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Overview 

This report presents the main findings of the research undertaken in the second phase of the 

PwD Employ project, WP2. The report starts with an detailed overview of the research 

methodology applied during the production of the national background reports.  

The country-specific reports are available separatly, including more detailed information on 

each of the issues described in this report. Different to the single country reports this 

document includes a) the results of the interviews carried out in the course of the 

workpackage and b) an analysis of the good practice identified with regard to the 

recruitment of persons with disabilities (PwD). 

The second part of this report presents an abridged version of the country reports, 

structured along the thematic areas outlined in the common research methodology. Size and 

scope of the chapters by and large reflect the relative importance of the respective areas in a 

country. 

It is to point out that the purpose of this report, rather than a comparison of structures and 

processes of PwD recruitment is to enable learning from each other, exchange good practice 

and build common ground for subsequent research tasks. All countries covered by this report 

have developed their own institutions, practices and standards of PwD recruitment and 

complementary support structures, relative to their history and culture but also in respect of 

the functional problems arising from geographical, demographic and political factors as well 

as the respective economic model. 

Moreover the intention of this study was to reveal the major factors of PwD recruitment in a 

structured way and thus allow for an overview of recruitment practice in the participating 

countries at a glance. 

Last but not least we want to thank the research teams in the participating countries for 

their highly valuable contributions and logistic support. 
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The following methodology framework was developed in the course of the PwD Employ 

project, which has the aim to improving the efficiency and effectivity of recruitment of 

disabled people. 

By the methodology framework we understand a collection of methods and instruments, 

implemented in order to a) gather and systematize national context information concerning 

the recruitment of disabled people, b) make visible and document good practice and c) build 

a common ground for the development of training of recruitment staff. 

A draft version of the framework and a breakdown of the work package into roles, tasks and 

time schedule, were presented to the partners in preparation of the 1st workshop in Palma de 

Mallorca, 23.-24. January 2009. During the workshop elements of the framework were 

discussed and agreed, as outlined in the workshop minutes. The framework was reviewed by 

the partners during the follow up period (-28.2.09). 

Thanks a lot to Amaia San Cristobal (INVESLAN) and Liliana Grecu (INCSMPS) for their 

valuable feedback during developmental stage. 

 

1. RESEARCH DESIGN. 

The research design describes the objectives, strategy and major steps implemented, 

research methodology and instruments, data collection strategies, methods of analysis, 

documentation and presentation of results as well as all activities implemented to facilitating 

the research process. 

 

1.1. Objectives. 

The purpose of the methodology framework is to build common ground for the use of 

methodologies and instruments towards the elaboration of National context reports, which 

shall provide partners, recruitment staff and other stakeholders with up to date information 

on the issue of recruitment of disabled people in their country, including a range of sources 

they could use for further elaborations. Secondly, the set of methodologies shall allow for the 

identification of good practice in the effective recruitment of disabled people, and last but 

not least it will support the development of database information on key actors, legal issues, 

bibliographies, weblinks and related information. 



P8 Report on Good Practices in the Employment of PwD 
PwD Employ 

  6  

1.2. Research strategy. 

The research strategy covers a mix of methodologies and instruments, in particular literature 

review, bibliography, database and web based research, guided interviews and discussion 

groups, which are well matched in order allow for a maximum exploitation of informational 

resources and reflect the core issues of the PwD Employ project in the light of different data 

sets and thus systematically improve the validity and reliability of results. The research 

studies will be conducted in accordance with the research plan as follows. 

 

 Workpackage leader Partners Project coordinator 

Roles Coordination Execution Monitoring 

Selecting methodology 
and research instruments 

Feedback 

Working paper Elaboration of common 
ground 

Elaboration of 
methodology framework 

Feedback 

Delivery of common 
format for national reports 

Feedback 

Delivery of items for 
questionnaire 

Feedback 

Conducting national 
studies 

Delivery of National 
Reports 

Tasks 

Facilitating process Final analysis of national 
data collections 
 
Mapping results of 
qualitative and 
quantitative research 
onto common report 
format 
 
Delivery of final report 

Monitoring progress and day-to-
day management 

 

Table 1: Research plan 
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2. NATIONAL CONTEXT OF RECRUITMENT OF PWD 

As for the analysis of the national context of PwD recruitment the research methodology 

included internet and database research, secondary analysis of official statistics and 

documents, analysis of research findings and third party expertise. For each thematic area 

the partners are requested to draw conclusions regarding enabling or/and hindering factors.  

During the national analysis the partners collected bibliographical and legislation references, 

which were documented in a separate reference section and mapped onto two databases, 

prepared by the promoting organisation. 

During the national studies the following thematic areas were addressed: 

Background information 

This category holds general information on population, economy and the labour market in 

the respective countries, also outlining main socio-economic trends 

General information on the socio-economic situation of persons with disabilities, 

with particular regard to labour market insertion 

Data collections focusing on the labour market insertion of people with disabilities by 

branches / sectors, including third sector. Based on the results the partners describe the 

main professional families, competences and skills of these sectors, with particular regard of 

their role and importance for people with disabilities. 

Legislation framework 

The main focus of this category is on legislation and other regulatory mechanisms governing 

the recruitment of PwD. The chapter includes a short description of the legislative 

development in each country, a short explanation of the major legislation, a list of core legal 

acts and financial mechanism, and initiatives developed. 

Main social actors 

The partners identify the stakeholders in the recruitment of PwD, such as state 

organisations, social partner involvement, NGO and welfare organisations as well as 

engagement of (interest groups of) people with disabilities. 

National policies 

This category of information refers to national policies implemented in order to facilitate the 

recruitment of PwD. What kind of policy instrument / mechanisms of interventions are used? 
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Which are the most relevant policy programmes, types of programmes: conditional / goals 

oriented, and relevant periods in terms of policy change and reform. 

Support structures and information sources 

The main focus is on support structures and information sources available in each country 

with particular regard of support and information services available to HR managers 

concerned with the recruitment of PwD. 

Training opportunities  

The partners identify the most relevant training services available to HR managers regarding 

the recruitment of PwD, also covering e-learning and other training sources using IT 

technologies and new media. 

Public perception 

Public opinion is an important factor regarding policy formulation, implementation of 

strategies and interventions of PwD recruitment. The partners under this heading outline 

main lines of public debate. 

Good practice 

In each country the partners identified 3 to 5 good practices in the recruitment of persons 

with disabilities by using the respective structure developed in the framework of the IMMI 

TRAIN project. For each practice there is a short summary, and a link to further information 

sources. 

Bibliographical reference 

Each country reports includes an annex with bibliographical references. This information is 

rendered into a database according to a template based on Microsoft access. Format 

specifications for bibliographical references can be obtained from Table 3. 

