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TERMS USED
· Client

We have used the term ‘client’ from time to time to refer to blind and visually impaired people engaged in the labour activation 
process.   We are aware that many regard this term as politically incorrect, but feel driven to use it where the available alternatives seem coldly bureaucratic.

· Low vision and blindness
World Health Organisation defines low vision as visual acuity of less than 6/18, but equal to or better than 3/60, or corresponding visual field loss to less than 20 degrees, in the better eye with best possible correction. Blindness is defined as visual acuity of less than 3/60, or corresponding visual field loss to less than 10 degrees, in the better eye with best possible correction, i.e. vision below 0.3.
· Definition of economic inactivity 

People who are either in work or unemployed and actively seeking work are ‘economically active’. Those who fall outside these two groups are ‘economically inactive’.   

Blind and visually impaired people carry out a wide range of occupations throughout the EU but between 2001 and 2007, EBU gathered evidence of high levels of economic inactivity amongst blind and partially sighted people of working age in member states of the European Union, ranging from about 40 to about 80 percent.   Throughout the EU as a whole they are said in this report to constitute a ‘hidden majority’.
CHAPTER ONE:  INTRODUCTION

The project arose from the Working Group on Rehabilitation, Vocational Training and Employment, set up in 2003 by the European Blind Union (EBU).  The working group was aware of evidence compiled by EBU, available on their website www.euroblind. Org, indicating that blind and visually impaired people work in a remarkable range of mainstream jobs and went on to gather information about employment status in various member states. The working group reported that between 40 to 80 per cent of blind and visually impaired people were not in work. Yet there remained some confusion between the terms ‘unemployment’ and ‘economic inactivity’ and the Working Group became concerned to understand more about the situation of working age blind and visually impaired people. So EBU commissioned a series of study visits supported by 
PROGRESS, the Community programme for Employment and Social Solidarity and the Royal National Institute of Blind People.

The aims of the study visits were:

(i) To investigate labour activation measures and employment support services in each country.

(ii) To estimate the rate of economic inactivity prevailing among blind and partially sighted people of working age.

(iii) To report to the EBU recommending good practice, which might be disseminated throughout the European Union by EBU and its member organisations.
Hence this report is concerned with the operation of employment services for blind and partially sighted people in Sweden, Germany, Romania, Poland, Austria, Netherlands and France and their impact on that target population.  It is based on study visits made by the authors between 2008 and 2012 and reports on the situation in each member state at the time of those visits, though the information about Germany has been updated by Erwin Denninghaus, Chair of the EBU Commission on Rehabilitation, Training and Employment. 
The European Union (EU) has a strategic aim to support people with disabilities to become economically active, either in the mainstream labour market or in special provision, according to their abilities. The Hidden Majority reports and this overview show how far the EU is from achieving this goal for those who are blind or visually impaired. None of the member states reviewed, apart from Sweden, has secured anything approaching a 50% rate of economic activity, and most are still struggling to achieve or maintain a rate approaching 33%.
CHAPTER TWO: STATISTICS ABOUT VISUAL IMPAIRMENT AND WORKING AGE 
This chapter reviews the data available on visual impairment and employment in the countries visited. Details of sources can be found in the individual Hidden Majority reports available at http://www.euroblind.org/working-areas/rehabilitation-vocational-training-and-employment#hidden
2.1. Sweden

Swedish National Office of Statistics data indicated there are 65,000 persons in Sweden who claim that they have some kind of visual impairment affecting daily life, and around 30,000 said that it affects their working capacity.

Of these:

· 47% were at work
· 10% were registered with the state employment agency as unemployed

· The remaining 43% were on disability pension and not seeking work i.e. economically inactive.

2.2. Germany

Employment statistics of the Federal Employment Agency (FEA) were not broken down into individual impairment groups. FEA did not keep statistics showing the number of blind and partially sighted people in employment, nor the number reporting that sight loss affects them at work.   
Older surveys (1995) point to evidence of a rate of economic activity (in work and actively seeking work) among legally blind people of 33 percent.

2.3. Romania
There were 200,730 registered working age disabled persons in Romania. Of these 36,500 had a visual impairment and 3,155 were economically active. Thus 86 percent of working age people with a visual impairment were economically inactive.

