issues is the 
high cost to the Exchequer of the Long Term Absent combined with a need to maximise 
labour market efficiency despite the fact that Britain is not experiencing labour 
shortages.

Aims and Objectives 

The programme aims to enable people with disabilities to compete on an equal footing with 
their non-disabled counterparts and thereby facilitate their access to or retention in 
employment. It does so through integrating a range of previously separate public subsidy 
schemes and services.

How the Initiative is organised 

Various people within the UK Employment Service are involved in delivering this 
programme. These include 'Jobcentre' personnel (what used to be called 'employment 
exchanges'), Disability Employment Advisors, and Placement, Assessment and Counselling 
Teams. The services provided by these agents include:

· Job notification 
· Assessment of training needs 
· Assessment of skills and (dis)abilities 
· Job placement services 
· Employment counselling 
· Assessment of the need for technical aids 

Referrals to the Access to Work Service are made by employers, 'Jobcentre' staff, disability 
organisations and rehabilitation institutes as well as by the individuals themselves. Each 
applicant is assessed to establish the level of support required and the types of jobs that are 
suitable and any training needs that may exist. The most common type is the provision of 
special aids and equipment (2/3 of cases). In 30 percent of cases, the employee's working 
hours are reduced.
This initiative operates throughout the UK but administration is performed regionally. 
Stakeholders Involved and Target Groups 

The programme is targeted at adults with disabilities who present themselves to the 
Jobcentre. They may either in employment or unemployed. In addition, disabled people 
who are already in work, but who may need any of the support provided by the service 
are also a target group for the initiative.
The initiative is government funded and they are the principal stakeholders. However, 
various voluntary organisations that represent people with disabilities in general or people 
with specific disabilities such as the Royal National Institute for the Blind could be considered 
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stakeholders as they promote the programme to their members. No other relevant 
stakeholders appear to be involved, for instance, Trade Unions, Employers Organisations, et 
cetera. However, the programme could not operate without the co-operation of individual 
employers. In addition, rehabilitation agencies, health and safety practices/consultancies 
are undoubtedly involved at a local level, as individual action plans are drawn up for each 
applicant and their needs and the nature of assistance each require would necessitate the 
involvement of these bodies. 

Results Obtained 

Two studies have been carried out to review the operation of this initiative, (the first 
published in 1996 and the second published in 1998). One of the principal changes in the 
operation of the programme took place when the scheme was modified in 1996 and 
resulted in employers being required to contribute to the costs involved in employing 
someone with a disability. The second evaluation found that the experience of all those 
involved and the day-to-day operation of the programme had undergone some shifts in 
the intervening period. There was some indication that Access to Work was impacting on 
new sections of the disabled population and that it was becoming increasingly useful as a 
means of facilitating the entry of unemployed people with disabilities into employment.

The Employment Service (ES) has begun to avail of technical consultants to a greater 
extent than was the case, and Disability Employment Advisors (DEAs), who operate the 
programme within the Employment Service, have reported greater ease in contacting 
these consultants than in the previous evaluation. 

However, where employers are involved in purchasing, the DEAs and others in the ES 
expressed concerns about their (employers) lack of expertise in making the appropriate 
purchase. While active marketing of the programme by the Employment Service appears 
to have diminished, employers are increasingly a source of initial information to 
applicants and referrals from this source are also growing. In fact, one in six employers 
said they would not have retained the disabled employee without the intervention of the 
Access to Work initiative, double that of the previous evaluation. This response was most 
common amongst small establishments (less than 10 employees) and charitable 
organisations. 

Three-quarters of the recipients surveyed felt that the programme had had a positive 
impact on their efforts to secure or retain employment. Over 80 percent of employers 
said that the Access to Work intervention had led to improved morale and efficiency 
among the recipients and three-quarters felt that the support had contributed to the 
overall productivity of the workplace. 

Over 60 percent of employers who had made a financial contribution said they would 
have been willing to make a greater contribution (usually double what they actually 
contributed), which may be a reflection of the positive effect of the programme on 
productivity and morale within workplaces.

