
Good Practice 
Handbook 

2022

http://unessa.be


http://eucap.net

EU.CAP Project

Erasmus+

EUCAP.Erasmus

http://eucap.net
https://www.facebook.com/EUCAP.Erasmus


Table des matières
STATE OF PLAY AND COLLECTION OF GOOD PRACTICES 5

EMPLOYMENT AID TO PROMOTE THE OCCUPATIONAL INCLUSION OF PEOPLE 
WITH DISABILITIES 6

Italy 6

EXEMPTION AND SUSPENSION 6

EXEMPTION 6

RECRUITMENT 7

Procedure 7

Current situation (2021) 8

BELGIUM 9

SPAIN 11

FRANCE 12

LAWS 2002-2 OF 2 JANUARY 2002 AND 2005-102 OF 11 - february 2005 12

SUPPORTED EMPLOYMENT 14

SUMMARY OF LAWS AND REGULATIONS 15

INTERNATIONAL APPROACH 15

EUROPEAN UNION  15

BELGIUM 17

FRANCE  18

ITALY 19

SPAIN 20

GOOD PRACTICES OF SOCIO-PROFESSIONAL INTEGRATION PROJECTS  
FOR PEOPLE WITH DISABILITIES 21

ITALY 21

ProActive 2017, Go Active 2.0 2018-2019, Stay Active 3.0 2020-2021 21



HUMAN CAPITAL AREA, CULTURE AND COMMUNITY PROGRAMMING -  
DIRECTORATE FOR WORK 23

Unicredit 24

BELGIUM 25

Cap’Inclusion 25

Diversicom 26

Transition-Insertion PROJECT 27

DIVERSITY Plan – Actiris 28

SPAIN 29

Centro especial de empleo 29

Centro de insercion 30

Nou per tres 31

FRANCE 32

Préinsertion/IRIPS 32

CFA Médéric Paris-Rungis 34

Passerelle handicap 35

In summary 36

EMPLOYMENT-DISABILITY OVERVIEW 37

Employment representations of people with disabilities 37

Representations of disability as a barrier to employment among  
employers, job seekers with disabilities, social workers in the disability  
and socio-professional integration sectors 39

Representations as to the underlying ideology that produces discrimination  
in hiring  40

Personal experiences of person with disabilitys and social workers 43

Experiences with existing employment support schemes (active research, 
special support, regulations, etc.) 45



Good practice Handbook
EU.CAP project

5

State of play and collection of 
good practices

Approximately 44 million people aged 15-64 in the European Union (EU28) reported 
having a disability that often prevents them from participating fully in society and the 
economy. In 2011 in the EU28, people with disabilities had more limited access to the 
labour market: while the employment rate for people aged 15-64 without disabilities was 
66.9%, this rate was 47.3% for people with disabilities. The same trend was observed with 
regard to access to lifelong learning in the EU28: in 2011, the participation rate in educa-
tion and training for people without disabilities aged 25-64 was 9.8%, compared with 
6.9% for people with disabilities. The gap between people without disabilities and people 
with disabilities was also noticeable with regard to social inclusion: while the risk of pov-
erty or social exclusion rate was just above 20% for people without disabilities aged 16 
and over (21.4%) in the EU28 in 2013, this rate was almost 30% for people with disabilities 
(29.9%).

Article 1 of the Charter of Fundamental Rights of the European Union states: ‘Human 
dignity is inviolable. It must be respected and protected.” Article 26 states that ‘the EU 
recognises and respects the right of persons with disabilities to benefit from measures 
designed to ensure their independence, social and occupational integration and par-
ticipation in the life of the community.’ In addition, Article 21 prohibits any discrimination 
on grounds of disability.

http://eucap.net
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Employment aid to promote the 
occupational inclusion of people 

with disabilities
Italy

Mandatory placement for protected categories: Law of 12 March 1999 n.68. The law 
imposes on companies, both public and private, so-called reserve or compulsory in-
vestment quotas for protected categories. This law makes it possible to promote social 
inclusion and equal opportunities.

Under the name of protected categories are indicated all persons who have social 
disadvantages in relation to an ordinary citizen.

In particular, the reserve quotas to be allocated to protected categories shall be:

 ‣ seven per cent of employees, if the enterprise employs more than 50 employees;

 ‣ two workers, if the company has 36 to 50 employees;

 ‣ one worker, if the company employs 15 to 35 employees.

EXEMPTION AND SUSPENSION
The law provides for cases where the obligation to hire employees belonging to pro-

tected categories is excluded or suspended in particular for certain categories of work 
or if the company is in a particular difficulty situation (bankruptcy, etc.).

The request for suspension of the obligation of commitment must be submitted to the 
province in which the production unit concerned by the suspension is located, together 
with documents proving that the conditions laid down in the law suspending the obliga-
tion of commitment.

EXEMPTION
In addition to exempting and suspending the obligation to hire employees belonging 

to protected categories, the law also provides for the so-called exemption.

In essence, private employers and public economic organizations, which employ 
more than thirty-five employees, if, because of the special conditions of their activity, 
they cannot occupy the full percentage of protected categories prescribed by law, may 
apply to the province for partial exemption from the obligation to recruit.

http://eucap.net
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The application for a partial exemption should be addressed to the competent prov-
ince for the territory. In support of the request for exemption, appropriate reasons should 
be provided to the province which, as a general rule, are one of the following character-
istics of the activity of the applicant holding:

 ‣ the work required is particularly arduous;

 ‣ the performance of work presents a danger inherent to the type of activity;

 ‣ the special arrangements for the pursuit of the professional activity.

The provincial employment services may grant the application for partial exemption 
from the applicant holding by authorizing a partial exemption from recruitment obliga-
tions up to a maximum of 60% of the reserve quota.

To compensate for the exemption from the recruitment obligation, employers entitled 
to the partial exemption are obliged to pay to the Regional Fund for the Employment of 
Persons with Disabilities a contribution of EUR 30.64 per working day for each disabled 
worker not employed. It is clear that the request for exemption must be linked to specific 
characteristics of the work and must not be a way of saving on labour costs

RECRUITMENT
The hiring of person with disabilitys may be specifically targeted, so that the place-

ment of the person with disability is targeted, for work that he can perform and, in some 
cases, by agreement between the company and the regional employment offices (em-
ployment centres).

In order to facilitate the recruitment of more than 66 per cent of persons with disabil-
ities and persons with mental and intellectual disabilities, the State transfers resources 
from the National Fund for the Right to Work of Persons with Disabilities to the regions. 
In this case, companies must, before recruiting, conclude agreements with the Employ-
ment Centres.

In addition to the resources of the National Fund, there is the Regional Fund, which 
comes from exempted companies and from sanctions for established violations of the 
discipline that governs this obligation. The Regional Fund is managed by a commission 
composed of the Regional Labour Policy Advisor, the competent Regional Secretary and 
representatives of employers’ organisations, trade unions, disabled associations and 
representatives of the provinces designated by the institutional coordination committee.

PROCEDURE
Disabled people should first make sure they have a certificate of invalidity. Disabled 

workers can obtain it through INAIL, while disabled civilians must apply to INPS. It is there-

http://eucap.net
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fore necessary to go to the Employment Centre where one lives and ask to be registered 
on the list of Law 68/1999 to which the companies refer.

Companies planning to employ persons with disabilities of more than 66 per cent se-
verity must first conclude an agreement with the employment centres.

CURRENT SITUATION (2021)
A report drawn up this year by the Foundation for Labour Consultancy Studies shows 

that of the 360mil jobs declared by companies, there are 145mil jobs reserved for people 
with disabilities not yet covered. 45% of companies and public organisations subject to 
the obligation are still in breach (77.4% of private companies, 22.6% of public compa-
nies). There are 775,000 disabled people on the placement lists and the most penalised 
are young people.

