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LABOUR MARKET PARTICIPATION
OF THE DISABLED: POLICIES AND
PRACTICES IN EUROPE

IRMGARD BorcHOUTS-VAN DE Pas*

Abstract

~y

This article presents the main findings of a multi-country comparative study of the
labour market participation of a specific group: the disabled. European policies and
practices to help these persons to find and hold down satisfying jobs are mapped out.
An overview of the available instruments and facilities to support the integration
of these ‘outsiders’ is then provided. The article discusses the expenditure on and
performance of national systems regarding the participation of disabled persons. It
concludes that financial resources are not sufficient to convince employers to offer
them a job. In all selected countries employers appear to be hesitant to hire disabled
persons. The article ends with an assessment of the lessons that can be learned from
national good practices.

Keywords: activating the (young) disabled; employment security; flexicurity; labour
market segmentation; labour market polity; participation

1. INTRODUCTION

Combining flexibility with employment " security and reducing labour market
segmentation with due regard for the role of social partners, are at the core of current
European employment policies (Commission of the European Communities 2007). The

Senior Researcher, Tilburg University, ReflecT, Warandelaan 2, PO Box 90153, 5000 LE Tilburg, The
Netherlands; e-mail: i.borghoutsvdpas@uvt.nl; tel: +31 13 4668066. The paper is based on a study
which was financed by UWV and the author gratefully acknowledges the grant. Special thanks go
to Frans Pennings for his involvement in this project, and to Joost Bollens, Mel Cousins, Eberhard
Eichenhofer, Bent Greve, Andreas Jenak, Kristina Koldinsk4, Annegret Litz, Simon Roberts and
Igor Tomes for their contributions to the national reports. The author is grateful to Nana Wesley
Hansen, Ton Wilthagen and to all participants at the Ratio Conference for Young Social Scientists,
held in Stockholm, Sweden 20-22 August 2009, for providing useful comments.
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to provide employment security to European citizens,
which is put forward as ‘the new protection’ in the labour market. What remains
unclear is what employment security precisely is and how it can be achieved. There
is no clear consensus about its meaning and measurement. In recent years, various
definitions have been used in the literature. In the late nineteen nineties, employment
security generally referred to protection against unfair or unjustified dismissal. For
example, in 1994 the 1LO reported that ‘[eJmployment security means that workers
have protection against arbitrary and short-notice dismissal from employment, as
well as long-term contracts of employment, and employment relations that avoid
casualisation’ (Dasgupta 2001). Subsequently, the term was used not only for people
who already participate in the labour market (‘insiders’), but also made a reference to
people at the margin of the labour market (‘outsiders’). A clear illustration for this is
the employment security definition of the Dutch Scientific Council for Government
Policy (WRR). In 2007 the WRR defined employment security in a report for the
Dutch government as follows! (WRR 2007):

key part of flexicurity policies is

Y

Employment security means that individuals have the confidence, based on their
experience, that if necessary they will be able to continue their employment career,
either in another job with their current employer or in another job with another
employer.
Furthermore, employment security means that people currently {temporarily)
outside the labour force can have the confidence of being able to enter or return to

the labour market.

Thus, employment security differs from job security. Hence, the definition of

employment security could be best described as:

nactive persons to make the transition from
h reintegration/activation) and the possibility
y in the same job with the same

The possibility for unemployed or i
unemployment to employment (throug
for workers to remain employed, although not necessaril

employer (job to job transitions).

This article focuses on the integration and activation of a specific group, namely
the disabled. It is about getting them to participate more in the labour market and
highlights European policies and practices for helping disabled persons to find and
hold down satisfying jobs. The number of young disabled persons claiming a disability
benefit? in the Netherlands is growing rapidly (see Table 1 below). These are persons
! In this report, the WRR translates the Dutch word for employment security (werkzekerheid) as ‘job-
security’.
2 This special benefit is known,
force in January 1998 after nationa

benefit protected citizens against the risk of disability,
deemed it necessary to uphold a minimum benefit for persons wl

in Dutch, as ‘de Wajong-uitkering'. The Wajong scheme came into
1 Disability Insurance was abolished. This national disability
but when it was abolished, the government
ho had not been able to work before
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rv;l;:ha;z :lli;ablzd Ifroin birth or who became fully or partially disabled before they
00d. It also means that older disabled per: ithi

definition of: ‘young disabled’. The e ot o s . 7B
. The term should, therefore, not be associated i

young people. This specific group can be considered s i e b ket

Mooy s ey cha o oD G : red as outsiders in the labour market.

ommon with non-disabled

the lack of work experience. On ¢ A
. op of that the workin iti iti

of the young disabled are affected by their handicap. B copacificsand opportuniies

Table 1. Long-range estimate of Dutch Wajong claimants (1000s)

2002 2006 2007 2008 2010 2020 2030 2040

Inflow
7.0 13.6 15.3 16.1 16.2 16.2 14,7 15.2
End |
nded 3.7 4.9 4.4 4.6 5.5 6.6 8.5 9.3
- . .
mber of 130.6 155.9 166.8 178.3 200.1 294.6 367.3 4254

Wajong claimants

Source: UWV, Institute for Employee Benefit Scheme.