Relationship and Relevance to Employability 

This initiative is primarily concerned with improving the employability of disabled people. It 
aims to facilitate the retention of ill/injured employees, to enable the long term absent to 
return to work (rehabilitation) and to assist people with disabilities to access the labour 
market, perhaps for the first time (integration).
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Role of OHS Services 

OHS services are not formally involved in the provision of services within the initiative. 
However, many of the referrals to the initiative come from the health and safety or 
occupational health functions within companies. 
There is a high incidence of musculo-skeletal injuries amongst participants in the initiative 
and OHS will be of particular relevance in these cases. In the majority of cases included in 
the evaluation of the Access to Work programme, adaptations to the workplace and the 
purchase of special equipment to assist the employee were the main activities that need to 
be undertaken in the work place. These are activities in which OHS services would be 
involved.

Assessment of the Initiative 

This initiative is an example of a high level change in Government policy, which sought to 
integrate and improve services for disabled people in relation to improving access to work. 
Taking place against the background of a broader policy shift in relation to social welfare 
recipients, the initiative was operationalised through the national Employment service by 
integrating a number of previously existing schemes and services and making them 
available in a seamless way. Among the more important features of this case are:

· Relationship to employability - This case clearly impacts the employability of disabled 
people through its emphasis of providing technical assistance and job placement 
services for disabled people. In addition, it effectively provides a certain level of 
rehabilitation through referrals to training services and the development of what are 
often termed 'personal care plans' for individual cases.
· The role of OHS services - This initiative developed by and intended for 
implementation by the public sector employment services, and did not have OHS 
services in mind during this process. However, OHS services do play a role in relation to 
referral to the service, and they may also be involved implementing the 
recommendations of the Access to Work programme within companies. In either case, 
the range of activities provided by Access to Work provide a model to OHS of the kinds 
of supports which may needed when dealing within individual cases of work related 
disability. 
· Integration of disability/health concerns into labour market strategy - This case 
provides an illustration of how health concerns may be integrated into a labour market 
strategy (in fact, the 'Welfare to Work' idea is fairly typical of many 'pure' employability 
strategies). It therefore demonstrates a potential role for the range of workplace 
related health services within the broader context of employment and labour market 
strategy. 

The 'Access All Areas' awards

The Access All Areas Awards recognise small and medium sized enterprises that have 
made their services accessible to disabled people in innovative and creative ways. The 
Awards are run by the Department for Work and Pensions and supported by Vodafone.

· Are you open for business to Britain's 10 million disabled adults? 
· Have you made your services accessible to disabled people? 
· Do you have fewer than 100 employees? 
Then you could enter the Access All Areas Awards and gain recognition for ensuring your 

services are accessible.
This year, winners and runners up will be awarded in the following business sectors: 
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· retail 
· hotels, bars, pubs and eating establishments 
· financial, legal and other business services 
· entertainment and leisure 
· health (opticians, dentists, GP surgeries, etc), beauty and hairdressing 
· other public bodies, charity and voluntary organisations. 
If you have made changes to the way you provide your goods and services so that 

disabled people can use them, why not get the recognition you deserve?
Ask for one of our information packs. This includes an application form for the 

awards, along with leaflets and a video giving advice about the duties employers and 
service providers have under the Disability Discrimination Act.

Award winners

Brewhouse Theatre and Arts Centre, South West
A 352-seat theatre with gallery, function room, arts studio and restaurant with 

accessible facilities. The Centre hosts productions by disabled theatre groups as well as 
non-disabled companies and provides brochures in alternative formats.

Mouzer, Employment Consultancy, West Midlands
This company caters for disadvantaged, including disabled people, jobseekers, and 

operates programmes, including New Deal programmes on behalf of Jobcentre Plus. The 
needs of disabled people have been built in at every stage. The building is fully accessible, 
specialist equipment and sign-language interpreters are provided when needed, and 
information is available in a variety of formats, including in British Sign Language.

Willow Farm Riding School, East Midlands
Many people with a variety of impairments visit and use this riding school, including 

students from a local college for people with learning difficulties. The site is fully accessible, 
and has accessible bed and breakfast accommodation. All written material is available in 
alternative formats, and staff have received appropriate disability awareness training.