Basically, Law 68 is no longer sufficient to prevent persons with disabilities from being 
excluded from the labour market.

In particular, the report states:

 ‣ the imbalance of employment in force in companies towards the older age groups, 
with 53.7% of the workforce over 50 years old and 14.3% over 60 years old, while the 
share of those under 40 years old (17.5%) is extremely low. There are various reasons 
for this, such as a strong entry into the market at the time of the adoption of the law or 
employees already in place in companies who have succeeded in becoming disa-
bled. It is therefore necessary to reconcile the regulatory obligation with mechanisms 
to rebalance the generations;

 ‣ the high articulation of professional profiles: contrary to the representation often 
provided by the media, the professional situation of people with disabilities is highly 
differentiated: 36.2% hold a office job, 19.8% are at the top of the professional pyra-
mid, working in an intellectual or managerial profession (5.3%) or a highly specialised 
technical profession (14.5%). Among women, the level of professional qualification is 
even higher;

 ‣ the predominance of public work over the private sector. Out of every 100 disabled 
workers, 24 work in the civil service;

 ‣ it is in the 25-44 age group that the greatest professional malaise of disabled people 
is concentrated, with a proportion of jobseekers of 31.2%, almost twice as high as that 
of the 45-4564 age group, where it drops to 16.8%.

http://eucap.net
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BELGIUM
The employment rate among people with disabilities is particularly low in Belgium 

compared to the rest of the European Union (35% compared to 50% on average for the 
EU).

Almost all Belgian public administrations have adopted a minimum quota for persons 
with disabilities to be hired in their staff. These quotas generally vary between 2% and 5%. 
The private sector is not bound by any quota in terms of hiring workers with disabilities.

In Belgium, various aids can be cited to promote the professional inclusion of people 
with disabilities:

 ‣ The discovery internship: The discovery internship (maximum 20 working days) al-
lows a person with  disability to check whether his or her professional project is in line 
with his or her social and professional integration capacities, but also to be intro-
duced to real professional situations in the profession he or she wishes to pursue. It is 
not paid and the Phare Service assures the trainee during this period..

 ‣ The professional adaptation contract: A measure aimed at promoting the employ-
ment of disabled people by arranging a period of mutual adaptation between the 
employer and the worker during which the employer undertakes to provide the work-
er with a real professional qualification. The contract is concluded for a maximum 
of one year with the possibility of a second or, exceptionally, a third year’s extension. 
During the term of the contract, the person with disability retain his/her main sta-
tus vis-à-vis ONEM, INAMI or SPF Social Security as well as his/her allowances and, if 
these are low, the Phare Service will pay him/her a supplement so as to reach €7.26/
hour (indexed amount). In addition to this, the beneficiary will receive an intervention 
from the employer (1€/hour in the first year, 1.50€ in the second).

 ‣ The insertion premium: Financial intervention in the remuneration and employer’s 
charges borne by the employer, intervention intended to compensate for the loss of 
performance of the worker linked to his or her disability. For fixed-term contracts of 
less than or equal to 3 months: 30% flat-rate financial intervention in the remuner-
ation and employers’ charges borne by the employer. For permanent contracts or 
fixed-term contracts of more than 3 months : Financial intervention in remuneration 
and employer’s costs. The percentage of intervention, applied to remuneration and 
employer charges is determined on the basis of a survey carried out at the work-
place. This intervention can be renewed as long as the loss of performance persists.

http://eucap.net
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 ‣ The tutoring premium: Financial intervention granted to the employer to enable him 
to release a member of his staff to inform, guide and monitor a disabled worker so as 
to facilitate his inclusion within the company.

 ‣ The inclusion awareness premium: Financial intervention granted to an employer 
to cover the costs incurred in the framework of a programme of awareness-raising 
and/or training of the staff on the specificities of the disability of one of the workers in 
order to promote the inclusion of the latter.

 ‣ Adaptation of the workplace and the working environment: Financial intervention 
granted to the employer or the worker to cover the costs he/she incurs to adapt the 
workplace (or possibly the working environment) of a disabled worker. This interven-
tion aims to cover the difference between the cost of standard equipment and that 
of equipment adapted to the disability of the worker.

 ‣ Intervention in travel expenses: Intervention in travel expenses to cover the extra 
costs incurred by the person with disability in travelling for work or training, due to the 
disability. The person must be unable, because of his or her disability, to use a means 
of public transportation alone. If he/she can only take a public transport if accompa-
nied, only the transport costs of the accompanying person will be taken into account.

 ‣ The installation premium: Financial support for the person with disability who wishes 
to set up as a self-employed person, who resumes his or her self-employed activity 
after an interruption caused by an accident or illness, or who tries to maintain his or 
her professional activity jeopardised by his or her disability and whose loss of yield 
must be compensated.. The premium may be renewed as long as the loss of yield 
persists.

The public bodies in charge of employment assistance for persons with disabilities in 
Belgium are:

The PHARE service for the Brussels Region, the AViQ for the Walloon Region and the 
VDAB for the Flemish Region.

http://eucap.net
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SPAIN
Hiring disabled workers is mandatory in Spain.

In accordance with the General Act on the Rights of Persons with Disabilities and Their 
Social Integration, companies with at least 50 employees must employ at least 2% of 
disabled workers (with a disability rate equal to or greater than 33%).

However, there is the possibility that companies may, exceptionally, be totally or par-
tially exempted from this obligation.

The company wishing to be exempted from this obligation must expressly apply to the 
SEPE (State Public Employment Service), demonstrating that either:

 ‣ The company has submitted an offer of employment to the SEPE and the organisa-
tion has not been able to find suitable or interested candidates

 ‣ There are organisational or production-related causes that make it difficult to hire 
disabled workers (e.g. hazardous tasks). An inspection can be organised to validate 
these causes.

Alternative measures

Once the request is made, the SEPE will have two months to respond. Failure to re-
spond within the time limit will be considered an accepted request by virtue of the posi-
tive administrative silence. The exemption declaration will be valid for three years, at the 
end of which the company will have to recommence the exemption process and adopt 
some of the following measures:

The conclusion of a commercial or civil contract with a special employment centre, 
or with a disabled self-employed person, for the supply of raw materials, machinery, 
equipment or any other type of goods necessary for the normal performance of the ac-
tivity of the enterprise opting for this measure.

The conclusion of a commercial or civil contract of employment, or with a disabled 
self-employed worker, for the provision of external and ancillary services to the normal 
activity of the company

Donations and sponsorship actions, always with a monetary value, for the realiza-
tion of work integration and job creation activities for disabled people, when the benefi-
ciary entity of the said collaboration actions is a foundation or a public utility association 
whose social object is, among other things, professional training, work integration or job 
creation in favour of disabled people, which allows the creation of jobs for these people 
and, finally, their integration in the labour market

The establishment of a work enclave, with the prior subscription of the correspond-
ing contract with a special work centre, in accordance with what is established in Royal 
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Decree 290/2004 of 20 February, which regulates work enclaves as a measure to pro-
mote the employment of persons with disabilities. »

Various laws govern employment regulations for persons with disabilities in Spain:

Royal decree 1368/1985 17th/july (Spain)
Royal decree 2273/1985, 4th December (Spain)

(Order 10th April 1986 (Valencia Region)
Royal decree/Law 1/2013, 29 November (Spain) which approves the Consolidated Text 

of the General Law on the rights of people with disabilities and their social inclusion.
Regulation nº 651/2014 (EU)

Order 6/2016 de 27 June (Valencia Region)
Resolution 14th May 2018 (Valencia Region)

Recruitment bonuses for people with disabilities, but also special employment cen-
tres or integration companies seek to promote professional integration.