Thi L )
o e1si ;:1:1:5 c:;se in thce1 nubrInZer of Wajong claimants is caused by an increase in (1)
young disabled from secondary special educati i
education, (2) the inflow from the D ; ) Ao e baced
, utch Work and Social Assi
the inflow of young disabled wi i et e )
ith autism (Berendsen 2008). It
: : ! ' . It means that this
:Iflltli rigullrei) partlcula;r attention from policies targeted at young persons to hellpgtr}:)el:g
T the labour market. Without such policies most of
2o o e \ ost of these young people will never
perience life-long unemployment. Thi
which would be very unfortunate in li ployment s
d in light of current empl i
e Eutopean et . ployment strategies, such as
yment Strategy, which aim to raise the | icipati
work. Young disabled persons should “be o this ooy opation I
. not be excluded from this poli
ofteg undertak.e suitable work, if this is adjusted to their capacitiesp0 e s they can
approllehqu:snﬁn that this raises is whether there are differences in European
ches to the integration and retention of work fi i
: : or the young disabled. A
project was designed in which polici i i ; S
policies and experiences in seven M 3
collected and analysed. This stud 3008 st o
. y (Borghouts and Pennings 20 i i
p ; gs 2008) aimed to describe,
zn gs:iand and. compare national systems with respect to the integration of you .
isabled people into the labour market, with an eye on policy learning e

they be i .

aga?nstct;?:ijlisc?? ilei(sj;xl;l;}llietse(dlsallﬂed people (or their parents) were not able to insure themselves
emplo ’ i i

was introduced. ¥ (employees” insurance) and this is the reason why the Wajong scheme

The Netherlands, Germany, Belgi i i
Revabli: Y, Belgium, the United Kingdom, Denmark, Ireland and the Czech
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2.  METHODOLOGY

mentbutthelegaland marketenvironments
different. The local conditions in a country
ctive this makes it difficult to disentangle

AllEuropean countriespursuehighemploy
in which interventions are made are quite

may vary even more. Froma scientific perspe
the causal factors when one tries to analyse and assess the different institutional

settings and policy measures aimed at supporting young disabled people to find work.
Because the article does not intend to propose a single (re)-integration system, the
systems are comparedina pragmatic way.

The research methods that were employed were a literature review and qualitative
interviews. Experts from each of the selected countries were involved in the
project. Each expert wrote a national report using an elaborated format. The Dutch
researchers analysed and compiled all the information in a Dutch synthesis report
entitled Arbeidsparticipatie van jonggehandicapten (Borghouts and Pennings 2008).
In addition, the national experts were asked to identify good practices regarding the
integration of young disabled people. In each country’two or three good practices
were selected? and, based on interviews with coordinators from the projects or
were described. The factors conducive to success were also listed.

Employers, employees, the disabled, the government and other institutional actors
play an important role in the process of formulating and implementing activation
policies for this specific group of ‘outsiders’. In theory each actor should try to
contribute to the transition from inactivity to work. The behaviour of each actor is
determined by (1) attitudinal/motivational aspects; (2) situational context, barriers,
and opportunities; (3) (personal) capabilities and awareness; and (4) habits and
routines. Crucial factors that play an important role for employees making transitions
from job to job and for the unemployed and inactive persons from inactivity to work
are: capacities, motivation and opportunities.> For example: a person will tend to
ehaviour (in this case the transition from inactivity to work} if he
qualities and instruments at his disposal) and the
will to work. Another condition that has to be satisfied is that the disabled person
should have the opportunity to engage in the transition from inactivity to work.
Circumstances beyond the control of the disabled person can favour or hinder the

transition (Melissen 2005, Poiesz 1999).

programmes,

perform a certain b
has both the capacity (e.g. skills,

[
4 Forasummarised description ofgood practice
nl/faculties/law/resea rch/reﬂectIpublications/publicationsgrouplz008/goodpractices.pdf.

5 Based on the Triad model by Poiesz (1999).
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3. LAW, LEGISLATION, POLICY APPROACHES AND

INSTRUMENTS PROMOTING
THE
THE DISABLED PARTICIPATION OF

The i
speds:;l:lzlh(elicl)erg(rlx:ts an? Pennings 2008) revealed that only the Netherlands has a
e ey Z;mg) or persons 'who were already disabled before they came of
- disalj:, lng prov1'des an.mcome for these persons until pensionable age
oo 1 ed, and is a un.lq%le scheme in Europe. The young disabled are
specific scheme is tha?};::fiitl:l:;;}llilzi: :a(::ith(t)lut dj?wlties' i oo
e . : e outlined for this special group. On
oer p;go; s;);c;(f)ilc scc:lhen;e fo’r a special targeted group can lead to the s%igmztisatit(l):
O 21 200m t\:e I;m ths could result in problems with integration into work.
o A legiSlatio;l e thc go'vernment agreed to change the Wajong legislation.
ot the yous disabl, ) ic can:le into force on 1 January 2010, focuses on the abilities
o the young scheme pherson instead of their disability. In other selected countries
e are no s esht at are comparable to the Dutch Wajong and young peopl;
B d?sraeb; cjrefore n‘ot labelled as ‘young disabled’ in the administrative
i ng1ent ! e ﬁpeople in thes'e countries can apply for an incapacity benefit
o uemployment | Ie(r'xe :i, a social assxstz?nce (welfare) benefit or an early retirement’
ot 2 spocial o f::fih:moicr)les;avz incapa.city in youth rules’. However, this is
Ben;:t roles o et agedyl o gs ;seaa rlse.d but is, rather, a separate set of Incapacity
o l.;:irott}}:e;rs‘c;l:fcoted clz)untnes do not distinguish between people who are disabled
i adulthOOdr«? t ;y rea.ch .ac'iulthood and people who became disabled after
social insurance sch:xlntesel;ndg::i:ly ;;leela'tedt s e, st o
! : . instruments and su i
;}I)S;Eﬁvc;lly ;z;roggcﬁ for young disabled people but for disabﬁfc(l) rpfefsrcc:r‘;;d:sdaavf/;:gt
oy a,rz;de Cg,; nﬁa ed [{eople can fnake use of them. '
e disab;n(liles witha fiescrll?tion of policies and supports that are generally
relevant national la\;s aifioli:i’sll:t‘i::;d;:rg tlihed‘yo;ln %i et oot the
: e disabled in the selected countries.
mt'l;h: Isrtll::)lzrn io;lises otn ;hfferent. pathways to work for those who are dis;zsled and
OEoD o pport. In the literature, different policy types are distinguished
» Van Hoessel, Leeuw and Mevissen 2005). Such a classification can also

be applied to policies for i ; ;
market. promoting the integration of the disabled into the labour

European Journal of Social Security, Volume 12 (2010), No, 2
, No. 125




Irmgard Borghouts-Van De Pas

s . ns
Table 2. The legal framework with regard to participation of disabled perso
able 2.