2.4. Netherlands

The state agency did not keep statistics on the number of blind and visually impaired people of working age or their employment status. Professionals in this sector estimated that there were 60,000 blind and visually impaired of working age of whom 15,000 (25%) were in paid employment. 

2.5. France

Statistical data about blind and visually impaired people was collected by public agencies at the level of the French Departments and local authorities, but the results of assessment of disability were not published.

One NGO estimated that there are about 20,000 blind people of working age in France, of whom about 7,000 are in employment. The same NGO estimated that 16% of blind and visually impaired people who are economically inactive could reach the labour market and gain employment given appropriate support. 

2.6. Poland

The total number of legally blind and visually impaired people between 15 and 64 years of age in Poland was estimated to be 145,900 (0.5% of total population of the same age). The rate of economic activity amongst blind and visually impaired people was 18.9%. 

2.7. Austria

The state employment Ministry had no statistics indicating how many people of working age were legally blind or partially sighted, nor how many were economically active/inactive. The Ministry knew only how many legally blind people were part of the quota system. 
CHAPTER 3: ASSESSMENT OF VISUAL IMPAIRMENT AND BENEFITS
This chapter compares the process of assessment for eligibility of disability benefits in each country and if or how this is linked to employment support.

2.8. Sweden

The award of sickness benefit automatically triggered the Social Insurance Agency to undertake an assessment of capacity to work of anyone who has been absent from work for more than 180 days.  The outcome was a decision either that the person was capable of work with appropriate support, or that he/she is not.   
If considered not capable of work a disability pension and an additional allowance to contribute to the extra costs related to disability was provided.
If the individual was capable of work a range of impairment specific support services was available from the Swedish Public Employment Service (SPES). The SPES service for people with visual impairment is available to people whose sight loss causes reduced work capacity.   A medical certificate describing the diagnosis and visual limitation from an eye doctor was needed as evidence of either blindness or low vision according to WHO definitions.

Some witnesses acknowledged that return to work sometimes results in reduction of income for visually impaired people who had been receiving disability benefits, but stated that ‘This is not an issue for our clients’  because a client could refuse only three job offers, after which benefit was reduced.

2.9. Germany

Germany is a Federation of sixteen states (Bundesländer).  Federal and regional agencies each provide services aimed at promoting the participation of disabled people in the labour market.  A person whose employment is interrupted or threatened by disability was entitled to social security benefit and anyone who had been absent from work for a given period of time had an assessment of capacity to work. The outcome of assessment was either that the person is occupationally disabled but can be supported in the labour market, or that the person was not able to return to work.  In the latter case he/she was supported by a disability pension and, for blind people only, an additional allowance to contribute to extra disability related costs, in the form of blindness allowance (Blindengeld).
The assessment was undertaken by the Federal Employment Agency of the ministry of employment, acting on the decisions of specially qualified advisors, usually medical and psychological experts.  The aim was, where possible, sustainable integration of the recipient into open employment. If a person was assessed as ‘severely disabled’ an assessment and training in a specialist vocational training centre was recommended, funded either by FEA or, if the person has been working, by pension insurance. If a person loses sight during work or already had a job as a disabled person the “integration agency”, funded via the quota system, was responsible for providing support to enable the person to continue in work.
Blind and visually impaired people who rejoin the labour market may be economically disadvantaged. As their income comprised their wages plus Blindengeld we were advised that many people decided to receive a (low) pension instead of participating in a vocational training course to earn less money than they had before or than they could receive as a pension. Blindengeld was paid in addition to salary or unemployment benefit, up to 600 Euro per month. 

2.10. Romania 

In Romania legislation restricted wages paid to workers with disabilities to 50 percent of the minimum wage.  Disability Allowance was not means tested and was higher than the minimum wage. Some witnesses suggested that disability benefits, though low by comparison with the EU average, were high enough to act as a disincentive to participate in the labour market on such poor terms. 
2.11. France

In addition to legally required bi-ennial medical examination of all employees, a period of time off work lasting more than thirty days gave rise to an obligatory medical examination.  Thus someone experiencing serious sight loss at work would often be identified first by the company doctor.  The person would then have an assessment by a multi-disciplinary team and if assessed as occupationally disabled would be given a disability card, entitlement to disability benefits and use of the employment services for people with disabilities. 