Legislation reference 

Likewise the country reports include an annex with references to most relevant legislation 

following the results on topic 3 (legislative framework). The information gets rendered into a 

database according to a template based on Microsoft access. Format specifications for 

legislation references can be obtained from Table 3.Table 2 shows the most relevant 

categories of information required, indicating a minimal number of pages expected to be 

delivered by the partners for the respective areas. Rather than importance these expections 



P8 Report on Good Practices in the Employment of PwD 
PwD Employ 

  9  

do reflect the potential complexity of each research topic. The right column of the table 

shows the main sources of information, which however are not exhaustible, thus partners 

are free to add additional sources according to their needs. 
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PwD Employ Most relevant categories for country reports 

Categories Issue Descriptive data Statement Pages Sources 

Background information Official country statistics • Population,  
• Economy, labour market 

Enabling / hindering 
factors 

2 

General information on PwD Facts and figures describing the situation 
of disabled target groups in the labour 
market 

• Labour market insertions by branches / sectors 
(including third sector),  

• Professional families, skills and competency profiles 
relevant to PwD 

Enabling / hindering 
factors 

4 

Legislation framework Legislation and other regulatory 
mechanisms governing the recruitment 
of PwD 

• Degree and form of regulation,  
• Legislation effecting recruitment processes,  
• Most relevant legal acts and financial mechanisms  

Enabling / hindering 
factors 

3 

Main social actors Who is the stakeholders in the 
recruitment of PwD 

• State organisations,  
• Social partner involvement,  
• NGO and welfare organisations,  
• PwD involvement  

Enabling / hindering 
factors 

3 

National policies National, regional, local policies 
implemented in order to faciliate the 
recruitment of PwD 

• What kind of policy instrument / mechanisms of 
interventions are used?  

• Most relevant policy programmes  
• Relevant periods in terms of policy change and reform 

Enabling / hindering 
factors 

4 

Support structures and 
information sources 

National, regional, local support 
structures and information sources 

• Main relevant support and information services 
available to HR managers regarding the recruitment of 
PwD. 

Enabling / hindering 
factors 

4 

Training opportunities Training opportunities for HR managers • Most relevant training services available to HR 
managers regarding the recruitment of PwD  

Enabling / hindering 
factors 

3 

Public perception Main lines of public debate • How valued is recruitment of PwD in public opinion?  
• What are the main expectations regarding PwD 

recruitment policies? 

Enabling / hindering 
factors 

2 

Internet and database 
research,  
analysis of official 
statistics and 
documents,  
research findings and 
third party expertise 

TOTAL    25  

Table 2: Relevant topics of national context analysis at a glance
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3. COMMON FORMAT FOR NATIONAL CONTEXT REPORT. 

 

As for the national context reports the partner used a common report format as follows: 

 

National context report on the recruitment of persons with 

disabilities: [Country] 

Title of report 

Leonardo da Vinci: Personal learning environment for the 

efficient recruitment of people with disabilities 

(ES/08/LLP/TOI/149101) 

Title of project 

Name of author(s), partner organisation, delivery date  

Index of contents  

Index of tables, index of graphics (if applicable)  

Background information 

General information on PwD 

Legislation framework 

Main social actors 

National policies 

Support structures and information sources 

Training opportunities 

Public perception 

Titles of chapters 

 

 Specifications of database format 

Annex I: Containing the good practice identified  

Annex II: Bibliographical database according to a template 

based on Microsoft access. 

Country, author, title, description, editorial, place publication, 

year 

Annex III: Legislative reference database according to a 

template based on Microsoft access 

Country, legal reference, geographical field of application, 

sector of application, year, in force (y/n), description 

Annex IV: Participants´ database according to a template 

based on Microsoft access. 

Name, surname, professional profile, country, organisation, 

e-mail, telephone, address, postal code, city, interview date, 

interview place, interview time 

 

Table 3: Common format for National context report 
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4. INTERVIEWS. 

As for primary sources the partnership agreed on the implementation of semi-structured 

interviews. p&w on the occasion of the workshop in Palma de Mallorca introduced a proposal 

for the questionnaire, containing the objectives and topics for carrying out the interviews. 

For further elaboration the partners were requested to send to the WP-leader individual 

feedback about the questionnaires, including information on possible variations of questions 

and topics according to different local conditions. 

Each partner conducted between 10 and 15 semi–structured interviews, either face to face 

or/and by telephone. The main target group were company managers and HR professionals 

in charge of recruitment procedures (out of three most relevant sectors gained from results 

of secondary analysis), in some minor cases also professional facilitators in the field of PwD 

recruitment (state or NGO) were included.  

The main aim of the interviews was  

• to analyse and understand the current state of affairs of HR companies and 

departments regarding the recruitment of PwD in each participating country,  

• to identify the most common barriers encountered by HR professionals during 

recruitment of PwD,  

• to gather training experiences of HR managers and to identify and diagnose open 

training needs among HR managers  

• and to attain practice based knowledge on the most suitable means to boost PwD 

recruitment. 

For the interviews the partners used interview guidelines including general information, a set 

of 8 open questions, each of which reflected the recruitment of PwD from a different angle. 

Moreover the guideline covered a script for interviews, including the timing of specific topics. 

The average duration of interviews was around 50 minutes. 

The partners were responsible for planning, conducting, documenting and analysis of the 

interviews. A synthesis report of the interview results was sent to the WP leader (in English 

language) according to the delivery dates outlined in the work plan. The partners for the 

synthesis report used a common template, which focused on main findings gained from the 

interviews). 



P8 Report on Good Practices in the Employment of PwD 
PwD Employ 

  13  

What Who Time Objectives Topics Minutes / Topic 

General information: 
date, place 
Personal / professional information 
Company information 
Workforce information with special regard to PwD 
employment  
Did you recruit workers with disabilities in the last 
year?  

4 

Do you have specific procedures for recruitment of 
disabled people? 
(If so, please describe the applied procedure. If not so, 
please describe how you recruited the disabled 
persons) 

6 

How do HR managers perceive the situation of PwD in 
companies? 

4 

Which (dis)advantages do HR managers associate with 
the incorporation of PwD to their companies? 

6 

Which barriers do HR managers perceive towards the 
effective recruitment of people with disabilities? 

6 

Which good practice do HR managers propose or refer 
to in order to overcome these obstacles 

6 

What knowledge do HR managers have about the legal 
requirements of recruiting PwD? 

6 

What experience / knowledge do HR managers have in 
the strategic / operational recruitment of PwD 

6 

Face-to-face 
interviews  

15 Company managers and HR 
professionals in charge of 
recruitment procedures (out of 
three most relevant sectors gained 
from results of secondary analysis) 

40 – 60 minutes To analyse and understand the current 
state of affairs of HR companies and 
departments regarding the recruitment of 
PwD in each participating country 
 
To identify the most common barriers 
encountered by HR professionals during 
recruitment of PwD 
 
To gather training experiences of HR 
managers and to identify and diagnose 
open training needs among HR managers 
 
To attain reality based knowledge on the 
most suitable means to boost PwD 
recruitment 

What training experience do HR managers have 
related to strategic / operational recruitment of PwD 
and are they interested in receiving training in order to 
improve their skills in this subject? 