Relevant law and legislation for (young) disabled
Country

ng disabled

The Netherlands  Incapacity scheme for you! g disabled  Chronicaly I people

Law on Equal Treatment o

Book 9 of the Social Code - Rehablhtanon and Par ticipation of Disabled Persons

Equal Opportunities for Disabled People Act
Reform Rehabilitation Law in 2001

Germany

Federal law to conquer discrimination
Flemish decree regarding equal treatmentan

labour market

egium d proportional participation on the

Disabled Persons (Employment) Act
e L oden Act

Disability Discrimination o

Incapacity Benefit under the Incapacity in

United Kingdom
Youth rules

of ke
land Disability Act (supported by sectoral plans adopted by a number y
- inisti - L Giv
I224‘iim)trflgsr)actice for the Employment of Peopleiﬂith a Disability in the Irish Civil
ode o

Service

Law on active labour market activities
Law on Social Services 1
) . icy
Law on Active Social Poli . '
Law on compensation for the disabled in work

Denmark

t
Republic Acton Employmex'x
Goechep Act on Social Services

Source: Borghouts and Pennings (2008).

31. A RIGHTS-BASED APPROACH

licya; roachisrights-based.Thecoreofthis'approachisantl-dls;:lrlarsrn::ttslo:f
,1Th(‘i f;r:itﬁxf wl/vl}alicl;xpprohibits discrimination against dlsabc:e;i peoplg ;:gau " g)ns ool
oolo ean guidelines an
e et emglizrrrrl;r:sl};;:: ::)Séfr‘:x:f: disc%imination against the .d.isablej
‘;fged Ten:a‘;ilirrf;att}el:roown national legislation focusing on equal o'ppotx;)tl;x;ees;; :
Y ol e i i the first countries
o treat'me'm. Tne Utrilclyt:dlel;l:;gsi?): ‘{V: 51‘;‘;2 ct)lfme Disability Discrim.inafion Ac(;
e a“tl‘dls’mm}na as long before the introduction of European guidelines a;;t
regul h'lto forc?. };rhls v:i or obliged Member States to take legal measures to co;n taS
regulatlf’ns .Wh‘c u'rget cople with disabilities. Subsequently, EU. M.emllaer‘ taf e
e plemer aga‘;‘S Egropean Equal Treatment Guidelines in antx-dlscnmmatlox}[
B 'e theie national laws focus on preventing u.nequal 'treatr?::}r‘le
e mos't countrleciyto romote policies concerned with the remfegr.at‘lon o ”
bied B m'tmdl;\ce a ffderal anti-discrimination law. Besides dlsabllxty‘;l twe \;1
di;abled' fxiigs“;:: dizscrimination are mentioned, among them race, age and sexu
other gro

Intersentia

126

Labour Market Participation of the Disabled

orientation. Denmark is committed to equalising chances and opportunities for
disabled people but has not regulated this by law. The main reason is that legislation
could lead to individualisation that would undermine the principle of solidarity,
which is a feature of policy in Denmark. In Denmark, a disabled person is entitled to
priority in applying for a public sector job and has a legal right to be interviewed for
such a job. The public employer has to explain why they have not employed a disabled
person who has been interviewed for that job. A key aspect of Danish disability policy
is what is called ‘sector responsibility’. This implies that ‘the authority, organisation
or company responsible for the supply of services or aids to citizens in genera] has the
same responsibility to ensure and finance these services for people with a disability’
(Danish Disability Council 2006).

3.2. AN OBLIGATIONS-BASED APPROACH

The second policy approach is obligations-based. Policies for employment promotion
for the disabled can be shaped by obligations. Germany is a country in which
employers have to deal with a great deal of compulsion as a result of the requirements
of its anti-discrimination legislation. For instance, in Germany employers are obliged
to review vacant jobs in order to determine whether they are suitable for disabled
persons (section 81 of Book 9 of the Social Code). Another illustration is the German
mandatory employment quota that exists for both private and public employers.
Companies with more than twenty employees are obliged to employ severely disabled
people in five per cent of their workforce. Employers who do not achieve the quota
have to pay a monthly compensatory levy. This ear-marked tax is used to finance
employment opportunities for disabled people and public support for their employers.
German companies are also required to adjust their workplaces and working schedules
and to improve access for the disabled. Belgium, Ireland and the Czech Republic also
have mandatory employment quotas. However, the elaboration of these quota schemes
differs in these countries. For example, in the Czech Republic companies with more
than 25 employees are obliged to have four percent of disabled people among their
workforce. Employers who cannot meet these criteria have to pay a certain amount to
the government. An alternative is to purchase goods from employers with a proportion
of 50 per cent or more of disabled people among their workforce. In Belgium and
Ireland, the quota relates to only the public sector. The Netherlands and Denmark do
not have quota systems and in the United Kingdom the quota scheme introduced by
the Disabled Persons (Employment) Act 1944 was abolished in 1996. The imposition
of sanctions against those who refuse to participate in programmes is an important
aspect of an obligation-based approach. The participation of the disabled in specific
programmes may be required before a disability benefit is granted and the benefit may
be reduced in a series of steps if the claimant does not fulfil agreed responsibilities.
This is, for example, the case in the United Kingdom.
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3.3, AN INCENTIVE-BASED APPROACH