There were a range of benefits for working age disabled people, known as AAH (Allocation pour Adulte Handicapé) for who those in employment, invalidity pension (IP) for those who were not and benefits which compensated for additional living costs related to disability. The amount of IP was determined by the extent to which someone’s health limited the paid work they could do and the level of support they needed from another person.

In 2011 the sum of AAH, IP, additional allowance for using a guide dog and compensatory benefits was well above the guaranteed minimum wage.  Witnesses advised that this provided a strong disincentive to go to work.

2.12. Poland

Assessment for disability benefits took place first at regional level and the decision governed award of ‘incapacity pension’ and ‘social pension. For the purposes of this assessment there was no legal definition of ‘blindness’. Medical assessment established the degree of sight loss according to the Snellen test. 

Incapacity Pension was paid if a professional assessor of the State Insurance Fund claimant reported an inability to work and the individual had previously made contributions to the state insurance fund. This Incapacity Pension was reduced when the recipient earned more than 70% of the average monthly wage, and was suspended when income exceeded 130%. (This could lead to a situation where people with disabilities accepted salaries below the level justified by their qualifications in order to maintain full pension.)

Social pension was available for every adult who is unable to work due to an impairment which occurred before reaching the age of 18. Social Pension did not depend on contribution to the state insurance fund (so younger disabled people were not encouraged to work in paid employment). Social pension was suspended when a claimant received a monthly income (for example from employment) that was higher than 30% of the average monthly wage. This meant that the person could not undertake a full-time job. 

We were advised that disability pensions in Poland are ‘set very low’, but salaries are also low on average. Witnesses indicated that if people with disabilities were not well qualified for participation in the labour market, the differential between pension and salary would not be great so this could decrease motivation to seek employment. 
2.13. Austria

People who acquire a disability in Austria are assessed for the purpose of establishing entitlement to disability benefits and services. Severity of disability is assessed for employment purposes in percentage grades. Anyone assessed at 50% disability was considered 'severely disabled' and, when employed, counts towards fulfilment of the employer's liability under the quota scheme. Total and near total blindness constituted 'severe disability'.

The assessment process was carried out by medical Doctors. Those who were assessed as 50% disabled were issued with a ‘disability card’ and were entitled to benefits and services. In 2008 around 95,000 people had acquired the legal status ‘severely disabled' of whom about two thirds were employed/ self-employed. 

Disability-related benefits in Austria were diverse and not granted by one single authority. Austrian 'provinces' (länder) made their own assessments of sight loss because they were responsible for awarding the disability compensation benefit known as 'long term care allowance'.
Witnesses advised that there was some incentive to work in that anyone assessed as severely disabled was expected to undertake a process of rehabilitation with a view to employment, and award of disability pension was conditional on undergoing rehabilitation. However the combination of disability benefits and social security benefits for blind and partially sighted people was considered generous, such that people who have very little education or vocational/social skills would not earn this through employment. 
2.14. Netherlands
Blind and visually impaired school leavers were assessed at age seventeen to establish their ability to earn minimum wage.
Older people, who experience onset of sight loss whilst in work have their salary paid by the employer for the first two years of ‘sickness’. During this period the employer was expected to make arrangements for retaining them within the company. If the disabled employee has not been accommodated in this way within two years, he/she was assessed by experts from the state employment agency. For someone with sight loss this assessment consisted of a medical assessment of sight loss and an assessment of their potential to remain at or return to work, given appropriate assistive technology and other support. If a person was assessed as incapable of remaining in or returning to work they were awarded a disability pension for life, fixed at 75% of last salary. If the assessment established that the person is capable of remaining in or returning to work, he/she was referred to state funded employment support agency for employment support services.
CHAPTER 4: LABOUR ACTIVATION MEASURES
This chapter considers labour activation measures in each country including support for employers, support for blind and visually impaired people and the impact of legislation including any quota systems.
2.15. Sweden

1.1.1. Support for employers

In Sweden an employer hiring a person with a disability and reduced work capacity received financial compensation in the form of a wage subsidy.  The employee received wages appropriate for the role.
Those who acquire sight loss at work were protected by retention legislation from summarily dismissal.  Employers must draw up an action plan for retaining their employee in the job or transferring them to another appropriate job in the firm. The Office of Integration was responsible at a county level for the special termination protection for severely disabled people, and had to give official agreement in the event of termination.
1.1.2. Support for blind and visually impaired people

Sweden provided a wide range services which aimed to ensure that people of working age who experienced serious sight loss might be able either retain the job which they were in or receive assistance to find another job, either in the same firm or in another.