6 

Total 15 interviews ~ 750 minutes   ~ 50 minutes 

 

Table 4: Interview guide 
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For each interview the partners issued an interviewee file. With this profile sheet the 

partners obtained some basic information about the people participating in the work field for 

the analysis of national contexts with regards to the employment of people with disabilities. 

The data contained in the present Interviewee profile sheet aimed at simplifying the analysis 

of the global results obtained from the analysis activities. These data will never be published 

neither given to third parties and will only remain at the disposal of the European 

Commission for audit purpose. We consider that the fulfilling of the present user profile 

sheet by the individual represents an approval to such use. 

The interviews were designed to be carried out through open questions, which on one hand 

accomodates a better understanding of real world situations with regard to the recruitment 

of PwDs, however on the other side did not easily translate into the working method of  

transnational projects. A main obstacle is to be seen in the fact that the interviews are 

realized in the target language of the interviewee, and as a matter of fact raw data can’t be 

transferred or analyzed in a 1:1 process. The partners therefore described the results for 

each question by using 3 to 4 keywords, including a short summary for each keyword in 

English language, which by the WP leader will be used for further analysis. 

Before each interview the interviewers informed the interviewees about  

• the purpose of the research,  

• the interview process,  

• record techniques,  

• the right to reject questions,  

• means of data protection implemented in order to ensure confidentiality of 

information gained.  

Furthermore the interviewers asked the interviewees for permission to get included in  

• potential follow up activities and  

• any information published from the interviews (incl. contact details) 
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5. REPORT SHEETS FOR INTERVIEW RESULTS. 

 

Report sheet for interviews 

Leonardo da Vinci: Personal learning environment for the efficient recruitment of people with disabilities 
(ES/08/LLP/TOI/149101) 

Country 

Name of partner organisation 

Workforce information with special regard to PwD employment   

Did you recruit workers with disabilities in the last year? 

Question 1 Keyword 1-4 Summary 

Question 2 Keyword 1-4 Summary 

Question 4 Keyword 1-4 Summary 

Question 5 Keyword 1-4 Summary 

Question 6 Keyword 1-4 Summary 

Question 7 Keyword 1-4 Summary 

Main section 
 

Question 8 Keyword 1-4 Summary 

Contact details of interviewee for follow up activities (if agreed) 

Table 5: Report sheet for interview results 
 
 

INTERVIEWEE PROFILE 

Name:  Surname: 

Functional Area: 

Manager  

Human resources professional  

Staff of recruitment companies  

Other (please, specify)  

Seniority in the field of expertise: 

Age: Gender: 

Educational level: 

Address: 

Postal Code: City: Country: 

Telephone: e-mail: 

TO BE FILLED IN BY THE INTERVIEWER 

Execution of the interview: 
DATE 
HOUR 
PLACE 

Table 6: Interviewee profile sheet 
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6. IDENTIFYING GOOD PRACTICE. 

About good practice, it was agreed that each partner had to collect between 3- 5 good 

practices in its country, according to the criterion proposed by the WP leader. There were 

established a few core criteria developed to provide those reporting on employment of PwD 

examples with a uniform and consistent orientation framework, which were applied when 

selecting and documenting the models of good practice as far as possible. With these criteria 

it wasn’t claimed to establish a collection of verifiable (in the sense of measurable) models of 

good practice since the differences that exist between various European regions and the 

different levels of understanding of good practice preclude such a claim.  

For the same reason this proposal not intended to establish a collection of European good 

practice, since requiring weightings and matchings according to different levels and 

pathways of national development of PwD. However according to our common 

understanding good practice could serve as means of peer learning through which own 

practice can be reflected and changed. 

In the below table we compiled a set of criteria, which reflects some sort of good practice 

standards regarding the recruitment of PwD, available throughout Europe. We are however 

aware that this is only an initial and very limited selection of criteria, which could be applied 

to make visible good practice. The partners therefore were requested in their reports to 

outline the general or specific criteria they used for the identification of good practice. 

 

Criteria 

Application criteria are relevant, job specific and do not discriminate 
against disabled people 

Alternative recruitment qualifying tests and sift mechanisms are in place to 
create a fair opportunity for disabled candidates 

There are alternative ways of testing the skills required for the job rather 
than relying on standard paper qualifications which some disabled people 
may have been denied the opportunity to obtain. 

Are health requirements justifiable for workplaces? 

Example criteria list 
for the 
identification of 
good practice 

Is the recruitment staff and selection panel members trained in equal 
opportunities, diversity issues and disability awareness? 
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Is disabled staff member of recruitment panels? 

Are applicants with disabilities invited to identify any particular 
arrangements they might need at the interview? 

Is the same scoring/assessment system used for disabled and non-disabled 
candidates 

Is the disabled person consulted where modification or refurbishment work 
is planned, to the workstation or premises, prior to commencing the work.  
Are individuals asked if the modifications are meeting their needs? 

Is it ensured that information about any practical consequences of an 
individual's disability is only  passed on to the rest of the staff and 
managers as necessary with the person's consent? 

Are managers and colleagues aware of any additional support and 
guidance that will help the new recruit give his/her best in the job? 

Is it ensured that accommodation staff is aware of the arrangements 
required by newly recruited disabled staff (workstation, toilets, canteens, 
rest rooms, emergency and evacuation procedures etc) and that those 
requirements are met in advance of the candidate’s starting date? 

Are managers, colleagues, trade union officials, and first aid staff aware of 
the practical consequences of the individual's disability? 

Is there a clearly defined job description and explanation of duties available 
at the earliest opportunity and does it form part of the induction process? 

Are there monitoring checks implemented to see whether, people with 
disabilities are over-represented in rejection decisions for posts. If any 
patterns emerge, is the whole recruitment process checked. 
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B. NATIONAL REPORTS 



 

   

 



P8 Report on Good Practices in the Employment of PwD 

PwD Employ 

21 

 

SPAIN 
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1. GENERAL INFORMATION 

Located at south of Europe, Spain occupies an area of 50,90 km2. A constitutional monarchy, 

the country is divided in three different territorial circumscription: Estate, autonomic 

communities (regional governments), provinces and municipalities (local government). In 

2008, the population of Spain was of 46.157.822 inhabitants, 23.310.085 women and 

22.847.737. Taking into account the variable “age” and “gender” Spanish population shows a 

trend similar to the European societies: a feminine and ageing society. 

 

 

Figure 1: Population pyramid Spain 2008.1 

 

 

The foreign population2 represents the 9,1% of the total, being the 6th country at European 

level. Considering the origin of the population, the 38,8% comes from other European 

countries and the 36,9% (with special relevance of Romanian origin population) from 

America. 

                                                

1 Data source: INE – Spanish Statistical National Institute. 
2 INE/ EUROSTAT (2007): España en la UE de los 27. Madrid. 



P8 Report on Good Practices in the Employment of PwD 

PwD Employ 

23 

 

Figure 2: Origin of the foreign population in Spain. 

