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1.

INTRODUCTION

The social exclusion and discrimination faced byspes with disabilities has

increasingly been acknowledged as a human rigbteisA paradigm shift, from a

medical and charity based welfare model of disgbilio today’s rights based

model, acknowledges the movement to link disabikiyues to a full range of

civil, political, economic, social and cultural higg. Also, evidence already shows
that a rights based framework for looking at dikgbhas increased social and
economic development.

The human rights framework recognizes citizens wliabilities as having the
same rights as citizens without disabilities. Ahtigy based approach also
recognizes that equal treatment, equal opporturdtyd non-discrimination
provide for inclusive opportunities for women andemmwith disabilities in
mainstream society. Furthermore, a rights basetbapp recognizes that barriers
and prejudices are the most disabling for bothviddials and society, particularly
when these barriers impede access to skill devedopand decent work.

Global momentum to give effect to the enjoymentigiits has increasingly been
based on the human rights principles of equalrireat, equal opportunity, non-
discrimination and full inclusion in mainstream mag. These principles have
been integrated in International Labour Organiza{ibO) Standards for decades,
namely Convention No. 159 concerning the VocatioRahabilitation and

Employment (Disabled Persons) which explicitly sdbr mainstreaming. The
more recent United Nations (UN) Millennium Develogmh Goals (MDGS), as
well as the UN Convention on the Rights of Persaitls Disabilities, adopted by
the General Assembly in 2006, highlight the add@iomomentum and focused
attention given to the issues faced by persons dvghbilities.

The UN Convention explicitly outlines disabilitysises within a human rights
framework, and further, calls upon governments dapa already adopted laws
and policies, and to develop new ones in alignmetit the Convention and the
human rights framework. The new Convention hasideaa strong statement on
mainstreaming, explicitly calling upon states toewpup opportunities in

mainstream workplaces, both in the public and peiveectors, whereas in the
past, it has been accepted that workers with disabiwere often unemployed or
worked in sheltered workshops.

While legislative and policy measures are necesfarychange, they are not
sufficient to give effect to the enjoyment of righMany countries have identified
the need for systematic information regarding tfiecéve inclusion of persons
with disabilities in vocational training and empiognt in the open labour market.
The need for more information will require coungrieand international

organizations to network and systematically gatiher information required to

move forward.

At the European Regional Meeting ®he Inclusion of Persons with Disabilities
in Vocational Training and Employmereneva, 9 March 2007, the ILO, along
the CTNERHI, France, and the Office of the SecyetdrState for Families and
Persons with Disabilities, Belgium discussed wittledates of a number of
European countries, and representatives of emp@gbyeand workers’
organizations, how to structure and organize ag@pliesearch, international



comparative studies, and the systematic gathendgsharing of information that
address the questions regarding equal opportumty effective inclusion of

persons with disabilities in vocational trainingdaamployment in the open labour
market. The primary objective for this preliminameeting was to initiate the
process, and develop a formal proposal for theiegplesearch, including the
organization of an international platform to coowtte and advise the process.



2.

OVERVIEW

2.1 Themes

2.2

2.3

»= The role of the ILO and the Decent Work Agenda
= The present situation: Vocational training and eayipient for persons with
disabilities
- The role of international human rights standards
- Lifelong approach to training: Economic and teclogyl changes calling
for adaptation of current system for new lifelomgpeoaches
- Current data available
= The components of effective inclusion
- Aims for analyzing pathways
- Benchmarking inclusion
= Agenda for action
- Establishment of a platform for reflection and éxehange of European
experiences on the vocational integration/inclugsibpersons with
disabilities

Participants

The meeting was attended by 34 participants wheesgmted nine countries of
the European Union (EU) (Austria, Belgium, Finlaktdance, Germany, Greece,
Ireland, Portugal and Spain); Switzerland; and waoker member organizations.
There was an even gender balance among particjpaitts 17 women and 17
men attending; one of the participants had an appalisability.

Resource materials

= |LO: Code of Practice on Managing Disability in the Wadce (Geneva,
2002).

= |LO: Proceedings of the Expert Group Meeting on InclasibPeople with
Disabilities in Vocational TrainingBangkok, 2006).

= |LO: Vocational Rehabilitation and Employment (Dbéed Persons)
Convention, 1983 (No. 159).

= |LO: Vocational Rehabilitation and Employment (Dbted Persons)
Recommendation, 1983 (No. 168).

= |LO: Vocational Rehabilitation (Disabled) Recommatidn, 1955 (No. 99).

A. O'Reilly: The Right to Decent Work of Persons with DisabkjtSkills and

Employability Working Paper No. 14 (Geneva, ILOQ3).

= T. Alfthan: Mainstreaming education and training for peopleéhadisabilities:
Programmes and issuesiternal ILO documentlan. 2005. Unpublished

Background papersfor the workshop:

» G. BogarddLifelong Training:A New Cultural Approach to the Relationship
Between Training and Disability.

= M. Mercier:Social Representations, Training and EmploymeRten§ons with
Disabilities.

= B. Murray:Vocational Inclusion of Persons with Disabilitieke Components
of Effective Inclusion



= D. Velche:Disability, Training and Employment in Europe.
= H. VlemencgEstablishment of a European Network for the Vocetio
Inclusion/Integration of Persons with Disabilities.



3.

OFFICIAL OPENING

The meeting was officially opened by Mr Friedrichtier, ILO Regional
Director for Europe and Central Asia. Welcomingtiggrants on behalf of the
ILO to the European Regional Meetingy Buttler started by linking the subject
matter of the conference to the ILO’s Decent WoreeAda and to the growing
momentum worldwide for the promotion of full paitiation of people with
disabilities on an equal basis with non-disablecsqas, before speaking briefly
about the challenges ahead and what the ILO hopmddwemerge from this
meeting.

The role of the ILO in relation to people with diddies

The goal of the ILO is to promote opportunities f@omen and men, including
those with disabilities, to obtain decent and podishe work, in conditions of

freedom, equity, security and human dignity. Thiswhat can be called the
mission statement which forms the framework of itt@ Decent Work Agenda.

In the past few years, this agenda of rights, egrpémnt, social protection and
social dialogue has risen up the priority list aflifical leaders, as well as of
working women and men and business people acresgltbe. In September
2005, over 150 Heads of State and Government atUtlieed Nations World

Summit took up the agenda and highlighted the foreddal role of decent work
in development strategies and poverty reductionil&&trongly supporting a fair

globalization, they resolved to place full and proiive employment and decent
work for all at the center of international andioaal development and poverty
reduction strategies to achieve the Millennium Depment Goals. In July 2006,
the United Nations Economic and Social CouncilaiMinisterial Declaration,

called on the whole multinational system to mamemtn full and productive

employment and decent work for all in their polgiprogrammes and activities
in order to achieve the MDGs.

For many years, the ILO has promoted equality gfoofunity and treatment for
people with disabilities through its conventionsdarecommendations, and
through policy advice, dissemination of informatioseminars, training
programmes and publications, and through techeimaperation with developing
countries in the form of projects. The ILO’s focas promoting training and
employment of women and men with disabilities i timainstream - that is
enabling them to participate on an equal basis with-disabled persons - dates
back to the first international standard on disgbih 1955— Recommendation
No. 99 on the Vocational Rehabilitation of Disablersons.

Since then, this theme has been reinforced witlatgreemphasis in different
standards, in particular, in the ILO Convention caming Vocational
Rehabilitation and Employment of Disabled Persdds. 159) and in the ILO
Code of Practice on Managing Disability in the Wuldce, adopted in 2001.

Growing momentum worldwide for the promotion of palrticipation of disabled
people, with equality

In recent years, global momentum for the inclusabpersons with disabilities in
the mainstream society has built up around the dwvoflhis is reflected at
international level in numerous initiatives whiclavie been introduced by the
United Nations culminating in the adoption by the General Assembly of the



Convention on the Rights of Persons with Disak#itin December 2006. This
convention marks a significant change in policyrapph at international level —
viewing disability issues primarily as issues ofrfan rights. The influence of the
Convention is already discernable, even thougé dpen for ratification form the
end of March 2007. This momentum is also refledredegional initiatives,
particularly in the form of ‘Decades of PersonshwiDisabilities’ declared in
different parts of the world.

Europe is no exception to this general trend. Tbeus on promoting full
participation of persons with disabilities in sdgidas been prioritised since the
1990s, by the EU and by the Council of Europe. Rigethe Council of Europe
has adopted a Disability Action Plan to promotertgbts and full participation of
people with disabilities in society — improving theality of life of people with
disabilities in Europe 2006 — 2015, to give effecta Ministerial Declaration and
a Council of Europe Parliamentary Assembly Recondagon in 2003.

The rights of persons with disabilities are refdri® in the EU Treaty of
Amsterdam (1997), and the EU Charter of FundameRigihts (2000), and are
anchored in the EU Directive on Discrimination (2D0The European Year of
People with Disabilities in 2003 brought considéeaditention to the obstacles to
full participation which disabled people face, ahd possible solutions, leading
to the adoption of a Disability Action Plan 200426809, which emphasises the
need to promote disabled people’s access to theutalmarket, and on
employability measures such as life-long learnimg, well as information
technology and access to the built environments@&hbemes will hopefully be
highlighted this year, which is the European YeaEgual Opportunities for All.
Figures available from EUROSTAT show that, in 2082pple with long standing
health problems or disabilities made up 15 per oénthe total EU population —
over 50 million people in the enlarged EU.