Carlisle Council for Voluntary Service, North West
Registered charity and umbrella organisation for 130 voluntary and community 

groups. Premises have been appropriately adapted. Written information is available in 
alternative formats. The website is accessibly constructed, and volunteering 
opportunities for disabled people are promoted.

The Wildfowl and Wetlands Trust, London and South East
Many improvements have been made to the attraction, which is now step-free. All 

hides and other attractions of the site, and all facilities have been made accessible. 
Audio tours are available for visually-impaired people, and people with learning 
difficulties who visit to experience natural habitats. There are tactile exhibits for the 
enjoyment of visually-impaired people. There are plans for a wheelchair accessible boat 
ride.

 Double-Gate Farm Holidays, South West
An impressively and imaginatively equipped and adjusted farmhouse bed and breakfast, 

catering for people with a wide range of impairments. Provides a wide variety of auxiliary 
aids and advice on accessible tourist venues in the area.J.H. Peters, London and South East

Fully accessible opticians practice. Adjustments have been made to the specialist 
optical equipment to ease usage by disabled people, and more home visiting services 
have been introduced, and appropriate disability awareness training provided to staff.

Fold House Caravan Park Ltd, North West
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This caravan park is fully accessible, with suitably adjusted facilities including a library 
and gym. The range of adjustments, down to appropriately coloured carpet and tiling in 
common facilities. Fully-adapted caravans are available to hire, view and purchase. All staff 
have had disability awareness training.

Launch of a disability bench mark

Barclays Gold Card members are developing the first comprehensive disability 

benchmark to measure an organisation's progress on the journey towards being 

disability-confident. The new tool is part of the Forum's commitment to setting the 

standard by which employers and service providers measure their performance. The 

benchmark survey will make it easier for organisations to gain top management 

commitment to disability and help them to determine what needs to be done to deliver 

best practice

Special website for art related jobs

Employers with arts-related vacancies can now use a new website to recruit deaf 

university graduates and college leavers. The Deaf and Creative site has been set up to 

help more deaf students to obtain creative jobs in sectors such as design, the theatre, 

visual art and arts education. Employers can post their vacancies for free on the site, 

which is promoted through UK universities and colleges.

A section for employers gives information on advertising, interviewing and other 

selection methods. Advice includes tips on writing a job advertisement, suggestions on 

where to advertise

and guidance on what to consider when using presentations or psychometric tests as 

part of the selection process. The employers section also includes practical information 

about Access to

Work and assistive technology.

A section for students provides information about job hunting and additional support 

such as interpreters as well as case studies.

The website is at 

The Aisling Foundation

The mission of the Aisling Foundation is unique. We make a difference by raising 

awareness of what people with a disability can do. Our philosophy is to always focus on 

Ability. The Foundation aims to create inspiration through adventure, create awareness 

of ability, not disability and to encourage employment by running work experience 

programmes in leading private sector organisations.

http://www.efd.org.uk/www/guests/newsletters/update/september2003/sep03.pdf

www.deafandcreative.ac.uk

http://www.efd.org.uk/www/guests/newsletters/update/september2003

/sep03.pdf
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CarolineCasey, the founder, fundraised and built awareness of the journey as she 

embarked upon her personal dream which from January  May 2001 became a reality 

when she travelled 1,000 km across southern India on her elephant Bhadra, becoming only 

the third ever female mahout and raising over å300,000 for the National Council for the Blind, Sight 

Savers International and for the protection of the Asian Elephant.  

CSR: now you can get the facts online

The Forum has published a series of online briefings for Corporate Social 

Responsibility (CSR) practitioners worldwide.

This is in response to the 2003 Global Inclusion Benchmark, which found that only 

32 per cent of companies whose social reports were examined showed a clear public 

commitment to disabled people as a stakeholder group. 

The briefings examine the disability dimension in key areas such as employment, 

labour standards, human rights, customer relations and the digital divide. 