 

2. ECONOMY AND LABOUR MARKET. 

Employment per sector falls into agriculture (5%), industry (16%), construction (13%) and 

services (66%). Thus, the employment in the service sector represents the main group, and 

the employment on agriculture is symbolic. The major share of the economically active 

population works in the private sector (68%), while the public sector by and large employs 

14% (2nd position). 

The male employment is concentrated on services sector (53%), but show a different trend 

respect to the general percentages. Thus, the construction sector occupies the 21% of the 

total employment and the employment in industrial sector represents the 20% of the total.  

 

Figure 3: Employment by economic sector in Spain – Males. 
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On the other hand, the female employment is focused on the services sector. 85% of the female 

population works in the service sector. There is a very low presence of women in construction and 

agriculture sector with a 2% resp. 3% of the total female employment. 

 

 

Figure 4: Employment by economic sector in Spain – Females. 

 

In Spain the four major branches of activity are: a) Trade, repair of motor vehicles, motorcycles and 

mopeds and personal and domestic articles, that employ 15,40% of the occupied population, b) 

Manufacturing industries, with 15,22% of the total employment, c) Construction, which represents 

13,25% of the total, d) and real state and rental activities; business services, which add up to 10% of 

the total of the employment. These four branches concentrate more than the 50% of the total 

employment. 

Considering the professional situation of the occupied population, 18% are self-employed, and 82% 

have the status of employees. The majority of employees works in the private sector (68%), and the 

majority of the self-employed has the status of independent workers. We should highlight the 

relevance of the Public sector, which represents 14% of the employees (2nd position).  
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Figure 5: Employment by professional situation in Spain.3 

 

3. PEOPLE WITH DISABILITIES. 

In 1999, a total of 3.528.222 (9% of the total population) habitants suffer any type of 

disability.  In 2002, a total of 8,6% of the population between 14 and 64 years suffers from 

any type of disability of whom 54,18% are male and 42.82% female. The age group from 45 

to 64 years represents 63% of the persons with disabilities. 

 

Figure 6: Disabled persons by age groups in Spain. 

                                                

3  Source: INE – Spanish National Institute of Statistics. Economically active population survey – 2007. 
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In 2002 the labour market participation rate of people with disabilities was only 33.7% and 

their employment rate was 28.5%. The unemployment rate of the active population of 

people with disabilities was 15.32%. For the whole Spanish population, in the last quarter of 

2002 the labour market participation rate was 54.30%, the employment rate of the 

population over the age of 16 was 48.08%, and the unemployment rate was 11.45%.  

This indicates that people with disabilities have a far lower 'apparent availability' for 

employment (66.3% are inactive) than the general population, a very low employment rate, 

and a slightly higher unemployment rate (four percentage points above the Spanish 

average). 

Among people with disabilities in employment, 62.51% are employed in the private sector 

and 14.05% are small entrepreneurs without employees. Only 15.92% of people with 

disabilities in employment (who make up 30.17% of all people with disabilities) are 

employed in the public sector, around five percentage points below the rate for all people in 

employment, indicating that people with disabilities have less access to employment in the 

public sector. 

By economic sectors, the data show some differences with the situation of the people with 

disabilities: 

- More relevance of the services sector – with 79% 

- Little influence of the industry (9%) and construction (8%) 

- An anecdotic role of the agricultures with only the 4%. 

 

Figure 7: People with disabilities and economic sector in Spain. 
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Regarding to the occupation, cleaning activities are the most relevant, in absolute terms of 

occupation of the collective of the people with disabilities, with a total of 11.810 contracts in 

this area; the second position is contracts of workers in the manufactured industries, that 

represent 15% of the total. The rest of occupations (with presence of people with 

disabilities) are not very relevant, neither in absolute number nor in percentage, because the 

value of the first two occupations is twice as much as the percentage of any other. 

Considering the occupied people with disabilities, we can detect some differences in relation 

to the type of contract. In the last years the open-ended contracts have slightly increased. At 

the same time, 58,18% of the contracts issued in the last year are under the epigraph 

“open-ended contrat for people with disabilities. In any case, the situation of the contracting 

of people with disabilities are reflected by the fact that 17% of all contracts (21.904)4 are 

open-ended, while temporary contracts represent 83% of the total (136.277). 

The majority of contracts is temporarily with indeterminate duration, making 36,22% of the 

total, while the second type of contracts with 22,99% is temporary contracts with a duration 

of less than one month. 

 

 

Figure 8: People and disabilities and temporary contracts in Spain. Number by duration.5 

                                                

4 Source: Informe sobre el Mercado de trabajo y discapacidad. Servicio Público de Empleo. 2008. 

5 Source: Mercado de trabajo y discpacidad, 2008. 

 



P8 Report on Good Practices in the Employment of PwD 

PwD Employ 

28 

 

4. LEGISLATION FRAMEWORK. 

The policy and legislative framework in Spain with regard to people with disabilities have 

their origins in the Spanish Constitution of 1978, which recognises the “fundamental right to 

the employment and duty to work”. The Law also recognizes (art. 49) the “right to full 

personal fulfilment, with the necessary assistance and protection”.  

This constitutional principle is developed in two main legislative acts: 

1. The workers statute (Estatuto de los Trabajadores – Real Decreto 1/1995): this 

regulation protects workers against discrimination caused by any physical, mental or 

sensory disability for accessing to employment and to workplace.  

2. Law on the Social Integration of the People with Disabilities (Ley 13/1982 de 

Integración social de los Minusvalidos - LISMI). 

Under these main regulations several instruments were implemented to fostering the social 

integration of the people with disabilities. Such mechanisms are: 

- LISMI - Law on social integration of the People of Disabilities. 

- Special employment centres. 

- Sheltered employment projects. 

- Promotion of self employment of the people with disability. 

LISMI aims to develop a set of measures for elaborating an employment policy addressed to 

people with disabilities. The main goal of this policy is the effective integration in the labour 

market of the people with disabilities, and considering the grade of disability, the integration 

in an special centre for employment or in an occupational centre. 

This regulation comprises a general framework for developing some specific activities for 

promoting the integration the people with disabilities in the labour market. The Law 18/1982 

has been developed under the elaboration of specific rules and regulations that promote the 

specific measures considered in the framework regulation. The Royal/Regulation 1451/1983 

regulates the selective employment and specific measures for promoting the employment of 

workers with disabilities, such as establishing compulsory quota for the recruitment of people 

with disability. In enterprises with more than 50 employers, the quota is of the 2% of the 

total jobs. Since an amendment of the law in 2000, as an alternative to the quota, employers 

may spend an equivalent amount of money on alternative measures through 'special 
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employment centres' (Centros Especiales de Empleo, CEEs) by purchasing 

products and services or giving donations. Public sector employment competitions must 

reserve 3% of posts for people with disabilities, though this does not tend to be fulfilled. 

Financial incentives are determined by contract duration and / or inclusion of specific target 

population (gender, age). Furthermore financial grants are paid for adapting the workplace 

to the needs of the workers with disabilities. 