The main employment services for blind and visually impaired people were:

· Rehabilitation via thirty-three low vision clinics (LVC), mainly connected with eye hospitals of the state health service, open to people with low vision as defined by standards set by the World Health Organisation. Patients needed an initial referral to an LVC from an eye specialist and thereafter could attend as often as required. These clinics were staffed by multidisciplinary teams, able to offer optical rehabilitation, emotional counselling and training in low vision techniques, mobility and daily living skills. The LVCs could not refer patients directly to the public employment service but did inform them about the service and how to make contact.

· Assessment of ability to work and training to develop work skills; courses could be taken when there was no particular job in view

· Work related training
· Investigating what adjustments were needed at work and/or in the work place and provision of assistive devices and support workers (equipment could be provided before a job is found).
· Vocational and study guidance; certain courses were directly aimed at people with a visual impairment and people could receive help with technical aids.

In Sweden these services were delivered by teams of staff in state employment agency who specialised in sensory impairment. 
In 2006 the Swedish Association for the Blind Job started a new job introduction company called Iris Bemanning which offered a job matching service for people with disabilities.  A data base of job seekers and their CVs was maintained. These were supplied to employers recruiting staff.   The aim was to interest them in disabled candidates with good qualifications and capacity for work. Iris Bemanning employed visually impaired people directly at the telephone switchboard, running customer services, such as complaints, and was also been able to arrange direct recruitment of people with disabilities by some companies. Thus it created jobs for disabled people and spread knowledge of their skills of at work.

2.16. Romania

1.1.3. Quota

Romania law includes legislation that requires employers to employ a quota of disabled people in the work force at the national minimum wage.  An amendment in parliament reduced this to 50% of the minimum wage. Before 2000 this legislation had little effect, as there were few jobs.  After 2000, the supply of jobs expanded but according to the Romanian Association of the Blind, blind people will not come forward for work, partly because there is a lack of impairment specific vocational training and companies resist employing blind people.
1.1.4. Support for blind and visually impaired people
The Romanian Association for the Blind was doing what it can in difficult circumstances.   At the same time it was very dissatisfied with existing labour activation policies of the state. Romania has legislation which requires employers to adapt the work place and in turn the government must compensate for the cost but this legislation is not enforced. There was a lack of services for blind and visually impaired people with little or no rehabilitation, vocational training and support at work. The Queen Elizabeth School for the Blind in Bucharest offered a two-year post-graduate course in computer technology, which at the time of our visit had no students because their prospects of employment were so poor. 

2.17. Germany 
1.1.5. Quota

Like other people with disabilities, blind and visually impaired people in Germany are supported in the labour market by a quota system and an associated levy on employers who do not comply with it, known as the ‘compensation charge’.
Employers of 20 or more staff have a legal duty to allocate at least 5% of their posts to severely disabled people.  An employer who does not allocate the obligatory number of posts to severely disabled people must pay a compensation charge for each post not so allocated.  The level of this charge is set by law.  A severely disabled person can be counted for more than one allocated post, but no more than three posts.  This can be applied when their participation in employment proves particularly difficult.

1.1.6. Support for Employers

In Germany an employer may not dismiss a person who has been assessed as severely disabled without first referring to the Integration Office for ratification.  The Integration Office, responsible at ‘county’ level for helping employees  with disabilities to maintain their jobs, relies on a policy known as ‘special dismissal protection’. This aims to ensure that a person is not dismissed because of his/her disability. If the employer can show that the reason for the dismissal is not the disability but the economic situation of the company for example, the integration office may agree with the dismissal. This happens in around 60% of the cases. The integration office agrees to a further 20% of dismissals after negotiation, and 20% of people keep their jobs and the employer gets additional funding. If the integration office denies dismissal the employee is entitled to continuation of employment. This is also the case if the employer has fired the employee without contacting the integration office.   