The Forum, in partnership with AccountAbility and with support from Cable & 

Wireless, produced these briefings to equip business advisers for the first time with the 

facts on disability. Eight key advisory organisations  from around the world were invited 

to display the briefings on their websites. 

By incorporating disability into its CSR strategy a company can access untapped 

reserves of talent, open up new markets, improve operational efficiency, promote new 

sources of ideas and creativity, while building reputation and brand loyalty. 

CSR managers can access these online briefings to get the facts on disability and 

ensure that they are at the forefront of responsible business practice.

Briefings are available on the following topics:

· The strategic business case  

· Disability: some facts 

· Case studies

· Investing in human potential

· Serving disabled customers 

· Human rights 

· Labour standards 

· The digital divide.

For more details visit  

Case n.5  Austria

http://www.efd.org.uk/www/guests/newsletters/update/september2003/sep03.pdf

http://www.theaislingfoundation.org/

www.employers-forum.co.uk/www/csr/sttn/index.htm

http://www.efd.org.uk/www/guests/newsletters/update/summer04/summer04.txt
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 Establishment of a central information and support office for employer

The Austrian „Arbeitsmarktservice Österreich“, being the public employment service , 

has created a department, where an employer, willing to hire a disabled person can find 

information and support on the main issues namely:

· Information on  employing people with disabilities

· How to determine the profile of the person

· Legal aspects

· Testing potential candidates

· Possible grants

· What kind of grant is suitable to your specific situation

· Support in taking administrative hurdles 

· Support in workplace adaptation

· Crisis management

· ….

· http://www.ams.or.at/neu/1306.htm
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Annex 4

A CRITICAL OVERVIEW OF THE LABOUR MARKET CONDITIONS OF DISABLED 

PEOPLE IN EUROPE

Statistical data

· 12% of the European population are disabled people  there are large variations 

between Member States.

· 6-8% of population aged between 15-64 years - what we call the working age 

population - is disabled.

· Around half of the disabled men and women are in the 50 to 64 age group.

· There are more disabled men than women in the labour market.

· 76% of non-disabled men are in employment compared with 36% of severely 

disabled men in and 63% of men disabled to some extent. 

· 55% of non-disabled women are in employment compared with 25% of severely 

disabled women and 40% of women disabled to some extent.

· Occupational distribution: many disabled people in elementary and low skilled 

occupations.

· Very few disabled people work as managers, professionals, technicians.

· Educational attainment: few disabled people have university degrees

· Employment status of disabled people related to their educational attainment: 

13% of men disabled to some extent have a university degree compared with 27% 

of non-disabled men.

· Unemployment rates are higher for disabled people than for non-disabled.

· BUT, where employment rates for all people are high, they also tend to be high for 

disabled people  SO, one condition for getting disabled people into employment 

seems to have a well functioning labour market.

· The educational attainment level of disabled people seems to be lower than the 

average of the labour force as a whole  SO, education and training  raising the level 

of skills  is a critical element in getting disabled people into employment.

· Many people who are disabled seem to have acquired their disability through 

occupational accidents or occupational diseases. This leads to a possible policy in 

terms of prevention at work.
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· Unemployment maintenance for disabled people has become the third item of 

social protection expenditure.

European policies

·Over the past 40 years, there have been significant changes in policies towards 

disabled people in Europe.

·Initially, we looked at policies directed to the provision of income support or 

disability insurance  these are responsible for increasing exclusion of disabled 

people from the labour market.

·There is a trend in labour market which has relied on rehabilitation and 

employment services on one hand, and employment quotas, on the other.

·Half of MS have some form of quota, which seeks to place an obligation on 

employers to recruit a minimum proportion of people with disabilities. These 

schemes have worked in some MS and in other MS were a failure.

·Re-evaluation of welfare policies in general: economic, social and demographic 

changes meant that government expenditure on social protection needed to be re-

adjusted.

·Many MS have made further attempts to target expenditure on those most in need 

to support through:

- means - testing benefits

- taxing of benefits

- concentrating assistance on special groups

·A move towards active labour market measures to help disabled people into 

employment and provide them with skills and qualifications necessary for 

successful job search

·These measures have been accompanied by legislative measures to improve 

environment in which disabled people live and work (anti-discrimination measures, 

measures to protect the rights of disabled people)

·A new concept  social model for disabled people where disability is defined in a 

social context, which changes over time. 