Challenges faced

The challenges faced in promoting the inclusion pafople with different
disabilities are reflected in the Communicatiomirthe European Commission on
the situation of disabled people in the enlarged, E&lling for a structured
approach to disability mainstreaming. As proposethis communication, a High
Level Group on Disability is set up to monitor tlagest policies and priorities of
Governments concerning people with disabilities, gool information and
experience , and to advise the Commission on mstf@deporting in future on
the EU-wide situation. These challenges are alfected in the Opinion of the
Economic and Social Committee on Equal Opportusitier people with
disabilities, issued in January 2007, in which @w@nmission and Member States
are urged to move from a Disability Action Planatdbroad-scale EU strategy for
people with disabilities. In this Opinion, the EE$@lls on the Commission and
Member States to make information available on gpaattices and effective
approaches, and to actively follow the High Leveb@p on Disability guidelines
on mainstreaming disability in different policy ase



Purpose of the Regional Meeting

In concluding, Mr Buttler reiterated that the puspoof the meeting is to take a
step in the direction of gathering detailed infotima on good and promising
practice on inclusion of persons with disabilitiss vocational training and

employment. At the end of the meeting, he hopetttitere would be agreement
to collaborate in the systematic gathering of sudbrmation, and to set up a
multi-country and interagency network to collaberan this task, and to work to
produce practical guidelines for use in the enldrg& as well as other parts of
the world.

Mr Buttler closed his introductory remarks by themgk the sponsors of the
meeting, including the Cabinet of the SecretaryStdte for Families and for
Persons with Disabilities of the Belgian Federalv&oment, and the Centre
Technique National d’Etudes et de Recherches ssr Handicaps et les
Inadaptations (CTNERHI) in Paris and wishing pamaots very successful
deliberations.






4. THE PRESENT SITUATION

Mr Marc Maudinet, Director, CTNERHI, opened thesfisession of the day by
outlining some broader objectives for this meetimgpich include specifying
some of the ideas regarding the integration of grexswith disabilities into the
workplace that will lead to the more widespreadhrfolation of good practices.

4.1 Vocational training and employment of persons with disabilities —
The role of international human rights standards

Barbara Murray, Senior Disability Specialist, ILGeneva

To provide a backdrop for the day’s discussionpBeat Murray gave an overview
of the ILO’s international labour standards conaggrpeople with disabilities and
examined evidence on the implementation of theaedstds, ending with a
summary of the recently adopted United Nations @atien on the Rights of
Persons with Disabilities, which sets out to distlgabarriers to full inclusion.

Introduction

The ILO’s primary goal is to promote opportunitiésr women and men,
including those with disabilities, to obtain decesmdd productive work, in
conditions of freedom, equity, security and humagmidy. An important means of
achieving this is through ILO international labaiandards. These standards are
particularly relevant in the international legas®m because they are the result of
lengthy tripartite processes, going through manynds of negotiations before
being formally endorsed by governments, employedsveorkers.

Early ILO standards and persons with disabilities

One of the earliest international acknowledgemeftthe right of people with
disabilities to work opportunities was made by the€® in 1944. In the
comprehensive Employment (Transition from War t@ad® Recommendation
No. 71, 1944, the ILO stated unequivocally thatbied workers, ‘whatever the
origin of their disability, should be provided witfull opportunities for
rehabilitation, specialized vocational guidanceqining and retraining, and
employment on useful work.” Persons with disalatshould, wherever possible,
be trained with other workers, under the same d¢mmdi and the same pay, and
called for equality of employment opportunity forsabled workers and for
affirmative action to promote the employment of kers with serious disabilities.

The ILO went on to adopt a Recommendation on theational Rehabilitation of
Disabled Persons in 1955 which served as the lbasisational legislation and
practice in relation to vocational guidance, vomadil training and placement of
disabled persons for almost 30 years, until thepadio in 1983 of ILO
Convention No. 159 and the accompanying Recommimdiib. 168 concerning
the Vocational Rehabilitation and Employment ofdhiked Persons.

ILO Convention concerning Human Resources Develop(ho.142)

Like many other ILO Standards, the Human Resoubeslopment Convention,
(No. 142), adopted in 1975, supports the prinagblecluding disabled persons in
vocational training and related employability seed. This Convention states that
policies and programmes for human resource devedapnmcluding counselling
and skills development, whether in formal or infatrsystems, “shall encourage



and enable all persons, on an equal basis and wiithay discrimination
whatsoever, to develop and use their capabilit@swork in their own best
interests and in accordance with their own aspinati...” More recently, this
principle was reinforced in the Human Resourceseligment Recommendation,
2004 (No. 195).

To encourage, assist and enable persons with liiebio exercise their right to
work on an equal basis and without discriminati@onvention No. 142 calls on
member States to develop and implement open, flexamd complementary
systems of general, technical and vocational edutatducational and vocational
guidance and vocational training, including conitiguemployment information.
The accompanying Recommendation No. 150 spellsirowonsiderable detail
how the provisions of Convention No. 142 should dffected. Persons with
disabilities should have access to mainstream i@mwtguidance and vocational
training programmes provided for the general pdparaor, where this was not
desirable, to specially adjusted programmes. lbmenends that every effort
should be made to educate the general public, gm@@nd workers on the need
to provide disabled persons with guidance and itrgito enable them to find
suitable employment, on the adjustments in employméhich some of them
might require, and on the desirability of speciaport for them in their
employment. Persons with disabilities were, asafampossible, to be integrated
into productive life in a normal working environnmen

ILO Convention concerning Vocational Rehabilitateomd Employment of
Disabled Persons (No. 159)

The ILO Vocational Rehabilitation and Employment igébled Persons)
Convention No. 159 requires member States, in decme with national
conditions, practice and possibilities, to formelaimplement and periodically
review a national policy on vocational rehabilitetiand employment of disabled
persons.

Convention No. 159 sets out a number of fundamepriaciples which should

underlie vocational rehabilitation and employmealigies, highlighting those of

equal opportunity and treatment, affirmative measuwhich should not be
regarded as discriminating against other workangggration of persons with
disabilities into mainstream work-related prograrsna@d services, services for
those in rural areas and remote communities, tiaimg of qualified staff, and

the need to consult employers’ and workers’ orgations as well as

representative organizations of and for disabledsges (DPOs). The

accompanying Recommendation No. 168 details measunech should be taken
to promote equitable employment opportunities, udeig the making of

‘reasonable adaptations to workplaces, job dedigols, machinery and work
organization’, and outlines steps which should bken to ensure that the
consultative processes mentioned in the Convemtimk effectively.

ILO Code of Practice on Managing Disability in tiééorkplace

The ILO Code of Practice on Managing Disabilitytive Workplace (2001) was
drawn up to provide guidance to employers on pratctneans of implementing

! ILO Vocational Rehabilitation andEmployment (Disabled Persons) Recommendation
(No. 168), 1983.
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the types of measures contained in internationatruments such as those
mentioned earlief.While addressed mainly to employers, the Code Ishalso
prove of considerable benefit to governments, whitdly a primary role in
providing the necessary legislative framework fasrpoting equal opportunities
and treatment in the workplace, and to workersresgntatives, whose main
concern is to protect workers’ interests. The catstef the Code are based on the
principles underpinning international instrumentsd ainitiatives. The Code
should, accordingly, also help to inform the prptes and contents of the
employment provisions of the UN Convention on thigh®&s of Persons with
Disabilities, adopted in 2006.

What is the implementation evidence?

After a member country has ratified an ILO convemtihe government is obliged
to report to the ILO on its implementation, one rya#ter ratification and on a
five-yearly basis thereafter. The reports are sumed by ILO’s independent
Committee of Experts that supervise the applicatmfn Conventions and
Recommendations in ILO member countries. The Cotemitreports its
observations to the annual International Labourf@emce and, if needed, sends
direct requests to the government in questionddahér information or follow-up
action to the report.

The most recent analysis of the implementationL&f Convention No. 159 was
carried out in 1998.

The ILO Committee of Experts on the Application @fonventions and
Recommendations (CEACR) is one of two supervisagids with responsibility
for the regular supervision of the observance bynlder States of their standards-
related obligations Members of the CEACR, appointed by the ILO Goirggn
Body for a renewable period of three years, areoepgd in a personal capacity
among impartial persons of technical competence iadépendent standing,
drawn from all parts of the world. The CEACR revgetine periodic reports of
Member States on the measures which they have tekegive effect to the
provisions of Conventions which they have ratified.

In its report on a General Survey on the implenteraof the provisions of
Convention No. 159 and Recommendation No. & CEACR commented that
the principle of equality of opportunity and eqtylof treatment in employment
for disabled persons requires particular attentioan environment characterized
by global competition and deregulation of labourrkets, and emphasized the
applicability of the Convention to all Member State

‘Convention No. 159 is a promotional convention:séts objectives and lays
down basic principles to be observed in attainivent. Because its provisions are
flexible as to the attainment of its objectivesgdaccount can be taken of the
situation prevailing in each country. They can peli@d in all Member States,

2 |LO Code of Practice on Managimgsability in the Workplace, 2002.