The State Public Employment Service (SEPE) offers the Active Integration Income, a 
specific benefit for this group.

SAAD, System of Autonomy and Care for Dependency, is the set of services and eco-
nomic benefits aimed at promoting the personal autonomy, care and protection of 
people in a situation of dependency, through concerted public and private services duly 
approved, and contributes to the improvement of the living conditions of citizens (NA-
TIONAL, REGIONAL, LOCAL legislation).

FRANCE

LAWS 2002-2 OF 2 JANUARY 2002 AND 2005-102 OF 11 - 

FEBRUARY 2005
Two laws today organize and renovate social and medico-social action around three 

themes: guaranteeing users’ rights (Charter of the Rights and Freedoms of Persons with 
Disabilities), equal rights and opportunities, and the right to compensation for the con-
sequences of their disability (LAW 2002).

The reform initiated by Law 2002-2 of 2 January 2002 on the renovation of social and 
medico-social action has as its main objective the promotion of users’ rights. The Act 
contains two guiding principles to be reconciled: 

 ‣ Guarantee users’ rights and promote social and medico-social innovation.

http://eucap.net
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 ‣ Establish rigorous and more transparent steering procedures by renewing the link 
between planning, programming, resource allocation, evaluation and coordination. 
There are four main orientations:

 ‣ Asserting and promoting the rights of beneficiaries and their relatives. Informing peo-
ple of their fundamental rights (charter of rights and freedoms of disabled people). 
For establishments, implementation of the establishment project, the individual pro-
ject, the welcome booklet, the operating rules, the residence contract and the social 
life advice.

 ‣ Broaden the missions of social and medico-social action and diversify the interven-
tions of institutions and services. The development of various forms of care, with or 
without accommodation, on a permanent or temporary basis, in boarding schools, 
semi-boarding schools, day schools, at home, or in family care. Establishment of a 
legal basis for new structures and home help services, particularly for adults with 
disabilities.

 ‣ Improve the technical procedures for steering the system. Establishment of multian-
nual medical and social plans. Renovation of the authorisation system by introducing 
periods for the submission and review of projects of the same nature. Diversification 
of the pricing rules for establishments.

 ‣ Establish a real coordination of decision-makers and actors and organise their rela-
tions in a more transparent way. 

It is necessary to stimulate cooperation between institutions and services to guar-
antee continuity of care and to decompartmentalise the health and social sectors. To 
generalise the evaluation process: best practice guidelines LAW 2005 Law 2005-102 of 11 
February 2005 recalls the principles of equal rights and opportunities, participation and 
citizenship for people with disabilities, thus recognising their right to compensation for 
the consequences of their disability, regardless of the origin and nature of their deficien-
cy, their age or their lifestyle.  In the field of professional integration, it also reaffirms the 
principle of non-discrimination and reinforces the obligation to employ disabled workers.

Fundamental changes to meet the expectations of people with disabilities (the ques-
tion of the law): 

The right to compensation

The Disability Act implements the principle of the right to compensation for disability 
in institutions and at home. The compensation benefit covers the need for human, tech-
nical or animal assistance, accommodation or vehicle improvements, depending on the 
life project formulated by the person with disability.

http://eucap.net
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Schooling

The law recognizes the right of every child with disability to be enrolled in an ordinary 
setting, in the school closest to his or her home.

Employment

The law reaffirms the obligation to employ at least 6% of workers with disabilities for 
companies with more than 20 employees (AGEFIPH link), reinforces sanctions, creates 
incentives and extends them to public employers (AFIPPH).

Accessibility

The law defines the means of participation of persons with disabilities in the life of the 
city. It creates the obligation to make buildings and transport accessible within a max-
imum period of 10 years.

Departmental centres for Persons with Disabilities (MDPH)

The law creates the MDPH. In each department, they are responsible for receiving, 
informing, supporting and advising disabled people and their families, allocating rights 
and raising awareness of disability among all citizens.

SUPPORTED EMPLOYMENT
Supported employment is a support system for people with disabilities designed to 

enable them to obtain and keep paid employment in the labour market.

It is delivered by a single referent and can take place at any time in the person’s career: 
when they are looking for work but also when they are in work. Transitional phases in the 
career pathway (change of job, company, etc.) also fall within the scope of supported 
employment. 

The decision to admit the disabled worker to a scheme, taken with the consent of 
the person concerned, is made by the Commission for the Rights and Independence of 
Person with disabilitys (CDAPH) in addition to a decision on orientation.

http://eucap.net
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SUMMARY OF LAWS AND 
REGULATIONS

INTERNATIONAL APPROACH
UN Convention rigsts of people with dissability 

This Convention has been a decided support from the UN for the 
improvement of respect for the rights of people with disabilities. 
This link offers access to the Convention itself, as well as to all the 
provisions and information it has generated.

The UN Convention on the Rights of Persons with Disabilities 
(UNCRPD) is the first international, legally binding instrument setting minimum stand-
ards for rights of people with disabilities, and the first human rights convention to which 
the EU has become a party.

The main elements of the UN Convention are reflected in the European disability strat-
egy 2010-2020.

For the EU, the convention entered into force on 22 January 2011. All EU Member States 
have signed and ratified the convention. 

22 EU countries have also signed and ratified its optional protocol in January 2019.

EUROPEAN UNION 
European Strategy for People with disabilities 2010-2020

The UN Convention on the Rights of People with Disabilities (UN 
CRPD), ratified by the EU in 2010, obliges its parties to produce an Im-
plementation Strategy. 

It is based on this obligation that the European Union adopted the 
European Disability Strategy 2010-2020 (EDS) in 2010, to complement 

national efforts with a European-wide framework. The EDS’ main aim is to allow persons 
with disabilities to have the right to participate fully and equally in society and economy. 
The strategy reflects the same values as mentioned in the Convention.

Council Directive 2000/78 / EC of November 27, 2000 on the establishment of a gen-
eral framework for equal treatment in employment and occupation

http://eucap.net
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It establishes a general framework to combat discrimination on grounds of religion or 
belief, disability, age or sexual orientation in the field of employment and occupation, so 
that the principle of equal rights is applied in the Member States.

Directive 2019/882

The purpose of this Directive is to contribute to the proper functioning of the internal 
market by approximating laws, regulations and administrative provisions of the Member 
States as regards accessibility requirements for certain products and services by, in par-
ticular, eliminating and preventing barriers to the free movement of certain accessible 
products and services arising from divergent accessibility requirements in the Member 
States.

The demand for accessible products and services is high and the number of persons 
with disabilities is projected to increase significantly. An environment where products 
and services are more accessible allows for a more inclusive society and facilitates in-
dependent living for persons with disabilities.

This Directive defines persons with disabilities in line with the United Nations Conven-
tion on the Rights of Persons with Disabilities, adopted on 13 December 2006 (UN CRPD), 
to which the Union has been a Party since 21 January 2011 and which all Member States 
have ratified. The UN CRPD states that persons with disabilities ‘include those who have 
long-term physical, mental, intellectual or sensory impairments which in interaction with 
various barriers may hinder their full and effective participation in society on an equal 
basis with others’. This Directive promotes full and effective equal participation by im-
proving access to mainstream products and services that, through their initial design or 
subsequent adaptation, address the particular needs of persons with disabilities.

http://eucap.net


Good practice Handbook
EU.CAP project

17

BELGIUM
Belgium is a federal state made up of regions and linguistic 

communities. 

These different entities share the responsibilities inherent in dis-
ability, employment and training.