·Main factors affecting employment of disabled people: there is an increasing 

redirection of state expenditure towards the provision of infrastructure to assist 

disabled people and an increasing awareness of the difficulties of disabled people.

·Information technologies pay an important role in this process.

Transition to the open labour market

· Transition to the open labour market: the importance of transition, as a principle 

or as a procedure, is to contribute to the emancipation of disabled people, 

especially with regard to their self-awareness and life choices 
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· The right of disabled people to choose between a range of employment options.

· Transition  main obstacles: legislation, support structures, personal and family 

problems, economic context, employers

· Key factors in successful Transition: priority to disabled people's interests, 

personal issues, marketing, training of staff, vocational guidance schemes, work 

experience (stage), legislation which promotes transition, facilitating transition to 

the open labour market with supported employment or social enterprises.

Alternative Forms of Employment
· sheltered workshops, 
· adapted workshops/enterprises, 
· supported employment,
· social enterprises.  

Sheltered workshops
· Responsible for vocational rehabilitation and employment of disabled people.
(Social training and support)
· Target group: all types of disability (mainly severely disabled people)
· Government influence: 

- public company, 
- private non-profit company but the government influences structures and 
decisions, 
- private non-profit company with a high degree of autonomy. 

Adapted workshops/entreprises (Travail adapte)
· A response to the challenge of finding a better compromise between economic and 
social tasks.
· Main characteristics: 

- a means of integration into the world of work
- focus on the individual
- individualised assistance and guidance
- focus on individual needs (identification of abilities, development of individual 
activities, opportunity to exercise choice)
- opportunities for in-house transition
- ongoing vocational training
- regular wages and labour contracts
- structure similar to a normal private sector company
- support given to the workshops by public funds in order to compensate the 
productivity loss

Supported employment
The aim is to integrate disabled people into regular, paid jobs on the open labour market 

by providing vocational training and any necessary support continuously and without 
time limits. 

· Characteristics: 
- real paid job
- zero exclusion
- training on the job
- individualised support
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- lifelong support

Social enterprises
The first movement came from the Italian cooperatives in the early 1970s, mainly for 
people with mental health problems

· Characteristics:
- work is organised as in an ordinary company
- non-profit organisation: profit is shared out in the salaries and investment
- decent salary
- mixed companies (disabled and non-disabled workers) 
- equal rights between disabled and non-disabled workers
-support from public funds to compensate the productivity loss

How to improve employment possibilities for disabled people
· More flexible legislation.
· Involving disabled people in employers' and trade unions negotiations.
· Raising awareness among trade unions and employers with a view to the 
employment of disabled people.
· Developing quality criteria for employment:

- salary
- environment
- safety in the workplace
- work content

· Training for disabled people, preparation and follow up in the workplace by 
multidisciplinary teams.
· Preparing plans together with employers and disabled persons wishing to make 
professional progress: early autonomy and flexible interaction between the school 
and the world of work need to be promoted.
· Professionals involved in assessment should be able to describe the full range of 
possibilities open to a disabled person.
· Promotion of awareness campaigns to specific target groups: neighbours, teachers 
and employers.
· Promotion of active involvement of disabled people in the planning and 
implementation of programmes.
· Shift of focus from disability to ability.

Main weaknesses in the economic integration process for disabled people
· Employers know very little about employment policies for disabled people. 
· Lack of information or inaccurate information concerning disabled people.
· Lack of information on entitlement to benefits and economic advantages for  
employing disabled workers.
· Inappropriate legislation.
· Inadequate support to companies throughout the job placement process.
· Not enough skills among employment officers to organise, plan, contact and 
handle the relationship with companies. 

Recipes for Successful projects on socio-economic integration of the disabled

The following short guide for successful projects focuses mainly at the initial stages of a 
project life-cycle and especially at the stage of planning. In general good planning is 
considered as the major success factor. The several components of a good-planning- 
procedure are presented below.
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Realistic targeting 

The strength of a project lays in its capacity to exploit in the best possible way available 
resources and opportunities presented by a particular setting. Being too optimistic is not 
the best approach when designing a project proposal. The setting of unreachable targets 
may easily result in failure or poor performance. 