Special Employment Centres (SEC) are companies whose main aim is to offer workers with 

disabilities productive and paid employment that suits their personal characteristics and 

makes it easier for them to be integrated into the labour market. Special Employment Centre 

can be created by the civil service, either directly or in cooperation with other bodies (like 

bodies, individuals, legal entities or joint ownerships) that have a legal standing and the 

ability to operate as entrepreneurs. These special centers can be public or private, non-profit 

or for profit, and the management is subject to the same regulations as any other company. 

The regulation introduces different aids models for the SECs. Financial incentives are 

determined by contract duration mainly. Furthermore, besides technical assistance grants 

will be given for the establishment, extension and maintenance of SECs. Non-profit centres 

also are allowed to receive extra grants in order to keep up with profit-based entities. 

Sheltered employment projects comprise a set of personalised, counselling and mentoring 

actions offered by specialist employment tutors in companies and in similar conditions to 

those of other workers who develop the same occupation. The beneficiaries of this 

programme are workers with disabilities who are registered with the Public Employment 

Services as unemployed job seekers and disabled workers contracted by Special Employment 

Centres. 

 

5. MAIN SOCIAL ACTORS. 

The main measures of the public administration are focused on the following activities: 

- Elaboration of a legal background for the promotion of the access to the labour 

market of people with disability: The legal measures regulate different aspects (tax, 

administrative, social, economical etc.) for fostering the employment among the 

people with disabilities. 

- Developing direct measures for employment promotion. 

- Promotion bodies/consortiums for helping people with disabilities in all spheres. 
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- Granting directly NGOs and similar bodies, which work in the 

promotion of the people with disabilities and insertion in the labour market. 

The public administration that are involved in the promotion of employment of people with 

disabilities are: 

- Central (state) administration, and especially, Ministry of Labour and Immigration; 

- Ministry of Health and Social Policies and Ministry of Equality. 

- Regional governments, mainly developing of Regional Plans for promoting 

employment of People with disabilities. 

- Local governments, developing local activities related to local employment activities 

and basic infrastructures for accessing to work places. 

Public bodies are structured created by public administration under private law for managing 

certain policies and measures. The main objective of these bodies is to implement measures 

promoted by the administration, but without bureaucratic process, allowing improving the 

public services. 

Several public bodies’ works in the promotion of the employment and people with disabilities, 

especially: 

- Spanish employment service (INEM). 

- Institute of Social services (INSERSO). 

- Regional employment services. 

- Local employment services and support structures. 

The more important private bodies related to the promotion of people with disabilities are 

NGOs (associations, foundations and similar bodies) which was founded for helping and 

promoting the needs of the different collectives of people with disabilities. 

At first, these bodies were informal association promoted by people (or their relatives) who 

suffers a disability, but actually (and due the wider development of the social policies for 

supporting this collectives) these institution are strong structures that help and support all 

activities of the people with disabilities. 

In relation to the employment, these structures develops the next activities: 

- Participation in policies definition (in collaboration of Public authorities). 
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- Collaboration in joint programmes development (with public 

administration or public bodies). 

- Supporting for integration of people with disabilities in the labour market. 

- Mentoring and orienting activities. 

- Development of projects/initiatives for improving the employment opportunities of the 

collective. 

- Training activities. 

 

6. NATIONAL POLICIES. 

Considering the decentralised nature of Spanish State, we can find different policies for supporting 

People With Disabilities. Thus, we introduces the more relevant policies at state and at regional level 

developed in Spain. 

6.1. I Plan Nacional de Accesibilidad 2004-2012 – First National Plan for 

Accessibility 2004-2012 

Approved in 2004, the plan is intended to guarantee the equal of opportunities of people 

with disabilities. The main goal of the plan is to obtain the UNIVERSAL ACCESIBILITY in all 

environments, products and services for overcoming the barriers which discriminate against 

the people with disabilities.  

The plan aims to obtain three main targets: 

- To develop different studies and analysis which ensure the good plan 

implementation. 

- To regulate (by legislative instruments) the basic approach for universal accessibility 

and not discrimination of the people with disabilities. 

- To foster the promotion of the accessibility and the measures against discrimination 

in the public administration, with special relevance in the following areas: social 

services, telecommunication and information society and in the field of tourism and 

leisure. 

For that, the plan is developing initiatives as  

- Awareness activities addressed to the general public, and other specific collectives: 

business men/women, students, professionals, employers of public sector. 
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- Training on “Accessibility” and the concept “Design for all”, addressed 

to students (of architecture, telecommunications, TICs, engineering, ect.)- 

- Creation of durable cooperation partnership among public and private bodies, which 

represent all collectives involved in the social development of people with disabilities: 

Public administration, ONGs, business organisations. 

  

6.2. Global Action Strategy for promoting the employment of people with 

dissabilities 2008 – 2012 

The strategy was approved in 2008, and is aimed to obtain the next strategic objectives: 

- To increase the activity and employment rate, as well as to promote the labour 

insertion of people with disabilities. 

- To Improve the employment quality and the work conditions of the people with 

disabilities, fighting against the discrimination. 

For that, the Project is intended to: 

- Deal with all barriers (socio cultural, legal and physical) which difficult the 

employment to people with disabilities. 

- Strength the education and training of the people with disability for promoting the 

employability. 

- Design new active policies for employment. 

- Promote the insertion of the people with disabilities in the labour market. 

In the field of regional policies, we will distinguish the following initiatives 

 

6.3. Plan for people with disabilities of Aragon. 

Promoted by the Social Services Institute of Aragon, the plan is intended to develop a 

integral supporting for people with disabilities, improving the quality of life of the people with 

disability and of their relatives and promoting the personal development. 

The plan develops its activities at two different levels; 
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• The plan is addressed to implement individual activities: the social 

and labour integration of people with disabilities; social subsides, education, and 

other activities addressed to obtain the autonomy of the people with disability. 

• And it contains some collective measures, as the creation of a network of centres, 

programmes and services for the people with disability. 

 

6.4. Public health programme for the attention to disability (2005 -2010) 

The programme is addressed to persons with disabilities between 17 and 74 years old, who 

has not personal autonomy and problems for the social integration.  

The main goal is the social and health attention of this collective, and it aims to obtain the 

next objectives: 

- To adapt the buildings where they develop their activities, 

- To coordinate all institutional resources for the attention of this collective. 

- To ensure the resources for future users. 

- To diversity services. 

- The programme is managed by the regional ministry of Employment and Public 

Health. 

 

6.5. The Action Plan for People with Disabilities (2005-2008) of the 

Regional Government of Madrid. 

The Action Plan for People with Disabilities (2005-2008) of the Regional Government of 

Madrid intends to tackle the needs of this collective in an integral way. Thus, all the 

departments of the regional government have taken part in its development, which also 

sought to achieve a close collaboration with entities and associations of people with 

disabilities and other social agents.  

The Plan pursues the following general objectives: 

- Promote an independent lifestyle, understood not only as the physical autonomy of 

the disabled people but as the capacity to make decisions on their own lives.  
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- Stimulate the universal accessibility to products, environments and 

services as a way to guarantee the right to full participation. The suppression of 

barriers is understood in a wide sense, involving not only those present in 

architecture, urbanism and transport but also those regarding access to information 

technologies.  