® The other regular supervisory body is thenferenceCommittee on the Application of
Standards.

* ILO Vocational Rehabilitation and Employment ofsBbled Persons, 1998.
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regardless of the stage they have reached in #utivities for the vocational
rehabilitation and employment of disabled persons'.

Recalling the fundamental importance of consultetibetween governments and
the social partners, the Committee emphasized ¢hasulting representative
organizations of persons with disabilities on vawsl rehabilitation and
employment matters was a crucial element of theswltation process. It went on
to strongly urge Member States to promote the ftioneof truly representative
organizations of people with disabilities and toilftate communication between
such organizations and administrative and techioédles involved in vocational
rehabilitation.

Noting that governments had not supplied detaidorination on the situation of
people with disabilities living in rural areas amgblated communities, the
Committee observed that these persons are douelsted, by their disability and

by their distance from services available to theegal population and to people
with disabilities living in urban centres and hightted the importance of
community-based rehabilitation programmes in ftatilng the integration of

some disabled persons into the economic and ddeialf their communities.

Observing on a general trend in national practiomcerning persons with
disabilities towards the use of general servicesvérational guidance, training,
placement, employment and other related servicashwéxist from workers in
general, the Committee noted that this processahstreaming has contributed
considerably to changing negative ideas and a#égud regard to the place and
role of people with disabilities in working life dnn society.

In a final comment, the Committee emphasized thatimplementation of the
Convention’s provisions and the measures advoc&tgdRecommendation
No. 168 did not necessarily require vast resoutmgisgepended on a commitment
of the relevant stakeholders. In view of this dmel flact that both instruments take
into account the diversity of national situatiomsl a&onditions, it urged Member
States which had not yet done so to ratify the @atien.

What are the issues?

Despite existing national, regional and internagiolaws and other instruments,
and despite the activities of international bodesd the efforts of non-
governmental organizations, persons with disabditithroughout the world
continue to be subjected to widespread violatidrth&r human rights. This is an
undeniable fact. In the field of employment, thaitable statistics indicate that
the unemployment rate among workers with disaeditends to be twice or three
times that of other workers. Problems of accesshéo physical environment,
including transportation, housing and workplacesupted with still-held
prejudices among many employers, co-workers andyéineral public, aggravate
an already difficult situation. This is not to segy that there has been no
improvement. The significant growth in domestici-@mscrimination legislation
in recent years is encouraging, even though adoptia law does not guarantee
its enforcement. The persistent efforts of intaoratl agencies, and in particular
the ILO, in promoting equal opportunity and treatrtn@ employment continue to
make important inroads into the economic and sasxalusion of persons with
disabilities. If the provisions contained in theeimational treaties and other
instruments discussed in this report were fully lenpented, full equality and
participation for persons with disabilities in tlemployment field would be

12



achieved. This, regrettably, is not yet the case. geople with disabilities and
their representative organizations, there is motgetdone.

UN Convention on the Rights of Persons with Di il

The UN Convention on the Rights of Persons withaDiksties will provide an
impetus to Governments, employers’ and workersaoizations, DPOs, service
providers and other disability advocates to mowe disability agenda forward.
Adopted in 2006 following several years of negodiat the convention does not
create new rights, but rather elaborates in detalhow rights guaranteed by the
Universal Declaration of Human Rights, can be rpeali for people with
disabilities. Article 23 the Universal Declaratiogarding the Right to Work,
states that:

‘Everyone has the right to work, to free choiceeafployment, to just and
favourable conditions of work and to protection egh unemployment.
Everyone, without discrimination, has the rightaqual pay for equal work.
Everyone who works has the right to just and fasble remuneration
ensuring for himself and his family an existencetlyoof human dignity, and
supplemented, if necessary, by other means oflqmaitection. Everyone has
the right to form and to join trade unions for thetection of his interests.’

The Convention represents a major change in apprmawork and employment
for persons with disabilities, in that it prohibitgscrimination on the basis of
disability in all forms of employment, and calls states to open up opportunities
in mainstream workplaces, both in the public andgbe sectors. To facilitate
this, the Convention promotes the access of didapirsons to freely chosen
work, general technical and vocational guidancgammes, placement services
and vocational and continuing training, as wellvasational rehabilitation, job
retention and return-to work programmes. It willgheisabled people find and
keep jobs by promoting improved accessibility of rigaces, calling for
improved transport and access to information irttemi and electronic form. The
Convention recognises that for many disabled parsordeveloping countries,
self employment or micro business may be the @ipsion, and in some cases, the
only option. States are called on to promote sugpodunities. The right to
exercise labour and trade union rights is also ptedhin the convention.

Concepts of reasonable accommodation, accessilahity affirmative action,
underlying the provisions on employment, have bestablished in recent
legislation in different parts of the world, buearew in many countries.

Action to improve opportunities in work and emplaymh will be guided by
several of the general principles underlying then@mtion — the principles of
non-discrimination, equality of opportunity, acaeggy, equality between men
and women, and also the principles of respect fiberient dignity, individual
autonomy including the freedom to make one’s owsiads, and independence of
persons; and that of full and effective participatand inclusion in society.

Open for ratification from 30 March 2007, the Contien will enter into force
one month after 20 ratifications have been regster
4.1.1 Discussion

Discussion following the first session was based drestions raised by
participants regarding provision for training, dshble statistics, implications of
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globalization on employment opportunities for pesaevith disabilities, and also
on the major areas of friction between unions antpleyers organizations
regarding the employment of persons with disabditi

Mr Maudinet began the discussion by re-emphasikisgMurray’s point that the
UN Convention does not contain any new rights, tighlights those already
prescribed by existing human rights documents. Mutdnet also highlighted
that the European Action Plan highlights measuoepértners to take to address
remaining issues.

Quota systems

Commenting on a question regarding tensions betwegroyers’ and workers’

organizations about quota systems, Mr Stefano Oyi@onfederazione Generale
Italiana del Lavoro (CGIL), workers’ representativialy, said that a primary

source of conflict regarding quota systems stes fihe fact that that companies
do not respect the quota systems. It is of contemvorkers’ organizations that
employers do not comply with the 7 per cent quot#aly, despite reform of the

system reducing the original quota of 15 per c&wen when employers are
sanctioned, they do not comply and frequently eigrore the sanction. Non-

compliance is an example of bad practice.

Training for service providers

Ms Murray responded to a question regarding ILOvigions for training of
employers as future recruiters and managers, dktiagramework for employers
provided by the ILO Code of Practice on Managingability in the Workplace.
The ILO’s role is not to train employers, but tonwavith them to promote and
sponsor programmes that promote the Code of Peat¢hicough activities such as
sensitization of employers on disability issues ahe& business case for
employing disabled workers in partnership with emypl organizations and
supporting the formation of employer networks osadility, in Asia, and Africa.
The ILO Code of Practice on Managing Disabilitytlre Workplace, like that on
HIV/AIDS, promotes a tripartite approach in the Wwaeace, underlying the
important roles played by trade unions, as wellgagernment and DPOs, in
addition to employers, who are the main targetenuct of the Code.

Available statistics

A guestion was posed about the need for statistidhe employment situation of
persons with disabilities. Ms Murray said that #shbeen very difficult to get
reliable statistics comparing employment rates betwmen and women with
disabilities. In the EU, statistics show that 52 pent of disabled persons are
outside the active labour force - many have enti@bandoned the idea of
working, or even of working towards employment kt $tatistics also show that
more women are receiving social security benefiis.Dominique Velche,
CTNERHI, added that statistics do occasionally higi the discrepancy of
employment rates between men and women - for ex@mpFrance women with
disabilities who have higher educational levelseness likely to get jobs than to
males with disabilities and the same level of etlana Despite the tentative
nature of available statistics, it is clear thatnvem with disabilities are at a
comparative disadvantage compared to men with iitsed who experience the
same degree of disability.
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4.2

Implications of globalization

In response to a question on the impact of globatn, Mr Buttler said that the
clear tendency is that if people lose from glokalon, the most vulnerable
groups will be the most greatly affected. Globdlmais effects on sectors affect
women to a particularly high degree. As persons wisabilities are increasingly
integrated into mainstream vocational training @maployment systems, it will
become less possible to determine whether exclusi@result of disability as
distinct from gender or qualifications. Nonetheldgbg political consequences are
clear on this issue of mainstreaming — account rbestaken of the changes
arising from globalization.

Lifelong training: A new cultural approach - th e relationship between
training and disability

Gérald Bogard, Association pour la formation praiesnelle des adultes (AFPA),
France

Mr Gérald Bogard introduced his discussion with @malogy referencing an
exhibit outside the Place des Nations in Genevalarge chair with three legs
which still remains standing. This analogy was usedonclude that there is no
set concept or way of looking at the issues, amdidmg too much on certain
models may be too simplistic.

In his discussion, Mr Bogard began by emphasisimgt tan investigation is
pertinent, and should be systematically conduabedetermine the disparities as
well as similarities between both national systeand partnership arrangements
to, for example, create and improve the complenitie® needed in vocational
training and employment systems.

What is disability and who are we talking about?