The Office of Integration is also responsible for reimbursing costs to employers where a severely disabled employee produces less than 80% of the output of the average of the work force, or needs personal assistance from other employees. Employers who employ those assessed as severely disabled are eligible for allowances and funding towards the provision of training support, assistance in work and for design of the work place and the cost of a three month work experience placement.
1.1.7. Support for blind and visually impaired people

People assessed as having an occupational disability are eligible for a range of employment support services including residential rehabilitation, impairment specific training, support at work  technical aids in the work place, help with retaining or obtaining employment, help with mobility, and work experience.

Local Employment Agencies support clients for up to one year and if the client is still unemployed after this period responsibility for them transfers to a hybrid organisation called ‘the Jobcentre’, responsible for unemployment plus social welfare, and the client receives social benefit. These local employment agencies (or ‘Jobcentres’) are based on a framework of targets such as:

· Total number of successful job placements

· Number of job placements for people of age under 25

· Number of job placements for people of age over 50

· Number of job placements of people who have been unemployed for more than two years

· Average costs of job placements.
Witnesses advised us that there is no target related to disabled people and that the cost of supporting blind and visually impaired people into work can skew the performance result for the target regarding the cost of average job placement.
Germany offers residential rehabilitation programmes designed to support blind and visually impaired people at four specialist vocational training centres. Training in basic skills, techniques for reading and writing Braille, mobility training, instructions in daily living skills and vocational training are delivered on a modular basis and can be combined according to the needs of individuals.

The centres also offer a wide range of employment support services (often called 'integration' in Germany) including job search, training on the job and customised IT training. Periods of practical training are including in the programme in companies in the clients’ home communities.  Blind and visually impaired school leavers are entitled to participate in training programmes and receive careers advice and opportunity to prepare for employment.

The legal basis and the administrative processes are rapidly changing at the moment because of financial restrictions and political changes evoked by the UN Convention.  
2.18. Netherlands

1.1.8. Support for employers

Policy in Netherlands supports the reintegration of disabled people in an attempt to reduce the number of people claiming disability benefit. The Ministry for Employment Insurance funded several measures designed to encourage employers to recruit or retain a disabled employee:
· Payment of a wage subsidy if an employer retains or recruits a young person with disability who cannot achieve the expected rate of productivity.
· Funding for all the assistive equipment. 
· During the first five years of employment the Ministry paid the employee’s salary during any periods of absence due to illness

· All employers had to pay a fee to UWV to help provide employment for people with disabilities, but they received a discount on this fee if they retain/recruit a disabled person.

· An employer could take on a blind or visually impaired person for a trial period of 6 months and the Ministry would pay for this.

Employers had to pay salary for the first two years of sickness. If disability resulted during this time, the employer had to seek to accommodate the employee in the firm by arranging for appropriate support and/or moving the person to a more suitable job within the firm. Employers who failed to retain such employees in the firm were penalised. 

1.1.9. Support for blind and visually impaired people

The Ministry for Employment Insurance had responsibility for assessing levels of disability. People assessed as totally unfit for work were put on permanent disability pension. Those assessed as fit to work with support, were referred to a ‘reintegration company’ which specialised in supporting them back to work via a 

personalised action plan lasting up to two years which could include formal residential training courses, or training in the client’s own locality. The public employment agency did try to reach economically inactive people by advertising through their website and promoting their services to organisations of blind people. 
Reintegration support was delivered by NGOs and private sector organisations under contract to the Ministry for Employment Insurance. Recently three organisations had joined forces to create a specialist reintegration company called Werkpad Ltd, (Path to Work), operating on commercial principles. Werkpad,  job coaches supported people into and at work and specialised in either visual impairment, hearing impairment, autism and linguistic impairment, or a combination of these impairments. At any given time there were 200 blind and visually impaired people undertaking personalised employment plans with Werkpad. 

Employment rehabilitation was available at a residential centre operated by an NGO (Royal Dutch Visio). The employer was responsible for meeting the cost courses which could last up to two years. In addition to the national centre, there were regional centres run by NGOs, Visio and Bartimeus, all over the Netherlands. Blind and visually impaired people gained access to these rehabilitation services via an 'indication', i.e. certification by the government department which would pay for it.  Courses cover skills training for daily living, information and communications technology and mobility.