- Integrate the gender perspective to achieve equal treatment, non-discrimination and 

full social participation of women with disabilities.  

- Make progress in the quality of services, improving the organization of centres and 

services and the qualification of professionals.  

- The Plan also includes specific measures for these objectives in each of the six areas 

of intervention that it contemplates: Social services, Education, Health, Employment, 

Accessibility and Leisure, Culture and Sports. 

 

6.6. Projects FIOP (Formació- Integració- Ocupació Pública / Training – 

Integration – Public employment). 

This type of projects is an initiative of the government of the Illes Balears, where the 

autonomic institutions and private bodies work in collaboration for improving the situation od 

the people with disabilities. 

The public administration, which manages the accessing to the public employment, 

considering the rate of the people with disability, and the difficulties for the integration in the 

labour market, in 1999 developed the FIPO Projects. 

The main objectives of these projects: 

- To promote the insertion in the labour market of the people with disabilities. 

- To provide the specific training for fostering the access to the labour market. 

- To guarantee the necessary support for the adaptation process. 

 

7. SUPPORT STRUCTURES AND INFORMATION SOURCES. 

• SPEE - INEM Empleo discapacitados  

• MTAS - Ministerio de Trabajo y Asuntos Sociales (Secretaría de Estado de Servicios 

Sociales, Familias y Discapacidad) 



P8 Report on Good Practices in the Employment of PwD 

PwD Employ 

35 

• IMSERSO - Instituto de Mayores y Servicios Sociales  

• CEAPAT-Centro Estatal de Autonomía Personal y Ayudas Técnicas  

• Fundosa Social Consulting  

• Fundación ONCE 

• FEACEM Federación Empresarial Española de Asociaciones de Centros Especiales de 

Empleo 

• Real Patronato sobre Discapacidad 

• CERMI Comité Español de Representantes de Personas con Discapacidad 

• Servicio de Información sobre Discapacidad  

• Mapa de Servicios de discapacidad  

• CEDD – Centro Español de Documentación sobre Discapacidad  

• Guía de Entidades 

• Sistema para la Autonomía y Atención a la Dependencia  

• Naciones Unidas Convención sobre los derechos de las personas con discapacidad 

• DISCAPnet - Solidaridad Digital  

• ASODIS Acuerdo Social para la Ocupación del Discapacitado 

• Mercado de empleo para personas con discapacidad  

• Portal de las personas con discapacidad 

 

8. TRAINING OPPORTUNITIES 

During 2007, training activities of companies in Spain were focused on the transferable 

competences to other companies. Thus, training contents on human resources management 

represent 10,9% of the total training activities. It is due the transversal characteristic of this 

activity that is needed in any business organisation.  
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TRAINING CONTENTS PARTICIPANTS % 
Average length 

(hours) 

Human resources management 169.994 10,9 21,7 

Prevention of risks at work 148.719 9,5 33,6 

Computing (user level) 107.441 6,9 31,2 

Languages 106.149 6,8 46,3 

Customer service 86.202 5,5 18,4 

Food control and manipulation 78.009 5,0 12,9 

Product knowledge 47.045 3,0 21,4 

Sales 42.742 2,7 16,1 

Security 37.428 2,4 16,2 

Marketing  35.862 2,3 23,9 

SUBTOTAL 859.512 55,0 26,4 

OTHERS 703.198 45,0 30,0 

TOTAL 1.562.710 100 28,0 

 

Table 7: Training opportunities in Spain. Participants and training contents.6 

Training development has a specific relevance if we consider the job position of the trainees. 

Thus, the professional category effects in quantitative variations (regarding to the 

participants number and training activities length). On the other hand, gender effects in 

qualitative difference in training, and training related to management activities (in both 

human resources management and sales areas) is addressed to the male staff of companies. 

Training activities show a direct relation to the competences related to a job for the 

professional levels in the companies. Thus, we can distinguish two different profiles. One of 

them is related to the three high professional levels: Managers, intermediary managers and 

technicians. These professional categories especially receive training on human resources 

management.  

Finally, the methodology for receiving training activities is a variable to consider in the 

analysis of the training activities focused on human resources management. Face to face 

methodology is the main training system used in the field of human resources.  

                                                

6 Source: Tripartite foundation for Employment. Training activities in Spain. Memory of 2007. 
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Face to face Remote Blended Tele- training 

TRAINING CONTENTS 
Participants % 

Hour 

average 
Participants % 

Hour 

average 
Participants % 

Hour 

average 
Participants % 

Hour 

average 

Human resources 

management 
138.179 14,4 18,6 16.527 8,0 40,0 12.259 5,5 27,4 3.029 4,1 40,1 

Prevention of risks at work 43.296 4,5 14,4 52.455 25,3 50,6 48.009 21,5 29,2 4.958 6,7 61,9 

Computing (user level) 63.365 6,7 20,6 15.006 7,2 72,9 4.276 1,9 27,0 23.794 32,0 34,2 

Languages 83.788 8,7 42,5 11.246 5,4 76,3 2.442 1,1 60,8 8.673 11,7 40,5 

Customer service 55.396 5,8 19,5 5.819 2,8 38,2 22.886 10,3 10,3 2.101 2,8 21,3 

Food control and 

manipulation 
20.559 2,1 10,0 13.513 6,5 20,6 43.844 19,6 11,8 93 0,1 60,1 

Product knowledge 39.741 4,1 20,1 1.281 0,6 60,6 2.403 1,1 16,4 3.620 4,9 24,4 

Sales 21.825 2,3 20,3 1.956 0,9 55,4 18.539 8,3 6,7 414 0,6 33,2 

Security 28.653 3,0 15,8 1.797 0,9 30,7 6.586 3,0 14,6 392 0,5 10,6 

Marketing  30.105 3,1 22,4 1.636 0,8 60,1 2.944 1,3 17,3 1.127 1,5 31,3 

SUBTOTAL 525.907 51,3 22,3 121.236 55,8 50,4 164.238 67,6 18,7 48.202 62,1 37,1 

OTHERS 498.889 48,7 18,3 96.003 44,2 67,5 78.806 32,4 24,8 29.429 37,9 35,2 

TOTAL 1.024.798 100 20,4 217.239 100 57,9 243.044 100 20,7 77.631 100 36,4 

Table 8: Training contents in Spain by methodology and participants.7 

 

 

                                                

7 Source: Tripartite foundation for Employment. Training activities in Spain. Memory of 2007. 
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Considering the above data, we can conclude that in Spain training contents focused in 

human resources management represent the more common training activities, with 

169.994 participants. The typical participant profile is a male member of directive or 

management staff who receives face to face training on human resources 

management, with a duration of around 23 hours for each training activity.  