The government Belgian stopped almost all have a minimum 
quota of disabled people to engage in their staff. These quotas generally vary between 
2% and 5%.

http://www.ejustice.just.fgov.be/cgi_loi/change_lgpl?language=fr&la=F&c-
n=2007030532&table_name=loi

Alongside the wide range of human rights contained in  the Belgian Constitution , the 
Belgian authorities also adopted in February 2013 and inscribed, in Title II of the Con-
stitution, an article 22ter guaranteeing each person with disability “the right to benefit, 
according to the nature and the gravity of his handicap, measures which assure him 
autonomy and a cultural, social and professional integration.

It has established the National Higher Council for the Disabled (http://ph.belgium.
be/view/fr/csnph.html) which is responsible for reviewing all issues which fall within the 
competence federal regulations, which people with disabilities may face .

In Wallonia, it is the Walloon public employment service and training (FOREM) that   
accompanies people with disabilities in their job searches (www.leforem.be/contact/
index.html).

In addition, employers of disabled people can obtain financial support from the 
Agency for a Quality Life (AVIQ) in the remuneration and / or social charges. AVIQ   is a 
public body responsible (among other things) for carrying out the Walloon policy on the 
integration of disabled people, by offering employment and training aid. AVIQ also ap-
proves and subsidizes services that welcome, house, employ, train, advise and support 
people with disabilities (www.aviq.be/mission.html)

The Agency equivalent of AVIQ for the Region of Brussels is PHARE service: https://
phare.irisnet.be.

http://eucap.net
http://www.ejustice.just.fgov.be/cgi_loi/change_lgpl?language=fr&la=F&cn=2007030532&table_name=loi
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FRANCE 
In the context of the evolution of laws for people with disabilities, it 

is important to remember the following two laws in particular: Law 2 
of 2 January 2020 which allows people with an irreversible disability 
to benefit from lifetime rights. 

Thus the recognition of the status of disabled worker (RQTH) has 
been issued for life since 1 January 2020.

https://travail-emploi.gouv.fr/emploi-et-insertion/emploi-et-handicap/article/
obligation-d-emploi-des-travailleurs-handicapes-ce-qui-change-en-2020

 Law 102 of 11 February 2005, which affirms the principle of non-discrimination in em-
ployment. The law focuses on the involvement of employers by providing financial in-
centives and increasing sanctions.

The main points are as follows:

1. Charter of rights and freedoms of people with disabilities, 

2. Equal rights and opportunities, 

3. The right to compensation for the consequences of their disability

• The right to compensation (daily life)

• Schooling  (right – close to home)

• Employment: 6 % and incentives 

• Accessibility ( transition period of 10 years)

• The home county of persons with disabilities (MDPH)

Commission for the Rights and Autonomy of People with Disabilities (CDAPH) Sup- 
ported Employment. The CDAPH issues the RQTH (recognition of the status of disabled 
worker) and decides on the orientation of the person towards the ordinary working en-
vironment or the protected environment.

http://eucap.net
https://travail-emploi.gouv.fr/emploi-et-insertion/emploi-et-handicap/article/obligation-d-emploi-des-travailleurs-handicapes-ce-qui-change-en-2020
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ITALY
Law of 12  March 1999 n. 68.

Professional integration of disabled people.

Scheme.

Definitions: People who have a reduction in work capacity of more 
than 45 per cent.

Reserved posts %.

Public and private employers are required to employ workers from the protected cat-
egories to the following extent:

 ‣ 7% of the workers employed, if they employ more than 50 employees;

 ‣ 2 workers, if they employ 36 to 50 employees;

 ‣ 1 worker, if they employ 15 to 35 employees. 

Law 2012 (reform).

Criteria for exemptions for the hiring of people with disabilities are redefined; rules for 
strengthening control activities are also established.

Region (Veneto).

VET Courses.

Initiatives (2018) – Many short courses have been activated for people in the protect-
ed categories. We are repeating the experience of the Veneto region, which has allocat-
ed a lot of funds. Finally, the “Facilita” course includes 6 workshops for a total of 144 hours.

http://eucap.net
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SPAIN
In Spain there are 1,840,700 people with disabilities aged between 16 

and 64 years which represent 6.12% of the total population. 

Only a third of this group is integrated into the labor market and that 
it has a school dropout rate of 43.2%. However, in 2016, 10.26% of personal 
income tax returns revealed the existence of situations of disability in the 

family nucleus, which is equivalent to more than 2 million people.

NATIONAL LEVEL

General Law on Disability (LGD) (Royal Legislative Decree 1/2013) Recast:

The Consolidated Text of the General Law on the rights of people with disabilities and 
their social inclusion is of special relevance, as it includes the main aspects of several 
laws that have been repealed as such.

• the LISMI 1982, Integration of people with disabilities in the labour market (%, defini-
tions, procedures).

• the LIONDAU (2003) equal opportunities, nondiscrimination and accessibility.

• Law of Infractions and Sanctions (2007).

VALENCIA REGION

Order 6/2016 of June 27 (region of Valencia).

Financial resources (aid) and Special employment centers.

Resolution of May 14 , 2018 (Region of Valencia).

Last regulation on Special employment centers: procedures and financial support.
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Good practices of socio-
professional integration projects 

for people with disabilities
ITALY

PROACTIVE 2017, GO ACTIVE 2.0 2018-2019, STAY ACTIVE 

3.0 2020-2021
Activity Area Public

Size of the Executive 
Team

Size of the executive team: Partnership: bodies accredited to 
employment services, employment centres, services for the 
professional integration of social and health services

Project seniority 4 years

Methodology used Orientation/Competency Check
Vocational training courses - active/workshop didactics
Training courses for the development of transversal knowl-
edge - active/workshop didactics
Accompaniment to work

Project stages
The Employment Centre informs the lead agency of the companies that are required-

to recruit and the job profile  they are looking for. The organization in turn sends the 
names of the companies to the partner organizations and the names of the people 
who could go to the job on display. These people are known to the institutions because 
they have already participated in 60-hour training courses, preceded by two hours of 
orientation activities. During these activities, the tutors/ trainers were able to collect in-
formation on the type of disability, previous work and/or internship experiences, but also 
on transversal and professional skills. Data were collected by means of questionnaires 
and interviews.

The questionnaire is based on the following categories: 1- Care and hygiene of the 
person; 2- Mobility and movement; 3- Behaviour in class (respect for schedules, com-
munication, respect for rules, participation, etc.) ; 4- Behaviour in common areas (com-
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munication and interaction, collaboration); 5- Cross-disciplinary professional skills 
ability to pay attention and concentrate, learning ability, autonomy in the organisation/
planning of work, autonomy in the execution of the task, appropriation of the request for 
help, ability to adapt to changes in the organisation of work, problem solving, ability to 
make proposals, to identify new solutions, ability to evaluate the result, to detect errors, 
to accept corrections and suggestions); 6- Personal resources (motivation and com-
mitment, perception of one’s own abilities to perform the task entrusted, expectations in 
relation to the formative experience).

The OML (the labour market operator) contacts the company to better understand: 
the profile required, the accessibility of the company, the working hours, etc. The OML 
then contacts the people by presenting them the job offer. Interested people are invited 
to send updated resumes to be submitted to the company.

The company is asked to answer a selection questionnaire to which it is asked to 
add the full name of the persons selected for the interview, whether they have applied, 
whether they have been found suitable/unsuitable and whether they have been select-
ed for the job.

Once the company has identified the person, the person before the start of the job, the 
company has a two-hour interview with the OML in order to support the person in this 
integration phase. The OML will then monitor the integration for six months by making 
two one-hour company visits per month.