Is the disability an integral part of the person?dct, nothing could be further
from the truth! “Disability” is a social construc category manufactured by
specific institutional and administrative approachin all the Member States,
disabled persons are the subject of specific voealiintegration policies. But

each Member State has defined “disabled personsitsinown way. Some

countries use the criteria of a physical, sensergnental handicap to categorize
the workers concerned, while others have recourse“hegative” definition and

speak of people who cannot find employment in nboaditions. Each national

case is the result of hierarchies of values, sqmiafection choices, institutional
constructions and the action of specific sociaygta. As a result, the figures vary
widely. What does it mean to say that one in evleoyisand workers in Portugal,
Italy or Greece is disabled, three in every thodsenFrance and 12 in every
thousand in the Netherlands? Variations in Europigames is due more to totally
different methods of evaluation and counting tharthte performance of health
and case management systems.

The World Health Organization (WHO)’s work providaegreat deal of food for
thought, in that it defines disability as the oum® of interaction between
personal — namely social and contextual — and enmental factors, meaning
those generated by how a society functions. Inrotferds, disability is not an
individual failing; it is the outcome of difficultis encountered by an individual
struggling with a poorly adapted environment. Tingividual is in a situation of
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disability. Defining disability can be difficult,gsticularly since disability is not
the person, but rather depends on the situatione¥ample, a person who uses a
wheelchair, and has a ramp along with everythireged to function in daily life
is not disabled, in his or her while a person wheaks a leg skiing and lives on
the sixth floor is. Disability can result from tlaecumulation of elements, which
make a person disabled in his or her environment.

Finally, situations of disability change over tineegrowing number of companies
have to deal with disabilities in that they conénto employ staff who have
become handicapped in the course of their workiivgsl as a result of
occupational or other accidents and illnesses.h&sage pyramid changes shape,
companies will have to manage more and more newatgins of disability.

The main point to bear in mind is that people wligabilities are not a small minority
of the EU’s population. According to the lowesirasite, they account for 11 per cent
of EU’s citizens. That figure would no doubt hawebe expanded to include people
with cognitive difficulties and people who do nolj@y full physical capacity but are
not truly disabled in the classic sense. And it tnlaes born in mind that disability
statistics are always changing, because while spewple are born with a
disability, many people incur a disability laterlife, resulting from, for example,
HIV/AIDS or as a result of an accident. It musbake recalled, in using statistics to
plan and develop training programmes that they wklagk the variability, “the
various shapes and sizes”, which should must serekeitmotifin planning.

The changing economy

In today’s economy, people have to be qualified amdgrated. But in what
framework? Socio-economic relations are shiftingd ahere are sweeping
changes in the production system in terms of boticsire and governance. New
ties are being forged between what is global arél]owhile the division of
labour is changing worldwide. The transition frasbdur-intensive to technology-
and information-intensive production systems pkagkecisive role.

The economy has become largely service-basedngasgrious questions about
vocational integration. Work is changing in naturegquiring increasingly less

physical strength and increasingly more “brain poWwe€he industrial model is a

thing of the past. Competencies are now relatigguiring workers to constantly
be learning new skills. Wage-earners are beingwaged to master a variety of
skills so that each can perform several tasks apthce another as required,
without having to slacken the pace of the throughpiverywhere quality has

become a priority requirement, and the demandkided labour risen sharply.

This means workers have more skills and are giveatgr responsibilities, but

also that they are under greater pressure to bduptive. This is an integrative

process, which should not be rigid. Adaptation emddaptation suggest adapting
the worker for the job: however, jobs change tokjy for this to be reasonable.

A more useful approach will be to give individudlse means to develop

themselves. The fast pace of technological progeesk professional mobility

imply that future wage-earners need the intelldctiaerewithal to adapt and

change, not only jobs, but fields and careers ds we

Recognizing competence

More and more, training systems are called on tetmpeduction imperatives by
helping to develop skills that far exceed the soofprmal learning and require,
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if they are to take root, experience of all aspetige in society. A consensus has
thus emerged as to the minimum definition of corape¢ and how to make it
operational in context, in order to specify itsldi of efficiency and hence its
degree of transferability. This approach is paltéidy important in that it affords
another way of seeing unqualified jobs and makivegr a part of the momentum
for change. When “unqualified” jobs are discredjtadt only are skills denied,
but the idea is also conveyed (often taken on bythge-earners themselves) that
their skills are not transferable to more valuedivdaes or that they are an
inadequate springboard to further training. In magals, particularly those
deemed to be unqualified, it is the skills and da acquired by experience and
consolidated over time by repeated action in difféicontexts that are decisive in
defining professionalism. It would be effectivedevelop systems that give credit
for skills obtained through jobs traditionally catered less qualified and to
identify transferable skills which can serve as aans of accessing further
training and more valued activities.

Lifelong learning

Education is no longer everything. Changes in g the labour market require
that the system be managed with different proce3$esobjective is to transform
training systems, so individuals are trained taisidfhroughout their entire lives.
The challenge for training is to teach individutdsmaster constant technological
development.

In this world of constant change, the skills thelvesg are not as important as their
“implementation at work.” Initial training, no matt how sophisticated, is no
longer the passport to lifelong employment. Quite ¢ontrary, vocational training
has become a key component of employment changadaptation. Of particular
relevance to this process are factors regardiraptiment.

The concept of lifelong training is predicated @tanstructing education and
training systems while taking into consideratiorctéeas and requirements
resulting from changes to our economic and prodactystems.

Studies show that there is a considerable fallnipleyability for those over the
age of forty-five, and little to no opportunitiesrftraining exist. Furthermore,
training opportunities are essentially non-exisegter the age of fifty-five. What
is learned in school is not sufficient training fife. Yet “lifelong training” is far
from being anything more than a concept, and resntiia foundation on which
many experiments are being built.

Implications for the inclusion of disabled persons

Is there room for the weak in more competitive ernies? The evaluation of
traditional policies for disabled persons gives® rie doubt. The Europe of the
Lisbon process is betting on an increase in thel@ment rate that is hard to
reconcile with increasingly selective labour masketin which physical
appearance and good health are overvalued. Ther-gondéfication of the
majority of disabled workers, results in a redutechployability” in the labour
market. This is compounded by stereotypes andiaéts held by the company.

The objective should be to use the individual'srilagtable capacities and
potential in paving the way to autonomy. Integnatéads exist but there is a need
to develop a true engineering approach to socidlameupational integration that
is closely linked to lifelong training. Effectivenplementation of lifelong implies
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a heavy investment in terms of innovations in firagnand experienced
professionals.

Helping someone find employment implies taking aectoof the additional
constraints they face: physical aptitudes, indigidcapacity and skills, mobility
and flexibility in terms of the job and its socioemomic environment.

What changes are required?

The approach to social and occupational integrationst be completely
rethought. Modifying this state of affairs does nawvolve merely budget
transfers, but restructuring and recomposing tretesy, professional practices,
teaching content and methods, and so on. Competerperience, certification
and structuring of peoples’ working lives are thaimindicators of successful
restructuring.

Redefining the links with the company must beamind the businesses’ needs to
remain competitive; employers will therefore be @&nmed with economic
impacts. Working with employers should also involwecruiters. Presently,
recruiters tend to recall outward characteristicsarthen capacity for performing
the tasks of the job, presenting the tremendoulieciyg of fighting stereotypes
and a generally low tolerance for disability.

The framework of lifelong training, although stiry superficial, appears to help
put in perspective the knowledge acquisition din@ns terms of guidance and
certification. What is even more lacking is forwapthnning and innovative

solutions. The management of disabilities mustdweewed in a more social and
forward-looking context overall.

Little is known about the integration of workersthvdisabilities into small and

medium-sized enterprises (SMES) in Europe; howdkiey, make up a majority of

the production system, and could be a prime targentegrate persons with
disabilities into the open labour market. Mistale@e made by regarding SMEs
the same ways as large corporations. For exampleirtg can happen differently.

One new and innovative way to structure trainingldde on a peer basis.

The new qualifications model reverses the appraackvhich the individual
adapts to the organization of the company. This ehdés been based on the
observation that, in an economic crisis, enterprisge people with higher
qualifications for posts that had previously beeridhby people with lower
gualifications. This process is tantamount to tlagimalization of those with low
qualifications, whether they are already outsidedbmpany or risk becoming so.
This phenomenon calls for a need to modernize thanization of labour, reverse
the process, and bring about the vocational integraf the less qualified.

Competencies confer a concept for lifelong trairamgl validating the experience
acquired. Today individuals look for a secure capagh, and no longer a secure
job. To adjust to these trends, training systemstrbegin working more with
companies and individuals on career developmesgdan a model of giving the
individual the means needed to develop a carestead of merely adapting the
individual to the company. The objective will bettain individuals in the skills
needed for their career through this new approaskedon lifelong learning.
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Additional questionsto consider

Other questions which require attention in imprgvinaining opportunities for

people with disabilities are: how to improve cooation; how to plan policy for

the creation of jobs in areas that correspond tpleés needs; how to engineer
true “integration” and not just “training”; and howo heighten employer

involvement.