The third policy approach is incentives-based. Incentiv'es are.positive measureil t.o
stimulate the integration of the disabled. The positive incentive-based .approac 1;
most explicit in Denmark and is more residual elsewhere. For example, in Denrne\rt
a mentor helps the disabled person who enters the labour market. to feel se.cure.ah
the workplace. Denmark also has personal assistants who can be hired to ass.lst wit )
practical occupational functions. The personal assistant has the task of c.lomg par
of the work that the disabled person is not able to do. This can be collecting goods,
carrying heavy things, interpreting for a deaf person, functioning as a se.cret;rg, ?tc.
This kind of supported employment also exists in Ireland,.w'here the.Assmte . 1v1mg
Services provide the services of a personal assistant to indu{lduals with a physical or
sensory disability and thereby facilitate employment, a‘r'ld in the’UK. Fl?rthe}rlmorhe,
in Ireland a job coach is available for persons who are ‘job ready’, meaning }tl . at the
disabled person is able to work a minimum of 18 hours per week and has his osv»;n
means of transport. A job coach supports both the individual and t%le employer.l n
the Netherlands job coaches are also involved in supporting young disabled people to
gain access to and to retain employment. N ' overe
There was a plethora of instruments, facilities and subsidies a.va.llable to emp (?yer
in the selected countries to assist them in employing and retamm.g workers with a
disability. Most countries provide subsidies to employers or to the disabled person fcl)r
making adjustments to the workplace. For example, in Ire'land the en.lployer C~a111( apply
for a grant towards the costs of adapting premises or equipment. This grant is now.n
as the Workplace Equipment Adaptation grant. The Access to.Work programme {n
the United Kingdom aims to remove practical barriers that d?sabled people face .ml
obtaining or retaining work by providing support suchas }.1elp with Fravel c.:ostds, special
equipment or adaptations. The Job Introduction Scheme in the United Kingdom gays
a weekly grant to an employer towards wages or other employmex.)t costs, suc T;s
additional training during the first six weeks that a disabled person is emp.loyed. e
job can be full-time or part-time, but must be expected to last f.or at le‘ast six months.
A wage subsidy is an incentive to encourage an employer to hm.a a dlsa'bled person.
A new wage subsidy system has been recently been an.nounc.ed in Belgium. Dufru}ig
the first year of employment, the Flemish support subsidy’ will be 30 per cen;1 o the
total wage cost, with the possibility of additions if the emplc?yer can show t 'at the
productivity gap is larger than this. In this way the subsidy can mfrease toa n}axxmur?
of 60 per cent of wage costs. Another illustration is the’ Dams'h ice-breaker .supp?; 0
Seriously disabled persons with an education can be hired w1Fh a wage subsidy o
percent for up to six months, and in special cases for up to'nme m.ontI?S (Bengtss‘o;
2008). Another instrument that has a positive effect on reintegration 1s the Danis!

6 Under the FAS (Training and Employment Authority) Supported Employment Programme.
7 Called VOP, Vlaamse Ondersteuningspremie.
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‘flex-job’, which aims to create jobs for those who have a permanent lack in their
working ability. Offering a ‘flex-job’ is only possible when all other types of activation
have already been tried out. In the Netherlands, employers have to continue to pay the
salary of an employee who becomes ill for the first two years of sickness. This can be
an obstacle to hiring a disabled person who may have a higher risk of being absent due
to sickness. A no risk insurance policy has been introduced for the young disabled.
This means that Dutch employers are not obliged to continue paying the salary when
a young disabled person gets ill. In that case the young disabled person receives a
benefit from the UWV.2
Some countries have so called ‘work trials’. For example, Dutch employers can try
out young disabled people before deciding whether or not to hire them permanently.
During this trial period, which lasts three months, the young disabled person receives
the Wajong benefit. A comparable incentive measure exists in the United Kingdom,
although the perjod is limited to 15 days. Some countries attempt to stimulate the
integration of the disabled by providing information both to public and private
employers. In Ireland this information is given through one-to-one support, websites,
conferences, information packs, etc. This information is acknowledged as being
extremely useful in itself, but the overall sense is that there is no centralised support
mechanism to turn to for help. In the Czech Republic, employers have the right to
request and receive any information they need to create employment for disabled and
handicapped persons. The labour offices should provide this information. In addition,
in the Netherlands and Ireland, awards are presented for best practice regarding
the employment and inclusion of people with disabilities. Examining all aspects of
employment, the awards recognise progressive attitudes in those organisations that see
disability and diversity as a corporate asset and key to success. The examples described
above are illustrative of the positive incentives that countries can provide to employers
and (young) disabled people for enhancing their labour market participation.
Incentives can also be ‘negative’ measures to discourage activities that reduce
labour market participation. The United Kingdom takes the view that work is the best
route out of poverty for most people including the disabled and the UK Government
has introduced policies that can be described as mixing ‘sticks’ (the threat of benefit
sanctions for those who do not participate) and ‘carrots’ (a range of financial and other
support mechanisms to help people move into work). In the United Kingdom several
programmes, e.g. the New Deal for Disabled People (NDDP), ‘Pathways to Work’,
WORKSTEP, the Work Preparation Scheme, and the ‘Access to Work’ programme,
have been introduced to assist disabled people to enter the labour market:
The New Deal for Disabled People (NDDP), which was introduced in 1998, is a
voluntary programme, providing a Job Broker/Personal Advisor to help disabled

The Dutch UWV is the Institute for Employee Benefit Schemes. It is a public organisation and is
responsible for granting the Wajong benefit.
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people enter or remain in work (Stafford with others 2007). The services provided

include:

- matching skills and abilities to the needs of employers.; ' .
identifying training needs and working with local training providers;
- helping with job applications; ' . )
financial and other support during the first six months in work.