2.19. Poland

1.1.10. Quota

In Poland a quota scheme operated in both public and private sectors. Employers with 25 or more employees had to meet a quota of 6%.  Employers who did not meet the quota paid a ‘levy’ to the State which helped to fund support for disabled people in the labour market. Staff of the Polish Association of the Blind criticised the implementation of the quota system as employers, even in the public sector, preferred to pay fines rather than comply with the 6% quota.

1.1.11. Support for employers

The Act on Rehabilitation established a number of rights designed to accommodate disabled people in the workplace. Employers employing disabled people for at least 36 months were entitled to a number of benefits from the State Fund for Rehabilitation:

· Monthly subsidy.
· Reimbursement of all or part of the cost of adapting workplaces and equipping work stations for the purchase of assistive technologies and equipment and software necessary for disabled employees.

· Reimbursement of up to 60% of salary costs for the first year of employment for new recruits and those retained after onset of disability.
If the employment ends before 36 months the employer must return the funding.
1.1.12. Support for blind and visually impaired people

The Act on Rehabilitation gave a disabled employee the right to:

· Attend medical appoints and undergo treatment without loss of income

· Take 21 days once a year for rehabilitation leave without loss of income

· Reimbursement from a State fund for the purchase of assistive technologies and equipment.

The Officials of the state rehabilitation fund (SRF) advised that support for education of people with disabilities was a priority. Through an EU programme known as ‘Homer’ around about 3 million Euros have been expended to provide impairment-specific training.  The SRF also supported NGOs like the Polish Association of Blind People to provide sheltered employment, training and rehabilitation services. The Polish Association for the Blind ran workshops for people new to sight loss lasting up to four weeks. There were no other provisions for those who experience sight loss in working life.

Labour activation programmes had not yet succeeded in increasing the number of people with disabilities entering into the work force. Some policies aimed at mitigating the effects of the economic transformation from communism still existed for the age group over 44 years. Disability pensions for people with disabilities are one of the elements of this system.   Partly as a result, Poland has the highest rate of people with disabilities in Europe.

2.20. Austria

1.1.13. Quota

In Austria employers with more than 25 employees are obliged to fulfil a quota: for every 25 employees, employers must employ one registered disabled person or pay the compensation fee instead. Evidence showed that most public sector employers fulfilled their quota but in the private sector quota compliance is low. 
1.1.14. Support for Employers

Austrian Anti-Discrimination legislation protects all employees with disabilities. If an employer wishes to dismiss a disabled person he has to obtain permission from the Department of Integration. If the Department does not agree to dismissal it can help with incentives to support both sides.
Financial incentives to work were funded both by the Public Employment Service and the Federal Welfare Office and in some provinces by the respective social departments. 

Wage Subsidy Incentives which compensate the employers for the loss of productivity of a disabled employee and Integration Incentives which provide practical support were typically time limited to three years and modelled in decreasing payment over this time.

Integration incentives include: 

· Mobility subsidies funded by the Federal Welfare Office to help with transport to work

· Integrated vocational training delivered through a combination of vocational school attendance and on the job training

· Funding for assistive equipment

· Online advice about available assistive technologies.

1.1.15. Support for blind and visually impaired people

At the time of the study visit the Federal Ministry of Labour spent 160m Euro per annum on employment support programmes. These were typically delivered through contracts with private sector companies and the Austrian Federation of the Blind and Partially Sighted who work specifically with blind job seekers. Contracts lasted for one year, were target based and were renewable.

The employment support programmes included:

· Qualifications customised to the individual's needs

· A programme to help people find jobs
· Provision of customised rehabilitation programmes in the client's own area drawing in support from social workers, mobility trainers, peer support, and skills training e.g. braille and assistive technology.
· The Ministry of Social Affairs paid for work related and school related equipment for people with 50% plus on their disability card on the basis of an equipment assessment report from technically trained State employment agency staff.  