4.2.1 Discussion

In the discussion session which followed this pméstgon, participants raised
questions concerning the components of effectivdugion, including quotas
systems, the business case for hiring persons distbilities, the need to adapt
training system to meet the needs of labour maget, means of identifying and
developing employment opportunities for person$wisabilities.

Quota systems

Ms Isabelle Mérian, FAGERH, a Paris-based natioma&twork providing
guidance, training and placement services for peojith disabilities, commented
that companies frequently approach recruiting agsnseeking any disabled
person to hire, so that the companies are in camgd with the quota
requirements. This as a starting point is not ay \gvod approach. A better
approach is for the recruitment or placement ageaayatch the skills required
for a given job with those of a prospective empiyéhereby making the
placement based on the skills of the individuale Tdbjective is not to hire a
person with a disability in a hurry, but to hire mageople with disabilities whose
skills correspond to the needs demanded by the job.

In response to the issue of quotas, Mr Bogard pdiout that, in France, quotas
have not been connected to individual jobs, biterato the degree of difficulty of
the job, corresponding to the degree of disabilityere have been interesting case
studies on the topic, specifically studies whicltu® on the accumulation of
disability (e.g. when an elderly woman has sevatellectual disability). This
approach has meant that companies look at the wfsdisability more broadly.
Research should examine the needs of companies,trendeasons why a
company might wish to the requirement to hire a@emwith a disability.

Business case for hiring persons with disabilities

Mr Francisco Arnau Navarro, Permanent Mission c&iSgo the UN, made the
point that, in a capitalist society, businessesdn@emake money and are not
charities. To come up with solutions, the propogkdform will need to look at
economic aspects. Managers see matters from econmenspectives. “Decent
Work,” moral values are basically European. PerhApm or Africa have a
different concept of work. International organipas, such as the ILO, need to
address the economic arguments, since there arg statistics that indicate there
is no need to deceive employers on the benefitenoploying persons with
disabilities. Studies are needed that look at tbhenber of workers who are
disabled in employment, programmes, and also |ldothe budget, in order to
convince capitalist companies that meeting cedtandards will make them more
profitable. The delegate recommended that ILO wetating to disability should
link to activities on corporate social responsiiili
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4.3

Adapting training systems

Mr Buttler, ILO EUROPE, said that in addition toagding the training system to

the needs of labour market, there is a correspgndéed to develop individual

capacity to adapt, where the main objective ofriear is to learn how to learn.

Current training systems are presently not welpéethto the workplace because
they are not well adapted to learning, or teaclpiagple how to learn. The current
objectives of the ILO Skills and Employability Depaent include:

Identifying work opportunities for people with disigties

Mr Robert Bechina, Austria, pointed out that intromhg incentive measures for
employers, introducing laws and developing skillsrebt necessarily lead to jobs
and work places for disabled persons. Researcleadead into innovative ideas,
including monitoring and reporting, a topic of irdst to the EU.

Mr Bogard pointed out that identifying actual fuocis for a specific job will lead

to job generation and give answers to individualpleyers. For that, further

research will be needed to assess jobs from graymdbased on functions
identified. Once this is done, there should be reo®mmploy experienced workers
as well as those with no experience and thosewaitying skills levels.

Social representations, training and employment of persons with
disabilities

Michel Mercier, Department of Psychology and Fagwit Medicine, Namur
University, Belgium

Mr Michel Mercier opened his presentation with arerwiew of the theory of
social images, which aims at understanding howethesmges work in society.
Social representations both impede and facilitageetmployment of persons with
disabilities. Training should aim to act on the edmg and facilitating factors.
Social integration is dependent upon opinions #rat based on social images.
This takes place on various levels, including thecro-social, the meso-social,
and the micro-social.

On the macro-social level, representations are rgéew by the positions of

international organizations. Examples of measuted tevelop international

positions include positive, or affirmative actiansdeclarations. Some view these
actions as a source of reverse discriminationctffg social representations of
workers who are disabled in an impeding way.

The WHO has introduced the International Clasdifica of Functioning, and
identified the concept of social participation. THeO has introduced this
platform for communication, as well as the GLADNR&twork, both which will

look at how social representations can be takemantount when implementing
positive action measures, in order to design acdessall. The ILO also

collaborates for the development of training progrees for both public and
private employers and workers in order to changebtcepresentations.

At the meso-social level, social representations generated by and within
employers’, workers’ and disabled persons’ orgaiona (DPOs). According to
available studies, employers tend to represenbpsrwith disabilities as lacking
in skills, having low value, yielding loss and |gwoductivity. Employers also
perceive many administrative obstacles to hiripgeson with a disability.
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4.4

Workers’ organizations have contributed to negasiveial representations, in that
positive action targeting people with disabilitibas been perceived by other
workers as additional privileges. These social espntations must be changed
through education and action to raise awareness.

When it comes to DPOs, people with disabilitieselinélize negative social

representations and often consider themselveswsrthy of access to work, and
perceive themselves as less qualified. People disabilities thus often put

themselves in the victim’s seat. DPOs can bringuabchanges in social

representations through action to raise awaremasg@ucation, and by setting up
empowerment groups. Campaigns set up with assmesgain order to change the
social representations have been effective.

At a micro-social level, positive action includesorkplace and architectural
accessibility, as well as access to human resalgpartments, recruitment, and
selection tests, in both the private and publictecAdditionally, adapting

workstations includes measure to develop technglaggasures to ensure
awareness of available technology, and actionfaynmthe public at large.

Making employers aware of their responsibility,aingh tools such as quotas, can
induce public and private employers to realize astume responsibility.
Frequently, once a company recruits and hires @nsop with a disability, and
the appointment is successful, the company wililuit@and employ other people
with disabilities. Research shows that more pewaplle disabilities are employed
in countries with quota systems than in countriethout. Further research is
needed to compare data on quota effectiveness amnBogopean countries.

In-house coaching and mentoring is another posiiegon measure that will

facilitate the employment of persons with disal@it Programmes must coach
people in finding jobs, keeping jobs, or going baokjobs. In many cases,
coaching promotes employment sustainability, and abso facilitate further

integration into a company.

Allowances and taxation are other measures thalitdése or impede the

employment of persons with disabilities. Exampleslude subsidies, grants, as
well as other fiscal measures. Welfare benefits @ten an impediment to

employment. Also, problems arise when subsidiegrants are linked to the
aggregated spouses’ income, known in Belgium a$pitiee of love.”

The facilitating measures outlined are in line witle objective of the European
plattorm and the framework for its implementatiofhe European platform
should take account of the broader issue of soe@lesentations with regard to
the employment of persons with disabilities. Congyachanging attitudes can
and must be addressed by means of training andeaess-raising which should
focus on changing and influencing social repregemts.

Data on disability on the path to integration: Handicap >> Training >>
Employment

Dominique Velche, CTNERHI, Paris

The attitudes of employers, co-workers and the iggéngublic are central in
efforts to reduce the occurrence and incidencenefdiscrimination people with
disabilities face in employment. But this is onlgifhof the problem. Today, the
worker must also have the appropriate level ofl,siwhich must be regularly
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maintained and developed. An examination of wayshich individual European
countries include training policy as tools, allowssto understand the role training
plays in the measures to improve the vocationagiration of persons with
disabilities.

There is a widespread lack of training among peysaith disabilities. Evaluating
the extent of the problem through international wioentation and comparative
data is more difficult than it may seem for seveessons. First of all, it is not
easy to define such a diverse population. An inetuglefinition that would
facilitate evaluation is further complicated by tii&ct that countries have
historically used varying definitions. An additidneomplication arises from
differences between education systems and thengaigipact the same level of
education can have on different individuals, theuwtcomes and concrete
circumstances. It is also difficult to identify imang deficiencies across countries,
for similar reasons.

A deficit in training presents a major disadvantégen the outset when it comes
to obtaining employment. Training deficits are ttesult of several processes.
First of all, children with disabilities are ofteiar behind in school, and this
impedes their access to vocational training. Tagsih skills may be due to the
disruption of studies in connection with time spentherapy, or may be a direct
result of difficulties in communication or compreiseon of class work.
Regardless of the source, there is frequently drgap the outset.

The initial deficiency is compounded by inequatitia access to further training,
either due to discrimination in connection with tla@our market perception of
persons with disabilities, or more generally beeawsly too often, persons with
disabilities do not have the level of educatioruiegg to gain access to vocational
training that will lead to qualification.

A good level of training would facilitate accessetmployment. Many statistics on
the working population as a whole show a strongetation between the level of
education or skill and the employment rate.

Since many unskilled jobs are now being eliminatedhe result of globalization,
it is becoming particularly difficult for those wibut marketable skills, or those
whose skills have lost value, to find or retainoh.j These persons, including
many people who experience a disability, have tomete with people who have
higher qualifications or who are younger and haswly acquired skills.

Research on access to employment focuses extgnsivekegulations concerning
non-discrimination. More extensive problems arisemf insufficient training,
however. The notion of discrimination and accessrtgployment only works if
people have the same skills. Non-discriminationslaat have been passed only
prohibit discrimination in employment where equkills are present. Even when
the law is applied, the labour world effectivelyckides those who have a
disability, not necessarily because of their fumzal disabilities, but because of
their level of training, which is inadequate orledst uncompetitive. Vocational
training can thus be an effective strategy for iowprg the situation of disabled
persons in employment.