During these meetings, the OML will have to compile and fill in questionnaires to mon-
itor the labour market integration process.

At the end of the six months, the OML has a questionnaire completed by the compa-
ny’s contact person and the worker to assess the quality of the labour market integration 
process.

Tools Used
 ‣ Orientation evaluation form

 ‣ Tutor and Trainer evaluation form

 ‣ Tutor work support sheet

 ‣ Tutor follow-up sheet in relation to work experience 

 ‣ Tutor follow-up sheet in the company in relation to work experience 

 ‣ Follow-up sheet for the person with disability in relation to his/her professional expe-
rience

 ‣ Evaluation form of the tutor in relation to the professional experience

 ‣ Evaluation sheet of the tutor in the company in relation to the professional experience
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 ‣ Evaluation form for the person with disability in relation to his/her professional expe-
rience

Added value in your reality
Thanks to this project, we are able to take charge of the person from beginning to end, 

to know their potential and difficulties, helping them more effectively to find the best job 
for them. In addition, companies feel better protected and safe because they know that 
they have the collaboration of experienced people who can help them recruit and ac-
company workers with disabilities.

HUMAN CAPITAL AREA, CULTURE AND COMMUNITY 

PROGRAMMING - DIRECTORATE FOR WORK
Targeted Placement Action Programme - 2019-2020.

Activity Area Public - Veneto Region
Project seniority Since 2019

Methodology used Financial interventions aimed directly at enterprises 
or third parties, such as private employment servic-
es, in order to make the professional integration of 
people with disabilities more effective

Project stages 
The stages are: 

Incentives for enterprises to: 

1. Contributions to employment adjustments;

2. Incentives for indefinite recruitment;

3. Incentives for fixed-term recruitment;

4. incentives for commitment, art. 13 (1) and (1a) of Law 68/99 6;

5. Training of newcomers with disabilities.

Promoting active policy experience: 

1. Support for the implementation of internships promoted by the CPIs;

2. Support for the implementation of internships promoted by the professional inte-
gration services of the ULSS;

3. Active employment policy courses promoted by the accredited entities in partner-
ship with territorial actors;
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4. Training actions for the creation of the person responsible for the professional in-
tegration of people with disabilities.

Financial support for participation in training courses: 

1. Interventions for the participation of students with disabilities in upper secondary 
education, higher education and training pathways and traineeships for access to 
higher education professions;

2. Contributions to blind telephone operator courses 11.

Experimental interventions for the implementation of pre-labour pathways:

Adaptation of laboratories to support the employability of persons with disabilities.

Communication actions:

Information and communication strategies and services of the Regional Fund for the 
Employment of Persons with Disabilities. 

Tools Used
Regional Fund for the Employment of Persons with Disabilities.

Added value in your reality 
Take specific measures according to the needs of the labour market, businesses and 

people with disabilities.

UNICREDIT
Activity Area Banking industry

Project seniority Since 2018
Methodology used Disability Manager

Project stages
This role was created to meet the needs of colleagues with disabilities and to im-

prove the quality of their private and family life. The Disability Manager acts as a driving 
force and a link between the different functions in the company to promote inclusion at 
all levels. Inclusion activities throughout the year included workshops, which were also 
attended by managers of colleagues with disabilities; training and awareness-raising 
activities on the subject; and company roundtables, open to all employees.

Tools Used
• Workshops

• Training
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• Comparison Roundtables

Added value in your reality 
The Disability Manager could become one of the interlocutors to understand the 

needs of companies and work together for the professional integration of people with 
disabilities.

European dimensions detected
The figure of the Disability Manager is planned in all European Unicredit offices.

BELGIUM

CAP’INCLUSION
Activity Area Public

Project seniority 2016
Methodology used Psychosocial follow-up and job coaching throughout 

the process.
Definition of a professional project Accompaniment 
before/during/after employment
Case-by-case method and revaluation of the person 
+ empowerment

Project stages
 ‣ Competence assessment/Motivation

 ‣ Definition of a professional project

 ‣ Discovery internship

 ‣ Orientation to training (optional)

 ‣ Accompaniment to employment (job coaching + awareness raising companies)

Tools Used
 ‣ Skills assessment form

 ‣ Job coaching tool for building a professional project

 ‣ Guide to writing Resume and cover letter

 ‣ Grouped job coaching sessions on attitude at work, self-presentation, etc.
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Added value for the EU Cap project
Different steps that can be used to build the learning tool. 

Other
https://capinclusion.be

DIVERSICOM
Activity Area Private

Project seniority 2014
Methodology used Job coaching + preparation of the job seeker Aware-

ness raising + advice to companies
Communication: good practices

Project stages
 ‣ Meeting

 ‣ Coaching

 ‣ Research

 ‣ Integration and development

 ‣ Positive communication

Tools Used 
 ‣ Skills assessment

 ‣ Job interview preparation

 ‣ List of client companies

 ‣ Awareness sessions in companies,

 ‣ Company-Jobseeker Matching Sessions

Added value for the EU Cap project
Communication

Space occupation in the disability and employment sector

Matching and job coaching methodology

Other
http://www.diversicom.be
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TRANSITION-INSERTION PROJECT
Activity Area Funded by the European Social Fund

Size of the Executive Team 14 Walloon schools – 5 in Brussels
Project seniority 2009

Methodology used Accompaniment of young people in specialised 
schools forms 2 and 3, final year + year following  
Creation of a new post in schools: 
Referent-coordinator

Project stages
 ‣ Construction of a professional project.

 ‣ Information on networks and structures to be approached “after-school”.

 ‣ Preparation for the transition from school to work.

Tools Used
 ‣ Training of referents on job search support.

 ‣ Organisation of a meeting day between young people and field actors.

 ‣ Accompaniment during and after in order to avoid a break in the educational and 
socio-professional pathway.

 ‣ Link with parents.

Added value for the EU Cap project
The transition from school to work.

European dimensions detected
Funded by the European Social Fund.

Other
https://transition-insertion.be
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DIVERSITY PLAN – ACTIRIS
Activity Area Public

Size of the Executive Team 3 to 8  people per participating company
Project seniority 2008

Methodology used Support for the implementation of a diversity plan

Project stages
 ‣ Declaration of intent

 ‣ Establish an internal team

 ‣ Establish a baseline

 ‣ Define actions

 ‣ Evaluate costs and submit a file

 ‣ Implement the diversity plan

 ‣ Evaluate the plan

 ‣ Apply for the Diversity label

Tools Used
Internal Actiris support team for the drafting of the diversity plan and its implementation.

Added value for the EU Cap project
Internal implementation in each company that would like to obtain the diversity label. 

The  implementation and evaluation tools.

The communication and image aspect of the label.

Other remark(s)
Broader than People with Disabilities. Diversity plan to avoid gender, age, … discrimi-

nation in hiring. 

Other
https://www.actiris.brussels/fr/employeurs/plans-de-diversite
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SPAIN

CENTRO ESPECIAL DE EMPLEO
Activity Area PRIVATE WITH PUBLIC SUPPORT

Project seniority 1985 creation 1990 Center of Picasses (Valencia)
Methodology used National legislation with different adaptations at regional 

level.
Adaptation of the job place.
Aids from the Valencia Region Government and bonifica-
tion of social security contributions.
Integration action with the rest of the workers in the factory. 
All kind of workers with dissability with specific technical
Media

Project stages
 ‣ Proposal to the Regional Government.

 ‣ Selection of participant through the regional employment service.

 ‣ Coordination with trade union and representatives of workers.

 ‣ Annual report and aid request.

Tools Used
 ‣ Adaptation of the job place.

 ‣ Coordination with specialist, associations, workers and families.