Until the roll out of ‘Pathways to Work’, the New Deal programmes pr.ovided t.he major
strand in the strategy of encouraging and helping disablefi people into mamstrearg
work. ‘Pathways to Work’ was introduced as a pilot scheme in 2003 and, as anrllcougxp
in the 2006 Green Paper, A New Deal for Welfare: Empowering people to vlvor (k
2006), the national rollout was completed in early 2008. A's aresult of tl.le ow ta ~fl l;z
of the voluntary arrangements under NDDP, new incapacity benefit Cla-lm;?-t: wi e
required to have a work focused interview u‘nless they hfze a severe disabi 1ty c\:;r e
likely to make a claim for only a short time. The key elements of Pathways to

are:

a series of mandatory work focused interviews starting eight weeks after a new

i incapacity related benefits; ‘
;l:\:vn:;zzialistpadvgers known as Incapacity Benefit Personal Ad'v1sers.; .
coordinating timing of medical assessments with work focused mtervxewli, "
interventions, known as the ‘Choices’ package, to support a return to work, wpllc
includes the ‘Condition Management Programme’ (developed. by Jobcentre Plus
and local National Health Service providers) and man?r of the? existing proglr)amlrr;(e;
to support incapacity benefit claimants into work, including the New Dea

Disabled People.

In 2001, three years after the introduction of the NDDP, the United Kingdom
Government reformed the specialist disability-rela?ed em'ployment. progratmr?rfs
to support people with the most complex problems in finding, entenr'lg or stay g
in work, with the reformed Supported Employment Prog'ramme being renamed
WORKSTEP, and the Industrial Rehabilitation Units (whlch. had been rename
Vocational Rehabilitation in 1991) becoming the Work Preparation }.)rogramm?. .
Vocational rehabilitation and training is in many cas.es essential for achlev;lng
or retaining employment. European countries have d}ﬁ'erent approaches :vi::
it comes to providing rehabilitation and vocational training. In sox?e coul:.(l;mi
including Denmark, a benefit claim is automatically treated as a.request .or vo.ca 11 i’
rehabilitation. Danish people are supported in achieving f;he right quahﬁcatlox; et\l/1 !
for entering the labour market. An educational plan with 2 pathway tow;r 5 e
labour market needs to be established. The plan should take into account the wo: t
abilities of the individual and (expected) job-openings in the labour market. In Augus
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2007, a special three year education for ‘weak’ young persons, including persons with
physical disabilities and cognitive impairments, was started. The municipalities are
formally responsible for this new, more targeted type of special education. It includes
some ordinary teaching subjects (like Danish, Maths and Social Science), but it also
contains education on how to live (including cleaning and cooking), how to get a
job (including norms and rules of behaviour in the labour market and training in a
subject) and leisure time activities. This education aims at achieving an independent
life. In Germany, vocational rehabilitation and training is also (semi) compulsory
and plays a key role in the employment system. It is conceived of as the backbone
of professional education. Where suitable conditions exist, both disabled and non-
disabled persons should receive the same training or work with employers. A joint
professional qualification in vocational training for both disabled and non-disabled
persons creates opportunities for effective and lasting participation of disabled persons
in the general labour market, since it enables the disabled to get accustomed to the
demands of everyday work life. Training is contracted out to private providers. In
other countries, vocational rehabilitation and training is provided on a voluntary basis
and subsidies can be provided for job training, For example, in the Czech Republic the
Labour Office may reimburse the costs to an employer who provides job training for
disabled employees. Another example is the ‘Condition Management Programme’ in
the United Kingdom, a work-focused rehabilitation programme that emphasises self-
management, which is delivered as part of the Pathways to Work ‘Choices’ programme
in partnership with Jobcentre Plus’ Personal Advisors, In the Netherlands subsidies
are available to support education and integration into the labour market.

All the selected countries have sheltered workplaces in case the above mentioned
instruments and facilities are not sufficient, Moreover, some of the countries have
integrated companies or workplaces. Integrated workplaces exist in Ireland, Belgium
(‘invoegbedrijven’) and Germany (‘Integrationsfirmen’). The Irish enterprises have a
workforce that is made up of approximately 50 per cent people with a disability and 50
per cent non-disabled personnel. The aim is that the enterprise should be commercially
viable while also affording each individual the support and adaptations needed for
carrying out the work at hand. The Rehab Enterprise group runs such workplaces in
Ireland. Belgian enterprises that create jobs for the low skilled unemployed can be
qualified as ‘invoegonderneming’. Disabled persons who are inactive for at least six
months can be eligible for the status of ‘invoeg’ employees. Nowadays, companies can
decide how many ‘invoeg’ employees they want to hire and a subsidy is then granted
for four years. The German ‘Integrationsfirmen’ employ a minimum of 25 per centand
amaximum of 50 per cent severely disabled persons. At first glance, these companies
appear to work like normal enterprises — they are fully integrated into the market and
can barely be distinguished from ‘ordinary’ companies in that they follow the general
principles of competition in the market. However, ‘Integrationsfirmen’ are under
the control of public administration. People whose disability is too severe to work
in an integrated company can get help from ‘Werkstitte fiir behinderten Menschen’
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previously employed a young disabled person were asked if they were open to hiring a
young disabled person. 42 per cent of the companies confirmed that they were, 45 per
cent said explicitly that they were not, while 13 per cent gave the answer ‘don’t know’
(Lierop 2009). The extra attention and extra time that a company has to invest in a
young disabled employee are the main considerations that hamper employers from
employing a young disabled people. Research carried out in the United Kingdom for
the Department for Work and Pensions found that while nearly all employers (94 per
cent) stated that their workplace always sought to recruit the best person for the job
regardless of any disability, many felt that taking on a disabled person was a major
risk for the employer (33 per cent) and that their workplace would find it difficult to
retain an employee who became disabled (47 per cent) (Roberts et al. 2004, Roberts

2008). Workplaces that have in the past employed or currently employ disabled people

were more likely to say that it was easy to employ a person with a disability. Employers

were more likely to hire persons with a physical disability than people with a mental

disability. Often employers did not know how to cope with mentally disabled persons
in work situations.