® See, for example, OECD (2006) Education at a G006, Tables A8 ff.
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4.5

Different countries and cultures face differentuess when it comes to research,
data collection, and making recommendations. Assalt, strategies pursued may
differ from one country to another, in terms of ealion and efforts to
mainstream children with disabilities. Some cowsrimay have policies to
integrate students with disabilities into genedio®ls, while others may not be
nearly so advanced in educational policies. Acecydio research in Sweden,
children with disabilities leave integrated schoolgth skills training and a
diploma. Strategies to ensure that young peopld witabilities acquire an
adequate level of initial training should includhe tabolition of age limits that are
often imposed for completing a training course.

In terms of employment, some countries have welkligned mechanisms to keep
people in employment, or compulsory adaptation wmmess In  such
circumstances, employers might be firmly invitedl, not obliged, to plan,
evaluate, organize and support the rehabilitatiotmer workers with disabilities.
In Sweden, for example, vocational rehabilitatisrcompulsory for persons with
disabilities themselves, meaning they are onlytledtito receive benefits if
rehabilitation is impossible.

There is nothing more controversial than the qoastif sheltered employment.
Some countries, such as Austria and Portugal, aliytureject this form of
employment completely, while other countries, sashthe United Kingdom,
Spain or Ireland, try to find alternatives to redwheltered employment or limit
its expansion. In yet other countries, such asNatherlands, Sweden, Germany
and France, sheltered employment plays a decisole m employment
opportunities for persons with disabilities.

The fact that people with disabilities do not malea homogenous group affects
the standardization of approaches. Sheltered emm@ny establishments can be
regarded either essentially as places of employnoents places providing
training and development towards mainstream empdoymalthough these two
functions are not necessarily compatible. In Irdlafor example, the role of
sheltered employment establishments is essentallgrovide training. Several
schemes promote access for people with disabititiesnployment in mainstream
settings by combining support and training witllsi In the United Kingdom, on
the other hand, th&Vorkstep programme is offered as a real alternative to
sheltered employment rather than a transitionalitrg opportunity.

Supported employment is another form of employntkat can be viewed as a
complement to sheltered employment, in instancegravhit is an initiative
designed to contribute to the efforts to help pedpld and retain a mainstream
job. Supported employment can also be viewed adtamative to segregated or
sheltered employment.

Despite the difficulties in developing a standampraach, one point is clear:
higher education correlates with a higher employimate.
Discussion

The discussion session which followed Mr Velchergsentation focused on
points arising from both his and Mr Mercier’s paper
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Defining disability as a universal issue

It was agreed that access is a global problemtaitgeveryone. Further research
will need to take the dis/Ability continuum into @int, since everyone either
already experiences disability or is likely to estpece disability in the future for
many potential reasons, but primarily due to agilmitiatives must promote
solidarity between those who have an existing disalnd those who do not.

The business case for hiring persons with disadsslit

New approaches to the topic of the employment shlded persons must be
backed by research. Mr Velche provided an examgdleh@~v to rethink
profitability and output of workers. If a person eavhas a disability produces less
than others, the rate can be calculated. Someone bea20 per cent less
productive, for example, than an average workehdagh it is difficult to define
what or who the average worker is). Economic reseahows that after five
hours of work, the average worker is less prodectA person with a disability
could replace the average worker at this point, l@ngust as or more productive.
It would be highly relevant to analyse productivatyd how this is dealt with in in
policies.

Sheltered employment

Ms Murray suggested that supported employment eavidwed as an alternative
to sheltered work, and serve as a bridge to opeplogmment in the range of
options available. The commitment to enable pewopth disabilities to work in
the open labour market, reflected in the UN Coneendn the Rights of Persons
with Disabilities, is likely to give rise to increed attention to developing
supported employment as a means of making curreetiyegated systems more
open and inclusive.

In response, Mr Velche noted that many countriescarrrently doing this. For
example, the United Kingdom is replacing shelteedployment with the
Workstepprogramme to move away from protective employmidetadded that a
range of systems for vocational training and empieyt of disabled persons exist
and that these need to be examined and documented.

Avoiding the “Benefits Trap”

The Benefits Trap is a familiar theme and issumamy countries. There is a need
to pool information on fiscal incentive measuresl dheir impacts. Issues to
address include the fact that social security atiteroallowances frequently
provide income support which is higher than incdmoen employment. Social

security and allowances are typically considereshfer income than wages or
salaries and people fear giving up the more sealimvance for insecure

employment, with a risk of losing the job, leaditggtotal loss of income. An

additional issue is that disabled people orgaromatiare often afraid to promote
activation towards employment because of the contleat those who do not

apply will be discriminated against.

Some potential solutions were discussed. In Fraioceexample, new laws allow
an accumulation of income, providing people witkadhilities a chance to gain
work experience without losing income linked to WwoBelgium’s aid is an

integrated aid, which might help to combat soméhef‘benefit trap’ issues. The
United Kingdom offers tax credits, where peoplehvdisabilities are permitted to
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work up to 16 hours and remain entitled to bengfitpviding security to
individuals as well as their families.

Mr Bogard pointed out that a study on images ofppeaevith disabilities found
that working as a volunteer is frequently seendirg more social value, than,
for example, working in a factory. This suggestattit may make sense to
promote voluntary work, where people with disal@$tcan add value and gain
experience. A “universal allowance” might promoteyide income to work as a
volunteer or for other types of work.

25






5. VOCATIONAL INCLUSION OF PERSONS WITH DISABILITIE S:
THE COMPONENTS OF EFFECTIVE INCLUSION

5.1

Moderated by Barbara Murray

Pathways for students with disabilities to tert iary education and
employment

Katerina Ananiadou, Analyst, Organization for Ecomo Co-operation and
Development (OECD) Directorate for Education, Paris

The OECD is leading a relevant research projed@rmalysing Pathwaygocussed
on students with disabilities in transition fromcsedary education to tertiary
education and employment. The period of transitfivom education to
employment is one in which all individuals — nostjypeople with disabilities and
other vulnerable groups - have to resolve certssuéas. This period is further
intensified by today’s changing labour market.

Vulnerable groups face even greater risks of béimther marginalized during
this phase of transition. Frequently, a person waithisability is unable to live his
or her life as flexibly as a person without a diBgbmight. This brings more
compelling pressure to plan pathways well in adeanc

Analysing Pathwaywwill examine the effectiveness and quality of Bnknd
coordination between higher education and vocatimaeing systems. The study
will look at opportunities to forge pathways andrease continuity between
agencies and across sectors, including those {nkiealth care, education,
employment, and other sectors that are necessasydoessful transition.

A lifelong-learning approach will be a fundamentaasis for this study.
Additional aims of this programme include empowgrindividuals to enable or
disable policies and practices. Empowerment hasngtrimplications for
education, particularly because of how it affedtgdents’ self-perceptions, and
can increase their capacity to learn how to le&illssthereby enabling students
to update their own skills once they have enteneddbour market. As discussed
in morning sessions, this lifelong learning apploae critical, particularly to
updating skills as required by today’s labour marke

Analysing Pathwaysis a longitudinal study based on tracking change,
effectiveness and impact of processes on situatimes time. The study will
focus on many dimensions of independence, inclufimancial and residential
independence, and not just employment and acadmrtéomes. Another relevant
outcome, for example, may stem from research ragardhe impact of
technology for students. The study will consideoremmic factors and political
outcomes with a view to transforming current untierdings of inclusion.

Twenty countries were represented at an OECD ngeétinFebruary 2007, to
discuss potential participation in this researchdisctussion which is on-going.
Details of the research methodology will be finatizonce a decision is reached
on participating countries.

27



5.2 Benchmarking inclusion

Christine Evans-Klock, Director, ILO Skills and Eloymability Department,
Geneva

Ms Evans-Klock noted that this is a time of greadrmge, with the emergence of
the knowledge society, the development of globtbma and technological
change, all of which have significant implicatiofer the labour market in
general, and for employment opportunities in pattic Sometimes the changes
are positive, but in many cases, they are negafiseexample, when certain low-
skills jobs disappear due to automation, or arpldced to other countries due to
international competition, and the skills requirenseof available jobs increases.

In this knowledge society, it is the individualkilss and capabilities, along with
investment in education and training, which coostitthe key to economic and
social development. Education and training assesipfe in the escape from
poverty by raising their outputs. Enterprises &saefit through the improvement
of their productivity and competitiveness in glabat markets.

In this society, persons with disabilities must éaaccess to education and
training in marketable skills to facilitate entry tlecent work at the start of their
working lives. They must also have access to edutaand training on a
continuing basis, in the form of life-long traininiproughout their working lives,
to maintain decent work. This is far from realifgr all disabled persons, today,
even in countries which have held this as a paog for many years

As these changes are having effect, there hasd&amamental shift in the way
in which disability issues are viewed by policy raek which has resulted in a
transformation in the way in which programmes aad/ises are designed and
delivered. Disability issues are now being regardetteasingly as issues of
human rights, rather than individual issues or wedddroblems.