 ‣ Technical support for Regional Ministry of work and Regional Ministry of social ser-
vicies.

 ‣ Directory of jobseekers with dissabilities.

Added value for the EU Cap project
Integration in a real work process factory.

Special support from specialist at the factory and from regional government.

Support for the municipality (local administration) and NGO’s .

Other remark(s)
https://www.dr-schneider.com
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CENTRO DE INSERCION
Activity Area PRIVATE WITH PUBLIC SUPPORT

Size of the Executive 
Team

Manager
Pedagogical team
Medical team
Infrastructure support team

Project seniority 2000 (more or less 20 years)
Methodology used The San Marcelino occupational center is a day service 

with a capacity for 72 users, the purpose of which is to pro-
vide a useful and therapeutic activity to people with func-
tional diversity, who cannot access a job.
Our users are people over 18 years of age, with light or 
moderate disabilities without serious associated disor-
ders that prevent them from developing an occupational 
activity.

Project stages
 ‣ Welcome

 ‣ Support of families

 ‣ Possibilities of incorporation in the job market

 ‣ Work of skills of participants

 ‣ Follow up ( work with personal /individual support)

 ‣ Evaluation

Tools Used
The model that has been followed over the years is centered on the person and their 

needs, with a normalizing vision and using labor integration and the development of 
social skills to achieve an adequate level of quality of life.

Individual support is offered according to the needs of participants and their prefer-
ences in order to achieve participation and integration in society. 

For this, special emphasis is placed on maximizing employment potential. In the cases 
in which the labor option is not always viable, the objective to fulfill is to provide a useful 
and therapeutic activity to each one of them.
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Added value for the EU Cap project
 ‣ Collaboration public (regional and local administration) + private company.

 ‣ Use or arts in the rehabilitation of young people with disabilities.

 ‣ Access to work life of some of the participants.

Other remark(s)
https://palmaserviciossociales.es/centros

https://www.facebook.com/Centro-Ocupacional-San-Marcelino-1220327144647135

NOU PER TRES
Activity Area PRIVATE

Size of the Executive 
Team

8
Manager
Teacher
Psychologist
Medical staff

Project seniority 12 years
Methodology used The basis of the work is community intervention. 

They believe that that all people and groups have individu-
al and social resources and potential. 
Their urgency is a quick but sure diagnosis.
Theirtask to achieve, from the comprehensive approach, 
real improvements in people. 
Because people’s problems are multidimensional and, of 
course, the problems are not people

Project stages
 ‣ Diagnosis

 ‣ Agreement

 ‣ Public support search

 ‣ Individual interventions

 ‣ Selection of participant who can find Integration in the job market
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Tools Used
 ‣ Diagnosis staff

 ‣ Individual treatment

 ‣ Terapeutical support

 ‣ Job integration specific support

Added value for the EU Cap project
 ‣ Private initiative 

 ‣ Support of Ngo’s and associatons

 ‣ Support of municipalities

 ‣ Support of the University of Valencia

Other remark(s)
http://www.noupertres.com

FRANCE

PRÉINSERTION/IRIPS
Activity Area Associative

Size of the executive 
team

10

Methodology used Involvement of the user in the construction of his integra-
tion project.
Individualized pedagogy and personalized psychosocial 
support.
Medical expertise
Identification of abilities and skills through an evaluation in 
simulated professional situations and in
company.

Project stages
 ‣ Personalized reception and listening

 ‣ Medical and psychomotor assessment
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 ‣ Placement in a work situation

 ‣ Evaluation of aptitudes, abilities and skills

 ‣ Work on interests and development of a professional project

 ‣ Development of an integration pathway

Tools Used
 ‣ Techno gestural workshop, tertiary workshop

 ‣ Exercises of increasing difficulty

 ‣ Tests

 ‣ Criteria grid

Added Value
 ‣ Multi-professional teamwork

 ‣ Comprehensive

 ‣ Partnership and networking
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CFA MÉDÉRIC PARIS-RUNGIS
Project initiated by the CFA Médéric Paris-Rungis and supported by the hotel and ca-

tering trade union. Within the framework of these courses, a social integration and em-
ployment dimension is integrated for people with disabilities.

Activity Area Private (hotel, catering)
Seniority Since 2019

Methodology used A structuring pedagogical and social support: A pre-entry 
training session is structured: two months before the start 
of the school year, a pre-entry session is organized to wel-
come new apprentices who receive a presentation of the 
CFA and the chosen training course.
A unique apprenticeship guide, provides all the answers 
to the multiple questions relating to their apprenticeship 
training: legal framework, internal functioning of the CFA, 
and the various aid schemes...
A company guide: to ensure better support for apprentic-
es and facilitate employers’ procedures, a booklet for ap-
prenticeship masters is currently being drawn up, focusing 
on a legal framework and a second section dedicated to 
the internal operation of the CFA. External interventions are 
provided by professionals: financial education provided by 
the banking profession, awareness-raising session on bio-
waste, presentation of jobs and positions within a recog-
nized Group, intervention by a university, etc.

Project stages
A partnership between AGEFIPH and the Professional Union of Hoteliers.

Reinforcement of the CFA Médéric’s commitment to the integration of young people 
with disabilities.

Personalised follow-up, listening, advice, daily assistance in the training of the learner. 
For the listening area, two special contacts are available for relations with companies 
and internal school follow-up.

Tools Used
 ‣ Training

 ‣ File of partners (e.g. housing to cope with emergency situations)

 ‣ Financial aid related to housing (A.P.L, Mobili Jeunes, Loca Pass, etc.)
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 ‣ A disability referent for personalised follow-up

 ‣ A tutor for professional support

Added Value
 ‣ Learning from these experiences

 ‣ Contacts

European Dimension
 ‣ Erasmus project

 ‣ CFA Médéric is a holder of the Erasmus+ Charter for Vocational Training

PASSERELLE HANDICAP
Practice from experiences linked to Handi ‘Cap Entreprises – FACE- Paris.

Activity Area Business clubs
Seniority Since 2011

Methodology used An internship, an alternation, a job? Idea of a pathway to 
enable candidates to integrate into the company while 
training for the requirements of the company?
Limit the risks for the company by recruiting at the end of a 
mutual learning process.
Actions carried out in the club’s companies. 

Project stages
The “passerelle handicap” enables young people with disabilities from specialized 

structures (such as IME, ULIS Lycée, etc.) to train for certain jobs in these companies 
(kitchen assistants, room service, etc.).

The weekly rhythm of this training, which lasts 6 months alternating and is based on 
the acquisition of professional skills, consists of two days of practice in one the group’s 
structure, two days in CFA, and one day in the initial structure.

This type of bridge is set up under a tripartite agreement: a CFA, National Education 
and a company.

Tools Used
 ‣ Training

 ‣ Accompaniment
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 ‣ Learning Guides

 ‣ Company guide to welcoming a person with disability

Added Value
 ‣ To be able to document these experiences

 ‣ Contacts, ideas, interests...

In summary
In most of the projects are included Individual support for work transition, and inclu-

sion itinerary, this summary highlight the most “innovative” or “different” contributions 
that each project could add value trying to avoid to repeat the kind of activities that are 
“common to all the projects”. The idea is like trying to pick from each project the addi-
tional value that can be found and it is different from one country to another.

If we start from project (BE1) CAP INCLUSION that is a complete example with detailed 
accompaniment towards employment plus awareness of companies.

In this proposal, job coaching tool for building a professional project and - group job 
coaching sessions on attitude at work, self-presentation can be found.