Other institutional actors and service providers can be called in when the transition
from inactivity to work does not occur with the sole involvement of the disabled person
and the employer. In the Netherlands, there is a clear division between the private and
public domain with regard to the reintegration of young disabled persons. The Dutch
UWYV is a public organisation which is responsible for granting the Wajong benefit.
Private reintegration services offer so-called reintegration trajectories. Employment-
related services for disabled people in the United Kingdom are provided by a mix of
the public, private and not-for-profit sectors. The Department for Work and Pensions
contracts providers from the private, pubic and not-for-profit sectors to deliver the
programmes. Remploy is a Non-Departmental Public Body which is run as a private
company. It is also available for disabled péople who are not able to work in the
mainstream labour market. Remploy is the largest employer of disabled people in the
United Kingdom and delivers several programmes, e.g. WORKSTEP, New Deal for
Disabled People (NDDP) and Work Preparation.

In Germany, the rehabilitation funds of various insurance organisations play
a crucial role in the integration of the disabled, In public administration, three
organisations exist to deal with the integration of disabled and handicapped
persons: the integration office (Ingegrationsdmter), the Federal Agency of
Employment (Bundesagentur Sir Arbeit) and the special integration services
(Integrationsfachdienste). The integration office is responsible for the workplace-
related problems of disabled persons and collects and distributes the quota
compensation levy for the severely disabled. The Federal Agency of Employment,
and its regional and local divisions, is a central organisation that provides services
to both employed and unemployed persons. For disabled persons the Federal Agency
of Employment provides career advice and vocational support. The local agencies
are also responsible for determining the degree of disability. The special integration
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service is a special agency for disabled workers. Its traditional responsibility lay in
the supervision of the employers’ obligation to employ severely disabled people.
Nowadays this public organisation specialises in the integration of disabled persons

at the local level. Integrated companies (Integrationsfirmen) are private companies

and are established to assist the severely disabled to participate in the regular labour
profit

market. The Werkstdtte fiir behinderten Menschen (WfbM) are private non
organisations that receive public financial support.

In general, the organisation of support for the disabled in the other selected
countries is conducted by public organisations, sometimes with help from private
volunteers and/or churches. In the Flemish part of Belgium, a disabled person
job will universally follow the same route that other jobseekers
have to follow. Persons with an employment disability can get specialised support

in obtaining work. The public employment services in Belgium and Denmark have

local jobcentres/workshops that provide help to jobseekers. The main responsibility
et is in the hands of local job-centres.

for disabled persons entering the labour mark

The Danish Job Centre Vejle has been given the special role of ensuring consistent
support and knowledge in helping young disabled persons. This specialised jobcentre
gives advice to consultants working in the other job centres indicating that specialised
support is needed to help young disabled people to enter the labour market. A high
level of knowledge is necessary in order to provide the best support for disabled people

and those who employ them.

In the Czech Republic, the local public labour offices are responsible for the
integration of disabled persons. There is no cooperation between the pubic labour
offices and local self-governing authorities (municipalities). Municipalities are not

involved in employment policies at all in the Czech Republic.

parties,
who is looking for a

5. EXPENDITURE AND PERFORMANCE

rview of expenditure on the integration of the disabled
(European Commission 2005). An interesting detail is the relatively low spending in
the United Kingdom, while the employment rate of the disabled is one of the highest
(54.6 per cent, see Table 4). Only the Netherlands has a higher percentage (58 per
cent) of disabled people who are employed, but total expenditure on the integration
of the disabled as a proportion of total labour market expenditure is also highest in
the Netherlands. Denmark appears to be the biggest spender on measures to support
activation of the disabled in relation to the Gross Domestic Product (GDP).

Table 3 provides an ove
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Table 3. LMP expenditure on in i
tegration of the disabled (in milli
of total LMP and as a percentage of GDP (2003 data) e (n million Buros) as a percentage

BE CZ DK DE 1E NL UK EU15

otal expenditure on the 10. n.a. 9 . 8 2,150. 32
Total dit th 310.7 81.5 3,310.8 50. > 8 3.6 10,7284

millions Euro

Expenditure on the

: : 3.3 n.a.

integration of the disabled as = - - e e
a percentage of the total LMP

expenditures in a country

P 8
Expenditure on integration 0.115 .a. 8

percentage of GDP

Source: Eurostat.