Clear objectives - clear milestones

The first step towards a successful project is the setting of clear objectives and clear 
milestones for achieving objectives. The clarity of objectives and milestones enables 
project managers to envisage the expected outcomes and transmit the values, the vision 
and the core ideas of the project to the staff working on it. 

Targeted dissemination activities 

A well organized and targeted dissemination / publicity plan is one of the main 
components of a successful project. The dissemination plan has to be designed carefully 
from the very beginning of the project and a systematic implementation plan has to be 
adopted. Databases of interested organizations / individuals, networks and individuals 
contacts are extremely important tools. 

No overlaps but complementarity within project partnerships 

The project leader must be aware of its own strengths and weaknesses and seek 
partners that may provide the knowledge / expertise that the project leader lacks. 

Clear allocation of tasks and responsibilities within project partnerships 

The project leader must always have control of the project, by holding the chair o the 
steering committee (if there is such) , by having the power of hire and fire of 
professional staff. In any case all parties external to the project leader have to provide 
support and by no means take control of key elements of a project. 

Utilization of existing resources 

The utilization of existing resources (networks, contacts, previous work) is an advisable 
means of achieving project objectives. In relation to project proposals involving a 
partnership of organizations, organisations may improve their opportunities for 
successful bids if partnerships are developed in preparation for funding opportunities 
rather than waiting for the funding opportunity to trigger a search for partners.

Motivating partners is important. 

Projects often have several stakeholders and the more successful projects make a 
conscious effort to motivate participants in appropriate ways.

Events as a tool to empower participants. 

In addition to providing an element for motivation during the projects, events underline 
the importance of the individual participants and this gives a boost of self-esteem for 
each participant to become a celebrity for an evening. The events affirm the importance 
of the individuals involved and it may be useful to build this into projects where 
participants tend to be the most disempowered members of society with little basis for 
self-esteem. 
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Inclusive design 

A final point is inclusiveness. A project relating to issues of disability has to reflect an 
ideological position and commitment. An open door policy and good knowledge of 
current debate about the issues addressed by the project is related to breadth of vision 
and the numbers of participants and attendees that can be attracted / benefited.

47 



Annex 5

RESEARCH RESULTS ABOUT THE EMPLOYMENT OF PEOPLE WITH DISABILITIES 

IN ENTERPRISES IN LATVIA AND IN LUXEMBOURG

1. Introduction

Employment of people with disabilities is an acute problem in EU countries. In 2003, 
Eurostat concludes that around 14.5% of the EU 25 population is disabled to some 
extent. With a population of about 450 million people living in the enlarged EU, this 
represents approximately 65 million people. Currently only about 13% of the disabled in 
the working age have found employment [1]. The number of people with disabilities in 
Latvia is about 5% of populations (or 118 thousand), 2% of them have found 
employment; the workforce – 295,256 and workers with disabilities – 2,798 [2]. 

Within the framework of Pilot Project “Ability not Disability in Employment” (AnDE) 
for 2003–2005, the Latvian Traders’ Association and the Information Systems’ 
Management Institute made a survey about employment of persons with disabilities and 
related problems in enterprises in Latvia. The same research was carried out by Guido 
Gennen in the bank sector in Luxembourg. Survey results were summarised by AnDE 
Project Co-ordinator, prof. Marga Zhivitere. Objective of the survey was to study three 
main issues: 

• Main barriers to employment for people with disabilities;

• Most effective means of reducing barriers to employment of persons with 
disability;

• Reducing of barriers and difficulties of making the changes.