The new UN Convention on the Rights of Persons Wisabilities is a strong

statement of this approach, as it calls on statespen up opportunities in
mainstream workplaces, both in the public and pesctors, as distinct from the
past where workers with disabilities were often mpeyed or worked in

sheltered workshops. The Convention also promoles dccess of disabled
persons to general technical and vocational guslgmogrammes, placement
services, vocational and continuing training, viowal rehabilitation, job

retention and return-to work programmes.

The goal of full participation of persons with diddies underlying the
Convention is already anchored in national poligyd degislation in many
countries, and will become even more widespredddarcoming years.

To facilitate this process and to monitor the dffemess of training provision and
employment promotion for people with disabilitiese need to know what
vocational training institutions are doing at pregsend what more they need to do
to effectively implement the new policy of inclusioWe need to document good
and ‘promising’ practice in these areas.

Further research will be needed to identify thechemarks required in the training
field. Some examples of the kind of information tthreeeds to be gathered
includes:
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» Have training institutions developed a written &gy on inclusive vocational
training, and how is ‘inclusion’ defined?

» What changes, if any, have been made to the tgacentre rules and
procedures to facilitate the attendance of peojtle avsabilities?

= What introduction training and on-going support haen provided for training
centre management, instructors and other staéinsoire adequate preparation
for the introduction of an inclusive approach?

» What has been done to improve the accessibilithefraining institutions,
inside and out, and to make information availablagcessible format?

» The question about costs is inevitable in any ayuitoes the introduction of
an inclusive approach involve additional costs, ifusd, how are these
funded?

» What role do the former special training centrespfersons with disabilities
now play?

Much could be learned from comparable informatiartfeese and other aspects of
vocational training institutions, and from systeiwaty gathered information on
the effectiveness of these centres in cateringigabted trainees — in terms of
successful completion and subsequent career pdiis. ififormation — would
enable other agencies which newly adopt the p@mal of inclusion to build on
this experience.

Other questions for further research regarding eympént of persons with
disabilities, some of which have been addresséemay’s discussions, include:

= What employment options are open to job-seekells av#abilities?

=  What supports are provided to enable and encoyraigens with disabilities
to take up employment?

= What incentives are in place for employers, andtwhpact have these
incentives had?

=  What statistical information is gathered in eachrtoy to monitor the
employment situation?

These and other questions will lead answers whithbe beneficial to policy
makers and service providers everywhere.

In terms of the ILO’s role in the process, oneld ways in which the ILO works
to promote equal opportunity and treatment for raed women with disabilities
in training and employment, is through the develeptrof knowledge on good
and ‘promising’ practice in disability policies, ggrammes and services. The
information gathered in this way is used in theppration of good practice
guides, and in the provision of policy advice.

The ILO has published several practical guideshi drea of job placement of
persons with disabilities, and these have beerslatad into many languages and
customized for different regions of the world. THeO has also prepared
guidelines on rights-based legislation concerniagspns with disabilities, which
have similarly been translated into numerous laggsa The ILO recently
commissioned surveys on skills development for gesswith disabilities in
several countries of Southern Africa, and carriatiareview of good practice in
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5.3

skills development through community-based rehtabitin in countries of Africa,
Asia and the Middle East. This work has been cdrowt in partnership with the
Government of Ireland, as well as the GovernmehEamders and Finland.

The question of inclusive vocational training, paded through ILO standards
since 1955, is one area of priority, and given thet approach has been in place
in some countries for a number of years by nowg iimely for the Office to take
part in a systematic review of experience in tieddf with a view to producing
practical guides for widespread dissemination tghothe ILO’s global tripartite-
plus network. In the same way, the Office attacpesrity to gathering good
practice examples in the area of employment.

The ILO looks forward to hearing the views of catleies on these topics during
the discussion, and would also look forward to fetoollaboration with some or
all participants of this meeting, if such collakara is agreed on by the end of
this meeting or in its aftermath.

Discussion

The discussion session following the first two preations in the afternoon
session focused on current initiatives being cdraet internationally, and other
practical topics which need to be researched.

Relevant initiatives

Mr Patrik Kuusinen, Ministry of Labour, Finland,idahat research had been
initiated in Finland to examine the effectivenessproaches used. He felt that a
tripartite approach to research such as this wbelleneficial.

Ms Hanna Schelz, Federal Ministry of Labour and i8oéffairs, Germany,
informed delegates that Germany plans to hold decence on 11 and 12 June,
based on three topics that will include the “Intdggm of persons with disabilities
in vocational training and the labour market.” M$h8lz added that she would be
happy to inform the Conference about the 9 Marclgidtel Meeting and its
outcome. The Conference will also involve a minmislegathering to discuss the
UN Convention and Member State steps to comply itith

Mr Leo Sheedy, Department of Enterprise, Trade &mdiployment, Ireland,

informed delegates of the new national disabilihategy, developed through a
consultative, tripartite forum that helps to setopties regarding job search,
retention, and support. Indicators in Ireland argently under consideration, but
not yet developed. In 2002, thability Award went to an employer who had
demonstrated excellence in developing good practiaed promoting these
practices among other employers.

Additional research topics requiring attention

Delegates agreed that information needed to beegathsystematically on a
number of topics, including:

= Jobs available in the market.

= Skills and qualifications of people with disab#iiin various fields,
such as communication technology.

= Future directions in vocational training

» Vocabulary used, in the context of context anduralt

» Indicators of good and bad practice, and conditfonsuccess.
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Tripartite-plus approach

Information gathering and other research exeragbhesld draw on involvement of
social partners. There are many perspectives iedolincluding those of from

employers, unions, individuals, and policymakerssdciation of employers and
trade unions play an important role in identifyiggod as well as bad practices.
Without their involvement, that of employers andnagers, as well as that of
disabled persons and their representatives, it matl be possible to compile a
clear, comprehensive picture of what really constg good or best practice.

Dissemination

Information on good or promising practice in incWgs vocational training and
employment will need to be disseminated to as widgoup as possible through
projects, the training of trainers programmes, #mwdugh workshops with key
people, trainers and advocates. Relevant, welfdedi practical guides and other
tools, including videos, would need to be preparedensure that the good
practice information can be widely used in the giesif policies, programmes and
support services in different countries.
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6. AGENDA FOR ACTION

6.1

Moderated by Hugues Vlemincq, Assistant Directdfic® of the Secretary of
State for Families and Persons with Disabilitieg)dum

Establishment of a platform for reflection and the exchange of
European experiences on the vocational integration/ inclusion of
persons with disabilities

Hugues Vlemincq

Mr Vlemincq felt that an effective platform for comunication was essential for
co-operation between all stakeholders, and betwkeerauthorities involved in
promoting inclusive vocational training and empl@nh for people with
disabilities. Currently there is no structured natwvor platform for European
countries to effectively communicate on the togigood practices for effective
inclusion of persons with disabilities in these aseeven though interest has
frequently been expressed in an exchange of gaadtipe and ideas for progress.
He felt that it is important to move forward onghagenda in a pragmatic way,
and the establishment of a network would assigtis

International standards relating to persons witkaldiities include the ILO
standards, the EU Plan of Action stressing the timeal integration of persons
with disabilities, and the UN Convention, in pautex Article 27 on Work and
Employment, which will lead to a number of legislatmeasures to foster further
integration. There is discrepancy and a lot of teebatween EU countries on best
approaches for the implementation of internati@ahdards, from gquota systems
to sheltered and supported employment. The obgdtithis platform or network
would not be to standardize approaches across reegings there are many
cultures and contexts that have given rise to fipepolicies within these
countries. Rather, the aim would be to have somehange of practice and
experience through a network that fosters theskamges in a structural manner.

This platform should identify ways to collaboratettwall social partners and
stakeholders, and incorporate all points of vielwe TLO presence would make it
possible to provide a platform that allows the pre® of social partners, which
no individual government could produce. The ILOgamce would also ensure
long-term structure.

Suggested topics for the platform to address anleganformation on, include
the following:

1. Employment services: vocational guidance, vocational training, assiséain
looking for and obtaining employment and othertesleservices for disabled
persons,

2. Training for employment: regular and/or specialized services, programmes,
technical and vocational rehabilitation, employeralvement and accessibility
strategies.

3. Financial support: wage subsidies, subsidized training costs, hiboiguses,
subsidies to finance monitoring services, tax ¢sgedocial security reductions,
total or partial combination with disability bensfiguaranteed right to
benefits in the event of job loss and subsidieslifeabled persons wishing to
start their own businesses or a cooperative.
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6.2

4. Technical and personal support: examples are post-placement support,
transportation, sheltered jobs, sign languagepnégation, technical aids and
appliances, technological development.

5. Quota systems: in public services and/or the private sector ghges for
failure to comply, alternatives for employers, etc.

6. Anti-discrimination legislation: in particular its implementation as concerns
recruitment, hiring, employment and promotion cdiodis, occupational
security and hygiene, provisions on “reasonabledregements, penalties.

7. Information and awar eness campaigns. awards or labels for employers,
training and awareness for employers in managinersiity, information
wickets, awareness campaigns organized by thegablhorities or employer
groups.