Starting from this point, we can do the following exercise in order to “complete/add” 
this project with other methodologies, practices, points of view, stakeholders, material, 
resources.... which can be found in the rest of projects:

From DIVERSICOM (BE2) the use of a Listing of client companies and the organiza-
tion of Matching sessions between companies and job seekers are two remarkable 
examples.

 From TRANSITION-INSERTION PROJECT (BE3), Creation of a new position in the schools: 
Referent-coordinator, Preparation for the school-to-work transition are two interesting 
points (it is clear that in this example, the starting point is education).

 We also find interesting the Organization of a meeting day between young people 
and actors in the field and something that could be include as well is the - Link with 
parents (families).

From DIVERSITY PLAN ACTIRIS Project (BE4), the application for the Diversity label and 
the internal implementation in each company are two good proposals to share.

In PRO ACTIVE, GO ACTIVE & STAY ACTIVE (IT1) there is an example of a questionnaire 
that includes evaluation on: 1) Personal care and hygiene, 2) Mobility and travel 3) Be-
havior in class 4) Behavior in common spaces 5) Cross-disciplinary professional skills 6) 
Personal resources that could be shared.
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Also, the collaboration between employment centers and services for the profession-
al integration of socio-health services.

The second-best practice from Italia from PUBLIC – VENETO REGION (IT2) it is remark-
able the training actions for the creation of the person responsible for the professional 
integration of disabled people.

About Banking sector because we think the approach of the private sector could add 
value to the peer review and the figure of the disability manager as a part of the team. 
In Banking sector (IT3), the figure of the Disability Manager in UniCredit offices, the use 
of comparison round tables are underlined.

From PREINSERTION/IRIPS (FR1) It is interesting the creation of a simulated professional 
situation and in a company.

From SPECIAL CENTER FOR EMPLOYMENT (SP1), the participation of civil society, munic-
ipality and stakeholders, coordination with trade unions and workers’ representatives 
and Support for the municipality (local administration) and NGOs.

In INSERTION CENTER (SP2) the most remarkable is the collaboration between (region-
al and local administration) + private company (Public private partnership) and the 
use of arts in the rehabilitation of young people with disabilities.

Employment-Disability Overview
Employment representations of people with 
disabilities

People with disabilities feel they are in a more difficult situation than other job seekers. 
Less mobility and less versatility are emphasized, well before employers’ attitudes of fear 
or low openness.

In interviews, people with disabilities say they are more able to defend their candida-
cy, to convince the employer. If they are offered a trial, they feel more capable of con-
vincing. The most difficult step seems to be the selection of the curriculum vitae by the 
employer.

The question of when to talk about disability remains a question mark. There is no 
strategy developed in this field. However, everyone is aware that this will have to be 
discussed with the employer at some point. The possibility of obtaining a bonus for the 
employer is the only positive element that interviewees  can think of in this situation. This 
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«bonus» also raises questions for some, because they see behind it the idea that the 
person with disability would be less valuable than another person, and that the commit-
ment is therefore on the cheap.

To the question: “What is work? 60% of people with disabilities mention the financial 
element as a function of work. 40% talk about making themselves useful”.

All persons with disabilities, in their definition of work, talk about positive elements. 
They confirm the importance of work that allows them to develop, to be useful, to have 
contacts.

Most of them think that employers do not hire people with disabilities because of a 
lack of productivity, that companies hire them to get a bonus. They believe that the 
expectations of an employer are the same for people with disabilities as for any other 
person. Paid work is important, it is what allows “to be proud, to be like everyone else, to 
have a place in society”.

We can put forward the hypothesis that the representation of work by people with 
disabilities can be summarised as follows:

 ‣ not to work is to be excluded, to be different from others. To avoid this, one needs 
paid work (but the money obtained is not the primary goal, it is the one that gives 
value, pride);

 ‣ in this job, you have to be accepted. To do this, you have to be useful or at produc-
tive (to be useful is to do something that others cannot do, but it is very rare; to be 
productive is to be just as productive as everyone else); −the fear of not being pro-
ductive is very strong. So, we will choose jobs for which we are more or less sure to 
succeed; 

 ‣ to reassure oneself for this type of job, one tells oneself that, in any case, one has no 
other choice, that this is what is offered to us and it is like this. 
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Representations of disability as a barrier to 
employment among employers, job seekers with 
disabilities, social workers in the disability and 
socio-professional integration sectors

 ‣ a person with disability does not “present well enough” and may frighten customers;

 ‣ the person with disability frequently pictured by employers is either in a wheelchair 
(which causes accessibility problems) or has a profound mental disability. Disability 
is linked to a lack of autonomy and with a representation still based on “clichés”. The 
question is paramount when we know that most disabilities are invisible.

 ‣ a person with disability will be poorly accepted by his or her able-bodied colleagues.

 ‣ The problem of the worker’s versatility (or the multiplicity of tasks to be performed) 
is a brake on the hiring of a person with disability. The employer does not want to 
reorganise the functioning of his department for a disabled worker who cannot take 
on this versatility. For example, an assistant (secretary) should not only know how to 
use a PC but also how to welcome customers, take notes, answer the phone or do 
documentary research...

 ‣ Some employers feel that hiring a person with  disability may damage their image, 
and this is mainly for reception and customer service positions.

 ‣ Employers fear repeated absenteeism and reduced productivity. Employers are 
more afraid of progressive pathologies than of a stabilized disability.

 ‣  The adaptation of workplaces seems problematic for some employers who cannot 
afford to wait for this adaptation to take place, as the worker must be operational 
immediately.

 ‣ Employers are not sure whether they will be able to enjoy the financial benefits of 
hiring the person with disability or adjusting their workplace. They have to deal with a 
long delay before they get a response regarding these financial aids. Moreover, this 
response is not always positive.

 ‣ The difficulty regarding lack of means and techniques to select people with disabil-
ities, is often mentioned by staff managers and human resources managers.

 ‣ A final barrier is the frequent assimilation of disability in one area to disability in all 
areas. There is a tendency to consider that a physical disability, for example, leads 
to disabilities in all areas of work.
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Employers were asked what they thought was the main reason for not employing a 
person with disability in a company, out of four possibilities.

The proposed answers were:

 ‣ a productivity criterion ;

 ‣ a communication difficulty;

 ‣ a fear of workers with regard to disability;

 ‣ a lack of applications from people with disabilities.

Representations as to the underlying ideology that 
produces discrimination in hiring 

The term “person with disability” has certain meanings for employers. For example, 
the terms ‘person with disability’ have given rise to the following associations: Physi-
cal disability, mental disability, full person, difficulties, difference, adaptation, qualities, 
shortcomings, emotion.

”Physical disability” brings together concepts such as motor disability, physical 
handicap, person in a wheelchair, person who does not enjoy all his or her physical (or 
mental) faculties, innate or acquired disability.

”Mental disability” relates to the keywords mental disability, Down’s syndrome, person 
who does not have full mental (or physical) capacity.

”Full person” synthesises the following notions: normal person, person like anoth-
er, equality, person not to be excluded, no difference, person considered like any other 
worker, we are all disabled.

The ”difficulties” aspect covers the difficulties that a person with  disability encounters 
according to the employers, namely, difficulties of integration, difficulties linked to daily 
life, difficulties in finding a job, difficulties of access, of moving, difficulties of adaptation, 
of self-acceptance, and difficulties of being accepted.

The notion of ”difference” is related to the keywords: person who is different, misper-
ceived, misunderstood, who has less chance than others.

”Adaptation” refers to the notions of adaptation of work, workplaces, adapted occu-
pation, human and material assistance.

The ”qualities” aspect: illustrates ideas such as hidden qualities, likeable people, en-
hanced development of certain faculties, and supernatural strength.