 

9. PUBLIC PERCEPTION. 

Companies do not comply with the law: According to Spanish law the 2% of the staff 

of the companies with more of 50 employees, must be occupied by people with 

disabilities. At this moment, and considering the result of different researches about 

the topic, the people with disabilities represent only the 1,2% of the total staff of the 

companies with more than 50 employees. 

Ignorance is one (and most important) variable that explain this situation. According to 

different opinions, ignorance (in the part of employers) is the main gap for the 

recruitment of people with disability. Ignorance related to difficulties in understanding 

the workers needs, and the general belief that workers with disabilities will not be good 

workers. 

Lack of awareness activities for employers and for people with disabilities, about the 

employment: Sometimes access fails due the lack of information of those who suffer 

from disabilities, and the belief that they will not be able to work in an ordinary 

company. 

 

10. RESULTS FROM INTERVIEWS 

INVESLAN and ABDEM developed 15 interviews according the following profiles: 

• Profile 1: Responsible of human resources management in different companies: 

13 

• Profile 2: Responsible of recruitment process in organization that supports the 

insertion in the labour market of vulnerable collectives (including people with 

disabilities): 2 
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Indicators 2000 2005 2007 
3 quarters  

of 2008 

Population in the age of 15-64 years (thousand) 1600.3 1583.8 1573.4 1567.8 

Economically active persons in the age of  
15-64 years (thousand) 

1074.7 1100.8 1146.6 1168.5 

Employed persons (thousand) 917.6 1003.6 1075.5 1087.4 

Participation rate (%) 67.2 69.5 72.9 74.5 

Employment rate (%) 57.3 63.4 68.4 69.4 

Unemployed (job seekers) (thousand) 158.3 99.1 72.1 81.2 

Unemployment rate (%) 14.4 8.7 6.0 6.7 

Registered unemployed persons (end of period, 
thousand) 

93.3 78.5 52.3 54.2 

Registered unemployment (end of period, %)** 7.8 7.4 4.9 5.0 

*In the table and further in the text, indicators of employment are given for persons in the age of 15-64 years and indicators of 
unemployment are given for persons in the age of 15-74 years. 
**Share of registered unemployed persons in the economically active population from 2002 according to the new 
methodology. 

Table 21: Latvia - Key Indicators of Employment and Unemployment* 

 

The data of the Central Statistical Bureau shows that at the end of the 3rd quarter of 2008 

there were 9.6 thousand free vacancies. In comparison with the end of the 2nd quarter, its 

number has decreased by 3.1 thousand vacancies, but in comparison with the end of the 3rd 

quarter of 2007 – by 11.2 thousand vacancies. 
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Figure 16: Development of vacancies in Latvia 2006 – 2008. 
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Figure 17: Latvia - Structure of Employed Persons by Sectors22 

 

3. PEOPLE WITH DISABILITIES. 

Although several state institutions have data bases the availability and quality of statistical 

data is weak and keeps unreliable. There are problems to find correct data on employment 

rate for people with disabilities, data which could be used as an evidence of changes or 

improvements. There is lack of statistical data on employment of disabled woman and men, 

young people and older people, people with different kinds of disabilities or impairments, 

people who were disabled from birth or later in their life, disabled people who are migrants 

or from ethnic minorities. 

However it is estimated that about 70 thousand people of working age in Latvia are people 

with disabilities. During last years the number of people with disabilities remains in the 

borders of 5% from the total population of working age. Only 16% of these people work in 

the labour market. About 3400 people with disabilities are registered in State Employment 

Agency as unemployed. Others are inactive in the labour market. The most serious problem, 

particularly in the Latvia, is the insufficient professional qualification of the disabled job 

                                                

22 Ministry of Economics Republic of Latvia. ECONOMIC DEVELOPMENT OF LATVIA. REPORT. RIGA, DECEMBER, 2008. – p. 67. 
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seekers and lack of knowledge, abilities and skills to perform vocational tasks in the new 

market economy. 

In Latvia there are no data collections to focus on the labour market insertion of people with 

disabilities by branches / sectors, including third sector, and no possibilities to describe the 

main professional families, competences and skills of these sectors, with particular regard of 

their role and importance for people with disabilities. 

The State Employment Agency registers and records unemployed persons and persons 

seeking employment, helps unemployed persons and job seekers to become involved in the 

labour market. Data base contains general data of people with disabilities registered as 

employed persons or job seekers. 

As shown in Figure 18, decrease of economic activities still weakly is reflected in the 

employment indicators. The level of unemployment increased from 5.3% in the 4th quarter 

of 2007 to 6.5% in the 1st quarter of 2008 and increased further to 7.2% in the 3rd quarter 

of 200823. According to the total decrease of employment rate the employment of people 

with disabilities increases more faster. 

 

Figure 18: Latvia - Development of unemployment, including persons with disabilities 2004 – 2009 - Number of unemployed 

(average over the period). 

 

                                                

23 Ministry of Economics, Republic of Latvia. Economic Development of Latvia Report. – Riga, June 2008. - p. 66. 
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4. LEGISLATION FRAMEWORK. 

The concept of equality and the principle of equal rights is one of the most substantial parts 

of the legal system of Latvia. Section 91 of the Satversme stipulates that all human beings in 

Latvia are equal before the law and the courts. Human rights are exercised without 

discrimination of any kind.  

The area of law having the most thorough implementation of the principle of equal rights is 

labour law. Section 7 of the Labour Law provides that everyone shall have an equal right to 

work, to fair, safe and healthy working conditions as well as to fair work remuneration. 

Another facet of equal treatment includes occasions when a foreign employee has been sent 

to perform work in Latvia and renders applicable the principle of equality to such persons as 

well.  

The principle of equality is implemented without any kind of discrimination – either direct or 

indirect. However, by scrutinising the lately adopted European Community legislation 

implementing the principle of equal treatment and comparing it to the legislation currently in 

force in Latvia, it is apparent that the latter lacks one of the facets of the concept of 

discrimination – harassment. Nevertheless, law enforcement institutions in Latvia would have 

to combat such kind of discrimination in any event.  

The basic legal document that sets the state order on employment in Latvia is the 

Constitution (http://www.ttc.lv/New/lv/tulkojumi/E0013.doc) (Satversme). The Constitutional 

Convent of Latvia adopted the Constitution in 1922. The Constitution has been changed a 

few times. The last most significant changes were made in 2002 when a very important part 

of a constitution - a catalogue of human rights – was added. In 2003 and 2004 the 

Constitution was amended to give a legal basis for the Latvia's membership in the EU (Art. 

68, Art. 79, Art. 100). Chapter VIII of the Constitution, which lays down the fundamental 

rights and freedoms of Latvian citizens, contains certain provisions on labour rights, such as 

the prohibition of discrimination (Section 91), the freedom of association (Section 102), the 

right to remuneration (and minimum wage) and the right to weekly holidays and annual paid 

leave (Section 107), and finally the right to conclude collective agreements, the right to 

strike and the freedom of trade unions (Section 108). 

Main legislative acts are Labour Law on Support for Unemployed Persons and Job-Seekers. 