Th .
N :nilzg:egéalitll]m;s, mitrurzents and supports offered to the disabled are hardly
e selected countries. This study show:
o . s that there are i
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mark \ .ut it remains unclear what the take-up rates are and whether or not thesr
intery :;tlons are‘ effective. Th'ere are hardly any recent figures available in the selectes
o : re,c;rard;lng the participation and re-integration of the young disabled. An
ation for this is that other countries do not h i .
it T e ave special schemes for the youn,
. ) g disabled people are difficult t i i .
¢ o trace in the administrative d
Pi)e; beScause they are not labelled as young disabled. However, the Europeazlzzb:lia
o ;1 :rvyey (LES) was consulted in order to gain some insight into the number orf
e ef Ppeople in the selected countries. In order to provide data for the Euro
abo:ltoth eople with Disabilities (2003), ®ie 2002 LFS contained an ad hoc mo%el?ln
householec;employment of disabled people. Persons aged 16-64 years living in privat:
houselol ds tv;/lertet;skeg tg }iomplete a questionnaire — disabled persons were persons
at they had had a longstanding health i
o . g health problem or disability (LSHPD
thi S;; gag‘ff:h.st.or rnc;rz1 or :)vhlch they expected to last six months or moreyfsxlthoug}z
nition of ‘disabled’ does not fit completely wi ition
e et . pletely with the definition of ‘youn
, provide some comparable inf i ]
eople i the sl coome p e information about the numbers of disabled
T .
o lzbied 4t }:hows that', in all selected countries, disabled people are less likely to be
- g)z v); - ;m non disabled persons. The percentage of disabled people working in
ried from 40.5 per cent in Ireland to 58 per cent in the Netherlands ’
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Table 4. Proportion of employed, unemployed and inactive persons, 2002 (as a percentage of Table 5. Proportion of employed, unemployed and i
] i 11
of the total population with a disability aged 16-54;1“ ive persons by age, 2002 (percentage

the total population aged 16-64)

BE Cz DK DE IE NL UK EU>» w2 ok
Employed Employed B NL UK EU25
Total percentage c07 667 770 665 665 745 729 65.0 Total 426 479 528 433
Disabled persons® 06 479 5.8 433 405 580 546 496 1624 o 61.8 48~9 405 580 546 496
Persons without a disability 643 715 831 694 695 802 798  68.0 1 25-34 61.0  60.7 68'2 65'8 :: :Zi o=
i i g . 63.
;J;erlnployed ; 35-44 573 681 631 598 502  68.0 35 644
al percentage 4.5 5.1 3.5 6.2 3.0 2.0 3.9 5.5 45-54 00 68 551 s 635  63.
Disabled persons 5.5 7.1 3.5 8.7 2.8 2.5 4.0 5.4 55-64 186 262 35‘8 24‘ Sroee e
Persons without a disability 43 45 35 59 30 18 38 55 Unemployed : . 4 270 321 390 298
Inactive : Total P - - y »
Total percentage a8 282 195 273 305 235 232 195 16-24 9 e 9~0 . 25 40 54
Disabled persons 519 450 438 480 V67 395 4l4 450 25-34 s s 4-2 1; ) 66u 42 104 96
Persons without a disability 513 240 135 247 275 180 164 266 . 35-44 68 105 4.5 12‘ e s
Source: Eurostat, Labor Force Survey. 45-54 4.5 04 2:3 “j zz : ?Z jz z:
55-64 : ’ . -
The Netherlands had the highest employment rate of disabled persons in 2002 (58.0 per Inactive 16 22 25 51 ‘u 10 16 24
cent), followed by the United Kingdom (54.6 per cent) and Denmark (52.8 per cent). Total
Table 5 also indicates that, compared to the other selected countries, the Netherlands Toa 519 450 438 480 567 395 414 450
has the highest percentage of disabled people aged 16-24 in employment (67.8 per 2534 586 587 314 421 539 280 348 452
cent). In the other countries, this rate varies from 32.1 per cent in the Czech Republic 272 285 276 228 390 230 307 276
to 61.8 per cent in Denmark. We may provisionally conclude that the Dutch special -4 358 214 324 280 471 282 '
scheme for the young disabled contributes to this relatively favourable figure. The 45-54 48.5 278 445 349 56..3 35..9 22'? ::;)
55-64 798 716 67 706 719 669 593 67:8

ntegration of the disabled as a share of total Dutch
labour market policy (LMP) expenditure may also have had an impact on this rate.

Due to the special Wajong scheme more information is available in the Netherlands
about the young disabled. A quarter of the young disabled that recently applied*? for
a Wajong benefit participated in wage-based work in 2007: 19 per cent in mainstream
employment and six per cent in a sheltered workshop (Berendsen 2008). Furthermore,
nine percent participated in a trajectory aimed at finding mainstream employment
and ten per cent did voluntary work or daily activities in a centre.

relatively high expenditure on thei
Source: Eurostat.

Abbreviation: u= unreliable,
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NATION
PRACTICES ALE00P

In the previ i i i
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: rdinators and mana
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n departmental public bodies. The success factors that were mentioned in the

ndicate that they suffer along standing health problem or disability (LSHPD)

nths or more.
he Wajong scheme during the period 2002~

-
? These are persons who i
for 6 months or more or expected to last 6 mo

10 This concerns the inflow of young disabled people intot
2006.

Intersentia European Journal of Social Security, Volume 12 (2010), No, 2
T 137

136




Irmgard Borghouts-Van De Pas

i i el:
interviews and documents are linked to the three crucial factors of the Triad Mod

Motivation, Capacities and Opportunities.

Table 6. Actual participation status of recent inflow of young disabled into the Dutch Wajong

scheme (inflow years 2002 - 2006, status in 2006)

Total (percentage)

19
Mainstream/regular job g
Trajectory aimed at working in a mainstream job/job-seeker
6
Sheltered Workshop 3
Be on a waiting list fora Sheltered Workshop place
10
Voluntary work/ daily activities ina centre
iliti iti 28
(Temporary) no participation capabilities/fopportunities
14
Education '
Wajong benefit ended - 1
At home, no participation 1
Possibilities are further investigated :
Unknown -
Total
Source: UWV.