Conclusions were made based on the results of a standard survey. The said survey 
included 966 respondents: employers or representatives of their enterprises. 74% of 
those represented medium enterprises, 24 % represented small but 2% represented 
large enterprises.
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2. Main barriers to employment for people with disabilities

According to the respondents, there are six main barriers to employment of persons with 
disabilities (see Figure 1).  Figure 1. Percent of respondents reporting barriers to 
employment for persons with disabilities

Figure 1. Percent of respondents reporting barriers to employment for persons with 
disabilities

Ratings of the main barriers by the respondents in Latvia and in Luxembourg were 
considerably different. Respondents in Luxembourg indicated cost of accommodation and 
staff expenses as the main barrier (67%)  to employment for persons with disabilities  
while the respondents in Latvia rated its importance only in the fourth position (26%) 
and brought attitude problems and lack of experience on the first position (51%). The 
said criterion was rated by the respondents in Luxembourg as the least important 
(12%). Knowledge of supervisors/curators and performance skills were also rated very 
differently: in Latvia, this barrier was on the second position (31%), but no importance 
at all was given to it in Luxembourg (0%). Ratings of other barriers to employment for 
people with disabilities did not vary considerably according to the survey showings 
(supervision costs – 12% and 15%, attitude/stereotypes – 22% and 25%, lack of 
necessary skills – 29% and 25%).
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3. Most effective means of reducing barriers to employment for persons with 
disabilities Not only were respondents asked to identify possible employment 
barriers, they also were asked to rate most effective means of reducing barriers 
for persons with disabilities (see Figure 2).

Figure 2. Percent of respondents reporting the most effective means of reducing barriers 
to employment for persons with disabilities

Conclusion can be made based on the answers of the respondents in Latvia and in 
Luxembourg that top management commitment is the most effective way to reduce 
employment barriers for persons with disabilities (82% in Latvia, 66% in Luxembourg). 
The following ratings have been provided about other means in Latvia and in 
Luxembourg: staff training - 63% in Latvia, 35% in Luxembourg; mentoring - 60% and 
33% respectively; providing on-site consultation or technical assistance - 59% and 45%; 
short-term outside assistance - 40% and 66%; employer tax incentives to employ 
people with disabilities – 25% and 33%.
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4. Reducing of the barriers, and difficulties of making the changes

Respondents whose enterprises employ persons with disabilities and where changes and 
other measures for solving important problems have been carried out already, were 
asked to rate the level of difficulty of making each of these changes, as well as 
difficulties in implementing them. The most difficult change to make both in Latvia and in 
Luxembourg, that was rated almost unanimously, was change of co-worker and 
supervisor attitude towards employees with disabilities. Respondents in both countries 
also agreed that the easiest way was to change wording of job applications according to 
special needs of each employee (see Figure 3). 

Figure 3. Percent of respondents reporting difficulties to reduce

As shown in Figure 3, ratings of remaining changes by the respondents were as follows: 
changing interview questions – 40% in Latvia and 66% in Luxembourg; modifying pre-
employment testing – 63% and 35% respectively; medical tests post offer – 59% and 
45%; accommodations of working place and other premises – 60% and 33%.

European Union Community Initiative EQUAL Programme 2004–2006 is currently 
implemented in all the Member States of the European union, incl. Latvia. Objective of 
the Programme is to promote employability, employment, as well as the group of people 
subject to the risk of social exclusion, which includes also people with disability, the 
access to labour market and employment opportunities. Within the framework of the 
Programme, it is planned to establish training, consultation and support services with the 
target group of employers, that would allow employers to employ people with special 
needs and, if possible, offer reduced-time working day to these persons. In order to 
ensure returning to work as soon as possible in case when an employee has become 
disabled, collaboration will be promoted among institutions offering support, NGO’s, and 
social partners [3]. 
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5. Conclusion

The unemployment problems of people with disabilities have been a long, slow job, and 
there is still much to do. This group of people still face numerous and various barriers 
throughout the European Union that hurdle the access and keeping a workplace. It is not 
corresponding with the European Employment Strategy objectives of reducing 
unemployment, raising the employment rate, and fighting against social exclusion. 
European Union Community Initiative EQUAL Programme 2004–2006 provides a 
considerable contribution to the promotion of employability and employment, as well as 
the group of people subject to the risk of social exclusion, which includes also people 
with disabilities, and activation of the access to labour market and employment 
opportunities.
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