The Labour Law (http://www.ttc.lv/New/lv/tulkojumi/E0223.doc) of Latvia was adopted in 

2001; however, it came into force on 1 June 2002. Before this Law, a Code of Labour Laws 

adopted in 1972 by the Supreme Council of the Soviet Republic of Latvia regulated 

http://www.ttc.lv/New/lv/tulkojumi/E0013.doc�
http://www.ttc.lv/New/lv/tulkojumi/E0223.doc�
http://www.ttc.lv/New/lv/tulkojumi/E0223.doc�
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employment issues. The Labour Law of 2001 has been elaborated based on EU 

requirements; therefore many new issues have been incorporated into the law, e.g., non-

discrimination on a sexual and disabled basis, rights to an extra vacation for fathers (not only 

mothers as was the case previously). 

While assessing the needed changes in Latvian laws and regulations and policy documents 

regarding employment of people with disabilities, it is essential to bear in mind the current 

international obligations of Latvia, for instance, the Employment Directive of the European 

Union which was transposed into Latvian law in 2004, as well as the European Social Charter 

of the Council of Europe. At present Latvia has ratified the European Social Charter of 1961, 

but is not bound by Article 15 on “the right of physically or mentally disabled persons to 

vocational training, rehabilitation and social resettlement”. Therefore one can hope that the 

decision of Latvian government made in December 2006 to sign the revised Social Charter of 

1996, scheduling the year as a ratification term, will bring the improvements for people with 

mental disabilities. One can also hope that this time Latvia will acknowledge the Article 15 on 

right of persons with disabilities to independence, social integration and participation in the 

life of the community. 

On 5 April, 2006 Committee of Ministers of the Council of Europe (CoE) adopted Action plan 

to promote the rights and full participation of people with disabilities in society for a 10 year 

period (2006-2015). In the Action plan the Member States have undertaken to employment 

several activities during the 10 years. In context of EQUAL project it is worth mentioning the 

decision “to ensure that persons with disabilities have access to on objective and individual 

assessment which identifies their options regarding potential occupations and shifts the focus 

from assessing disabilities to assessing abilities and relating them to specific job 

requirements.” The assessment should provide the basis for vocational training program 

necessary for disabled person and it should help to find appropriate employment or re-

employment. 

The resolution of CoE Member States to ensure all the necessary reasonable adjustments of 

work place or working conditions, including  telecommunications, part-time work and work 

from home, is essential for persons with disabilities. Member States also promise to ensure 

support measures, such as sheltered or supported employment, for those people whose 

needs cannot be met without personal support in the open labour market and to support 

people with disabilities progress form sheltered and supported work to open labour market.  

On December 13, 2006 a new Convention on the Rights of persons with disabilities was 

adopted by UN General Assembly. On March 30, 2007 the Convention was opened for 
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signature. Currently (as of May 15, 2007) 92 countries have signed it, 50 countries have 

signed the Optional Protocol of the Convention, giving the possibility for individuals to lodge 

complaints to the UN regarding that European Community have signed this Convention on 

March 30, 2007, it is advisable to take into account the standards included in the Convention 

when planning new regulations or policy documents, for instance, the prospective Law on 

Disability. The Convention relates to are wide range of people with disabilities (Article 1).It is 

essential that regarding the employment of people with disabilities the Convention prescribes 

that Member States ensure adequate measures, among them adopting regulations “to 

promote the acquisition by persons with disabilities of work experience in the open labour 

market” (Article 27, section 1 j). 

In the context of employment one should also consider the published Concluding 

observations of May 22, 2007 by UN Committee on Economic, Social and Cultural Rights 

(ECOSOC) on the report submitted by Latvia on the implementation of UN Covenant on 

Economic, Social and Cultural Rights. The Committee recommends Latvia to allocate 

employment quotas for persons with disabilities in order to promote the integration persons 

with disabilities into the labour market. 

Unlike, the legislation that regulates the employment and involvement in the labour market 

of the disabled is not yet co-ordinated in Latvia, for instance, an important obstacle is the 

fact that the law on the employment of the disabled is not yet passed. It basically means 

that there is not a unified strategy and performance policy in connection with this issue. 

There is no unified normative act that would stipulate the ensuring of sustainable and 

coordinated activities for the professional adequacy, entry into employment and the 

preservation or continuing issues of the disabled. The necessary conditions for the 

employment of the disabled and the necessary resources for the adoption of work places are 

not yet drafted and confirmed. The support forms, (such as covering a part of expenses) are 

not yet defined by the state and municipalities for employers, how to change work places to 

make them suitable for the disabled. The tax relief’s offered to employers are too small. As a 

result, employers are not motivated, interested in employing the disabled, because they are 

afraid of the risk that the enterprise might incur losses. In Latvia the support forms of the 

state and municipalities for the self-employment of the disabled and the initiating of 

entrepreneurship among them are not yet finished. The abovementioned confirms that 

employers of all levels, particularly in the new member states should be more active, 

constructive, and demanding when working with the institutions of municipalities, ministries 

of sectors and the governmental institutions in the elaboration process of normative acts. 

Usually, for the direct exchange of ideas employers use such forms as working in expert 
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groups, councils, commissions, participating in conferences, meetings, exhibitions, seminars 

and so on. 

Employer isn’t interested in this process, because the guaranteed support of the state to the 

employer has to be included in normative acts if the employer uses the services of people 

with functional disorders is very small. Then employers will be responsive to this involvement 

programme. Otherwise, experience shows that, when not motivated employers find 

hundreds of reasons not to offer vacancies to people with disabilities, so that these 

applicants would not stand the competitions to the announced posts. In regional and local 

level employers may express their suggestions, judgements, and complaints to 

municipalities’ institutions by acting in various commissions, councils or individually. 

Undeniably, the bigger power will have the critics (of the suggestions, normative acts or their 

projects), the authors of which will be several businessmen of the sector or their 

organizations, and not one separate employer. 

 

5. MAIN SOCIAL ACTORS. 

Employers from private and public sectors have mainly joined regional and national 

professional associations that, in turn, are organized in national employers’ confederations. 

These organizations then aggregate employers’ proposals and requirements for vocational 

education and channel them to governmental institutions bodies for decision making. In 

Latvia the Latvian Employers’ Confederation together with the Education and Sciences 

Ministry and the Trade Union Confederation form the National Tripartite Cooperation Council 

that advises and solves proposals about the contents of vocational education and 

professional standards. Consequently, proposals made by employers about the development 

of educational programmes, standards for professions and qualification examinations are 

channelled through employers’ organizations to decision-making bodies for further 

discussion. Therefore, it is in the interests of all employers to participate in the 

modernization of vocational training of the young generation with and without disabilities by 

setting educational standards in line with the present requirements.  

The standard of profession is the document based on which the employer can evaluate 

which profession or position in the given enterprise, firm or organization is suitable for the 

employment of people with specified disabilities and where the employment of disabled 

people is not at all possible. It helps the employer to avoid potential reproofs of having an 

arbitrary and discriminating attitude towards the disability management.  