6.1. MOTIVATION

, )
Ihe interviews Indlcated that, m OIdeI to SuCCeSSfUu enter the labour Illa[ket
both the em 10yer alld tlle youn dlsabled pelsoll needed to be IIlOthated alld
Colnlnltted to Ie'llltegratlon. Unpald Pa[ thlpatlon man lntegl ation pathway to WOIk
seems 10 tE @ gDCd llldl:atﬂr Of the motivation a[l[l [hE :Jnllnltnlint Cf thi [llsahled.
FOSltwe feedbaCk from employels about pe[ fOI mance 11 the WOIkPlaCe increases the
IIl()thathIl a]ld elf-estee]n Of y()un dlsabled people. WOlk that 1§ as Iegulal as
S ( g)
pOSSlble alSO Stunulates Self"esteerﬂ. I ur the[ more, PI ior to placement, the expeCtatIOIls

of the disabled person, the employer and colleagues should be clear. Another success

factor for programmes that promote work for the disabled is the moral and financial

commitment of all parties involved in the project.

6.2. CAPACITIES

and employers can be tested when a disabled person
1 workplaces. The workload should be adapted to
the capacities of the disabled person, and employers (andﬁcollezgu;i) Zho‘i.l:, ;u;cjegg
ivi illing to offer a disablea pe
roductivity. Employers are often more wi :
1\:}‘:’:; It)hey are no}; confronted with extra costs. Knowledge of the available support

The capacities of disabled persons
gains work experience in severa
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and facilities is needed. Furthermore, colleagues should agree to the hiring of a
disabled person and they should be given the correct information about the worker’s
disability and what they can expect from him/her on the work floor. Employers and
institutional providers should have a thorough knowledge of the target group. For that
reason, a good assessment is needed to obtain information about what the disabled
person needs and what the pitfalls are. In practice, employers and colleagues often do
not know how to cope with the worker’s disability. Supplying information about the
disability and how to cope with it can be helpful.

6.3. OPPORTUNITIES

When a disabled person is motivated and has the right capacities but there are no jobs
available, the transition from inactivity to work cannot take place. In other words, the
disabled person should have a real opportunity of entering the labour market. This
means providing support in organising the disabled person’s personal life. The most
effective and efficient way for institutional providers to find suitable work for (young)
disabled people is to focus on:

- connections from the network of employers;

- employers who already hire (young) disabled persons;

~ companies with vacancies which are difficult to fill or who are short of qualified
staff;

~ municipalities that are starting new projects

- small and medium sized employers (they appear to be more flexible than larger
ones).

Additionally, a trial period provides the employer and the employee with an
opportunity to find out whether or not the job is suitable for the (young) disabled
person.

7. CONCLUSIONS

Employment security is a relatively new concept and is used rather loosely in
discussions of policy as well as in academic circles. Several definitions of employment
security are used in the literature. The concept of ‘employment security’ should be
further elaborated by connecting it to other theoretical concepts. The definition of
employment security that is proposed in this article is ‘[t]he possibility for unemployed
or inactive persons to make the transition from unemployment to employment (by
means of activation and/or reintegration) and the possibility for workers to remain
employed, although not necessarily in the same job or with the same employer (as
a result of job to job transitions)’. This definition covers not only insiders, but also
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outsiders. Policymakers should have an eye on those two ‘streams’ and combine
measures appropriate to each of them as much as possible.
derstand and describe national systems,

The aims of this article were to un
policies and practices regarding the integration of young disabled persons into the
interesting overall

labour market, with an eye on policy learning. Perhaps the most
conclusion that can be drawn from it is that the Dutch ‘Wajong’ scheme for persons

who are disabled from birth or who became fully or partially disabled before they

reach adulthood, is unique in Europe. In the other selected countries there are no
similar schemes for young disabled persons. The young disabled in these countries
can apply for an incapacity benefit, an unemployment benefit, a social security benefit
(welfare) or an early retirement benefit. Specific policies for targeting groups have

the advantage that they try to find solutions for the specific problems of the young
gmatisation.

disabled. A disadvantage of a specific regulation is that it could lead to sti
More generic policies create unity, but ignore the specific problems of the young
disabled and, in the end, fail to provide a solution for them.

Due to the special Wajong scheme, more informatiaﬁ about young disabled people
is available in the Netherlands than in the other selected countries. As a result, new
developments regarding this group can be pointed out more quickly and it ought to be

casier to formulate new policies. Any possible negative effects, such as stigmatisation

and exclusion from the labour market, also appear in the other countries and need to
licies. In the selected countries hardly

be combated through effective integration po
any information is available about the effectiveness of integration measures and other
policy measures regarding the young disabled.

The study shows that different legislation, instruments and supports exist in the
selected counties to help disabled people enter the labour market. An interesting
question to be addressed is the effectiveness of the different policies, instruments and
programmes. Unfortunately, this study revealed that there is little monitoring of the
programmes and instruments. The only labour market participation figures available
are from the European Labour Force Survey, which included an ad hoc module
regarding the employment of disabled people. In 2002, the participation of disabled
persons was the highest in the Netherlands (58.0 per cent), followed by the United
Kingdom (54.6 per cent) and Denmark (52.8 per cent). We can provisionally conclude

that distinctions between the different policy approaches (rights based, obligations

) make little difference to employment rates. Compared

based or incentive based
to other countries, the Netherlands had the highest percentage (67.8 per cent) of

disabled people aged 16-24 who were employed in 2002, followed by Denmark (61.8

per cent) and the United Kingdom (54.8 per cent). We conclude that the relatively

favourable employment figure for disabled young people in the Netherlands may be
latively high

a result of the Dutch special scheme for the young disabled and the re
expenditure on integrating the disabled as a proportion of the total labour market
policy (LMP) expenditure. Yet, an interesting detail is that, despite the relatively low
expenditure in the United Kingdom on the integration of the disabled, the labour
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