The notion of ”lack” relates to the lack of training and the lower level of competence.
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The ”emotions” refer to the key words cited by the employers in terms of emotions 
aroused by a person with disability, namely: courage, respect, understanding, unhappi-
ness, concern for their future, bad luck, a blurred image of disability, the fact of not think-
ing about it spontaneously, the fact of feeiling uncomfortable talking about disabilities...

These responses highlight various contradictory representations of the person with 
disability: a full person but a different person, a person with qualities but also with short-
comings and difficulties, and finally, a person who does not leave one emotionally 
indifferent.

For employers, the person with disability at work generally evokes the notions of ad-
aptation, integration, lower performance and difficulties of acceptance.

Adaptation includes the following keywords: relational and professional adaptation, 
guidance, adapted job, adapted work, adapted infrastructure, the right person in the 
right place.

The notion of integration reflects ideas such as integration, no difference, the need to 
facilitate access to work, getting organised, no barriers, a full-fledged worker.

Lower performance summarises problems of profitability, productivity, lower prof-
itability, technical constraints, and the technical tools to be found to overcome the 
constraints.

The category on difficulties in accepting people with disabilities identifies the problem 
of acceptance in the team, with clients, possible rejection of staff, extra preparation ac-
ceptance, and exclusion.

Employers were asked about the type of tasks they would or would not assign to an 
employee with disability. From the responses recived, it seems that the type of work 
assigned varies according to the type of disability of the person. For people with physi-
cal disabilities, administrative work (secretarial, file writing, translation, accounting, tele-
phone, filing, encoding, etc.) is often proposed. Some employers mention an activity 
within the personnel department, an openness to all functions or a task that is not phys-
ically demanding.

A more compartmentalised attitude also appears to be that the worker should be 
placed in an office where he or she would remain in place and be given tasks that are 
not very mobile in order to avoid wasting time moving around due to mobility difficulties 
caused by the physical disability.

Some employers specify that these should not be positions in direct communication 
with customers, such as a reception post, for example, as the person may disturb cus-
tomers or damage the company’s image.

People with learning disabilities would be more likely to work in manual or mainte-
nance jobs: cleaning, warehousing, light manual work. Most employers find it difficult to 
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work with people with learning disabilities, because some stereotypes persist:

 ‣ companies are more helpless when faced with a mentally disabled worker who re-
quires more supervision for which the company is not equipped;

 ‣ people with mental disabilities do not have a sufficient level of education;

 ‣ people with mental disabilities have different types of relationships than the able-bod-
ied, they are more difficult to identify;

 ‣ there is not always manual work in the company.

For most employers, the ordinary business seems to gather the greatest benefits for 
the professional inclusion of disabled people. These advantages are: 

 ‣ greater personal fulfilment, well-being ;

 ‣ inclusion into society, into a ‘normal’ work system;

 ‣ an encounter with non-disabled workers;

 ‣ this job is especially suitable for physically disabled people in wheelchairs;

 ‣ the person with disability can do a job there in relation to his or her level of qualifica-
tion;

 ‣ higher pay than working in an adapted enterprise. 

The disadvantages are: 

 ‣ little personal support;

 ‣ a more difficult long-term inclusion solution.

Some employers perceive large companies as more favourable to the employment of 
disabled people because: 

 ‣ there are more possibilities in terms of adapting workplaces;

 ‣ if the person with disability does not fit into one team, he or she can be integrated 
into another work team;

 ‣ there is a multiplicity of functions, so one can always use the abilities of an individual ;

 ‣ performance is less important ;

 ‣ the person is “drowned” in the mass of workers and “passes better”.

According to other employers however:

 ‣ big companies do not make room for disabled people;

 ‣ they have a very strict job description;
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 ‣ they have a strong brand image;

 ‣ some buildings are decentralised, which causes accessibility problems,

 ‣ a larger number of workers are gathered there, so there is more risk of encountering 
reluctant people.

According to some employers, it is not so much the size of the company that matters, 
but the team in which a disabled worker is integrated. Indeed, whether small or large, a 
company operates with a number of teams. Some believe that a small team would be 
beneficial because: 

 ‣ workers are closer together, which facilitates inclusion;

 ‣ reception and information are facilitated;

 ‣ communication flows better within a small team.

Personal experiences of person with disabilitys and 
social workers

Factors favouring inclusion:

Throughout the interviews, elements favourable to the inclusion of people with dis-
abilities in the professional environment appear in the employers’ discourse: There are 
elements related to the personality of the employer or the worker who welcomes the 
person with disability. There are also elements related to the employer’s willingness to 
include the individual.

The preparation of co-workers seems to be a determining factor, as well as the choice 
of those around them: understanding, putting the person with disability in a somewhat 
protected environment, not putting the person with disability in risky places.

Barriers to inclusion:

 ‣ fear of co-workers, as the person with disability may require follow-up for a long time 
and therefore an additional workload for co-workers or the department;

 ‣ fear of the difference, of the unknown;

 ‣ possibilities of rejection of the person with disability, as they may be perceived as less 
productive;

 ‣ the idea that the person with disability is taking away the work of other workers;

 ‣ the image of the person with disability as unable to do his or her job or as not able to 
do a lot of things;

 ‣ a lack of applications from people with disabilities;
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 ‣ the risk that colleagues are “afraid” of the person with disability and do not respect 
them;

 ‣ a lack of hiring;

 ‣ the idea of a lower profitability for some; for others profitability can be compensated 
by financial aid and can, in some cases, be better;

 ‣ the need to change one’s way of working, which requires time to devote to the per-
son;

 ‣ the need to adapt the infrastructure and the workplace;

 ‣ problems of acceptance in the team or from customers;

 ‣ security issues,

 ‣ communication difficulties;

 ‣ the presence in the company of workers who have become disabled without being 
recognised as “disabled”, a work adaptation must already be carried out for these 
workers;

 ‣ the current mentality: people do not think of hiring a person with disability;

 ‣ the fact that when people think of a person with disability, they imagine a serious 
disability, incompatible with a job.

Barriers coming from the person with disability himself:

 ‣ people with disabilities could be held back by complex and multiple tasks;

 ‣ people with disabilities could be impressed by large companies;

 ‣ some disabled people can have a huge lack of self-confidence and have difficulties 
to define their professional project;

 ‣ Following a bad experience, some people with disabilities leave the “classic” em-
ployment circuit, move to an adapted company and limit themselves to it.

Contradictions in the discourse of the persons with disabilities seem to stem from a 
difference between, on the one hand, the representations they have of themselves and, 
on the other hand, what they would like to be. Thus, the definition of themselves is often 
made in comparison with people “without disability”.

The same oppositions are found between work in general and the work they would 
be prepared to accept. The former seems ideal and rewarding, while the latter is seen 
as low-skilled and often very repetitive work. People with disabilities feel less productive, 
less integrable, but they say they have just as much chance with a potential employer. 
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The main difficulty they report is to make their resume convincing; once selected for in-
terview, everything seems possible.

The difference is inevitably negative for people with disabilities. So they have to deny 
it, hide it, but at the same time accept their disability in order to be integrated.

Experiences with existing employment support 
schemes (active research, special support, 
regulations, etc.)

The discourse of disabled people on financial aid is frightening: “I produce less, there-
fore I cost less”. It quickly becomes: “I cost less, therefore I am worth less”! According 
to them, the premium is therefore used “to compensate for a lack of performance”, “to 
compensate for the fact that I am less productive”. 

The premium is perceived negatively from the moment it aims to compensate for the 
disability, because it prevents disabled people from thinking that they are

“like the others”. However, their first reaction to the usefulness of the premium was to 
consider the loss of performance to be compensated.
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