8. Managing disability: specific measures at the workplace, participation
persons with disabilities, job retention.

The network could use various means of facilitattagvork, for example through
collaboration with the Global Applied Disability Bearch and Information
Network on Employment and Training (GLADNET) whialas initially set up by
the ILO in 1995 to facilitate the international shg of information on effective
training and employment policies and programmeswa#i as collaborative
applied research projects; and the global exchahgdormation via the Internet.
The aim would be to for stakeholders to share ideasinformation, on a global
scale, and arrive at joint approaches to commoibl@nes in order to promote
disability policy and programme reform with and drapis on integrated training
and employment options for working age persons digabilities.

Discussions resulting from this meeting will prowidetails to be included in a
formal proposal, including details regarding a secaneeting to take place,
possibly in the second half of 2007, involving axmaum number of participants,
social partners and experts.

Discussion

In the ensuing discussion, the focus was on topicEh the research network
might take up, in addition to the eight topics athg outlined. The discussion also
focused on the need to effectively include sociattnpers as well as other
organizational elements.

Additional research topics

Mr Kuusinen, Ministry of Labour, Finland highliglitethe need for more

information on how programmes and services targetiic population groups.

For example, who is using the employment serviaas, if the service users are
not from the target population, then who are thelyat use are they making of
them and what measures are they availing of? Fample, who is using subsidies
to start their own businesses? These services &amgy low utilization rate in

Finland, so there is a need to find a way of eifety reaching the target

population.

Ms Céline Champion, Federal Office of Social Inswe Switzerland said that
the Swiss government would be interested gathenfogmation on preventative
approaches — ways of tackling problems before @elogk their jobs.
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6.3

It was also noted that a focus on lifelong trainginguld be included, particularly
since it is a topic that has been explicitly disagsthroughout the day.

Social partners involvement

It was agreed that ways of involving the socialtpers would need to be
considered, particularly since their representaéibthe meeting was limited, and
no employer representatives were available to @ttdime concerns of social
partners might not be the same as those expreasddtheir involvement was
necessary to move the agenda forward. It was agheg¢dhe ILO would hold in-
house consultations on how to attract the inteaast participation of employers
(perhaps through the angle of diversity, which isuarently topic of employer
interest) and worker representatives. In order @dosd, separate consultations
might be required. The involvement of temporary Eywment agencies might
also be valuable.

Cross-sectoral approach

Disability issues are cross-cutting, and the ingotent of all government
ministries is required, with coordination to enstirat the policies adopted under
different portfolios are mutually complementary.igbhould be a topic examined
in the network.

Reliable statistics

Statistics are indispensable. There has been dwmludrom a range of

perspectives, but pragmatic, reliable figures areavailable, and there is great
variation from country to country. EUROSTAT figurexicate that the labour
force participation rate of persons with disakektiis significantly less than their
non-disabled peers.

Website accessibility

In terms of internet access, accessibility williecessary in all languages. The
website of the Association Européenne Nationale rpda Formation
Professionnelle (AEFP)’s is an example of good foragn this respect.

Follow-up meeting

As a follow-up to the European Regional Meetingjolihis more like a working
group session to bring the agenda forward, it wapgsed that further conference
might be organized later in 2007. A date to consfde that meeting would be
around 3 December 2007, to coincide with the Irsttomal Day of Disabled
Persons, the theme of which is ‘Decent Work forsBes with Disabilities’. This
timing of the meeting might bring increased medtardion. A decision would be
required on the format for future work - whetheseries of expert meetings,
promotional meetings should be provided for, rathan one conference.

Structure, organization and financing of arese  arch and work plan on
the vocational integration/inclusion of persons wit h disabilities
Barbara Murray/Marc Maudinet

In looking forward, Mr Maudinet identified two impant elements to be
considered:
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6.4

= Communication of Information: how to pool and ceeliaks; how to ensure
access of information, and specifically, how towgasaccess in different
languages.

= How to work collectively, to approach the questioaised, in a way that
tackles and gives effect to all proposals, in oafémportance.

Mr Maudinet said that the ILO would make it possibb meet the broad scope of
opinions, and avoid outcomes that are ideologichigs and skewed, in the
proposed project. A coordinating team would needéaoestablished, working
between the various structures, and working foilkti

The question was then posed to the ILO, regarcitgyest, and means to set up
the project proposed, and to have it running in&200

The ILO addressed this, stating that it certairdyinterested in the topic of
inclusive vocational training and employment of qmers with disabilities. The
Office has been gathering information on good peactor some time, and will
look forward to future collaboration. The propogedject would require funds to
ensure coordination without which it would not seed. Belgium, France and
Germany have acknowledged a great need for thisrnrdtion, and have
expressed that they have gone as far as they cHn thhe knowledge and
approaches held. Time is ripe now to initiate aesysitic information-gathering
exercise, particularly given the adoption of the GNnvention on the Rights of
Persons with Disabilities, and the likelihood tlairopean member states will
seek advice regarding its implementation.

Discussion

The final discussion of the day focussed on thelle¥ support for the proposed
project over the coming year.

The representative of the Swiss Federal Office afi® Insurance felt that the
project topic would be of great interest, but tbahsultation would be required
with other colleagues before commitment could vemi In response to her query
about the estimated project cost, B. Murray saidt th related ILO project

proposal drafted several years earlier, had amattd budget of $US500,000;
this proposal would need to be revised in lighth&f discussion which had taken
place in the course of the day.

Mr Stefano Oriano, CGIL, said that his organizatwould be very interested in
the project since it concerned matters pertainngersons with disabilities.

A suggestion made that, rather than involving all ember States from the
outset, the project might start by working closeiyh the countries that are very
interested in the topic, namely Finland, SwitzedlaBelgium, and perhaps
Greece; and that, after a first round of publigaioother countries might be
brought in, utilizing work done with the core coue$ to move the agenda
forward throughout the European region and elsesvher

Ms Christine Evans-Klock, ILO, stated that in loodtiat both supply and demand
sides, there is certainly a demand for this infdroma and that it is positive to
hear participants say that the ILO can play a neede. The ILO is not a funding
agency, however, and relies on partnerships ariuhitesd cooperation projects to
operationalize the type of initiative proposed.sTeort of process provides very
important learning for policy advice given to coues in other parts of the world
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that need to know what is effective and cannotrdffio experiment. The ILO

looks forward to a more specific proposal, whicke&into account the concerns
raised today.

Mr Maudinet, Director of CTNERHI, responded thatthits stage of reflection,
and with the information gathered here, the plagrtgam put in place for this
meeting should be able to develop a project prdposaollaboration with the

ILO, to then propose to the governments and theéakgartners. The second
phase of the proposal will be to call on counttesnake commitments. Finally,

Mr Maudinet added, without this type of pragmaiip@ach, there are just ideas
without the means to implement.
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7. OFFICIAL CLOSURE

Ms Barbara Murray, in welcoming Mr José Manuel 3ataXirinachs, Executive
Director, ILO Employment Sector, outlined the prmmautcomes from the day’s
discussions, as summarized below:

= Emphasis on involving social partners, namely enygi® and workers
organizations, in the identification of good praetiin inclusive vocational
training and employment.

= Agreement that the ILO is very well positioned tieess the topic and move
the agenda of inclusion forward, particularly doets tripartite structure, and
because the ILO’s objective regarding persons dislabilities is to promote
decent work opportunities through mainstreaming.

= Agreement on the need for a pragmatic approactistmntinue practices that
do not work to make room for other approaches,raarke promising practices.

= Some countries of Europe feel that they have genraas they can go with
the practices already considered exemplary, asesged in this forum by
Finland and others, and need more systematic irgdtiom and stimulus to
make further progress

7.1 Inclusion of persons with disabilities — Moving the agenda forward

José Manuel Salazar-Xirinachs, Executive Directo Employment Sector,
Geneva

Noting that the meeting seems to have been verylugtive, Mr Salazar
emphasised the importance of documenting and dieséing information on the
experiences of countries that have adopted inalusie a policy goal. The
importance of this is heightened by the recent adomf the UN Convention on
the Rights of Persons with Disabilities, which egants a fundamental change in
the way in which disability is understood in poli®rms — a shift from a medical
model of disability to a rights-based approach.

He recalled that the ILO is committed to promotaopportunities for persons with
disabilities through its standards, knowledge dgwelent, advocacy and technical
cooperation activities, as discussed at this mgefm emphasis is placed in the
ILO Employment Sector’'s Vision Statement on the edlepment of skills and
employability for everyone, and in particular for arginalized groups.
Employment Sector Partnerships are central to ltkesl work in this field, and
multi-faceted approaches are needed to move thedagerward.

The ILO was very happy to collaborate with parthersluding new partners such
as those represented at this meeting, he saidewelaping guides on good
practice in the field of vocational training and moyment for persons with
disabilities, and in making these widely availathliough its global networks.

The purpose today was to work towards agreemepstablisha multi-country
and inter-agency group to collaborate in this egefcand to work to produce
practical guidelines for use in the enlarged EWvall as other parts of the world.
The ILO will also collaborate in the organizatiohaoworking meeting to advance
this topic, later this year, if this is agreed.
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Mr Salazar officially closed the meeting, with aes@l acknowledgment to

CTNERHI, and the Belgium Secretariat of State fer Family and Persons with
Disabilities, for their collaboration and assistarat the planning stage, and for
their sponsorship of the meeting. He thanked pp#ids for their attendance, and
wished the group successful continued collaboration
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