· A Youth Coaching programme for those in transition from school to work, delivered by qualified teachers and psychologists who work intensively with young people to agree a development plan that includes improving social skills, self esteem and work experience. The Youth Coaching programme had 10,000 clients and in 2012 it was extended to include all Austrian youth who are not on a clear path to employment qualifications.
It should be noted that Public Employment Service provision for blind and visually impaired people is restricted to the provinces of Vienna, Linz and Graz. For each client the public employment service team had to undertake a highly bureaucratic exercise of writing to all the agencies - mobility trainers, social workers, psychotherapists, assistive technology suppliers - to request funding for different elements of support required. Clients often failed to obtain funding for employment service support because responsibility is fragmented.
Other barriers which prevented people experiencing serious sight loss from accessing employment services included:
· Eye doctors commonly failed to refer patients to them.

· The information sent to people after 6 weeks sick leave was not specific enough.

· People who were on sick leave were not registered at the Public Employment Service, and Health Insurance did not refer blind or visually impaired people to the Austrian Association for the Blind employment support services. 

· The requirement of a 50% disability assessment before the Public Employment Service can fund delivery of employment support meant that those who fall outside this level yet still needed assistive technology to remain in work did not qualify for specialist support.

2.21. France

1.1.16. Quota

French law has required all private sector firms with more than twenty employees to ensure that they employ a quota of 6% were people with disabilities. This law allows firms a choice of four ways to achieve the objective of increasing economic activity among people with disabilities:

· Direct employment of people with disabilities.

· Provision of work under contract, or purchase of services from ‘the sheltered sector’, or the acceptance of trainees from vocational training centres.

· Agreement with the trade unions of a plan, recognised by the State, to  recruit or retain people with disabilities in employment by adaptation of a work place 

· Payment of an annual contribution to a fund for the inclusion of people with disabilities in the mainstream labour market. This fund is then used to provide support, both technological and human, for people with disabilities in mainstream occupations. The amount of this contribution is determined with reference to the efficiency of the firm and the number of people with disabilities employed by it.

1.1.17. Support for employers

Funding (raised via the Quota system levy) to adapt work stations and the working environment and purchase assistive technology for disabled people was provided to both public and private sector employers. As payments to the quota scheme have decreased since 2011 there was no longer a guarantee of renewal of hardware and software for people working in the private sector. The French Association for the Blind, AVH, believed this is a disincentive to the employment of people with a visual impairment.
1.1.18. Support for blind and visually impaired people

Support for blind and visually impaired people in France has traditionally relied heavily on training people for specific jobs. This approach may have limitations as the labour market changes. In some of the other member states considered in the report the public employment service and NGOs have concentrated on delivering a range of support services, skills training and assistive technology funding which can equip blind and visually impaired people to seek a much wider range of jobs. Evidence was presented which shows that this is now understood at a very high level and research is under way to lay a basis for reform of labour activation policies in France.
There were about 200 centres for vocational training which catered for 15,000 trainees with disabilities. Their costs, which included training fees and residence charges, were met by social security. Trainees received remuneration from the state equal to their former earnings (if they had been in employment before training). People who had never worked before, e.g. school leavers, received a smaller remuneration. The only cost they had to meet themselves was a small charge for meals taken at the centre.
Newly blind or visually impaired people entered one of the seven training centres run by NGOs and specialising in visual impairment which could support a total of 450 trainees at any one time (both residential and non-residential). Although witnesses agreed that a course of rehabilitation can offer recently blind people great benefit and opportunity for important skills development several considered that the training available in these centres is limited, over-concentrated on physiotherapy, ‘secretarial’ work, low level ICT skills and traditional crafts like chair caning.

Witnesses identified a number of barriers to employment for blind and visually impaired job seekers: 

· The inflexibility of the French labour market, which makes employers all the more reluctant to hire blind people who will be difficult to dismiss if they prove unsuitable;

· The low educational level of some blind people in a country which places a very high value on ‘diplomas’;

· Amendment of quota legislation – before the Equality law of 2005 a blind person counted for two in the calculation of compliance.

· The public employment service has a contract with “Cap Emploi”, a public agency which specialises in supporting disabled job seekers. Each year Cap Emploi must secure a target number of work placements. This leads to a focus on supporting those who are ‘easier’ to place into work and consequently Cap Emploi supports very few people with a visual impairment.

CHAPTER 5: SUPPORTING PEOPLE FURTHER FROM THE LABOUR MARKET
This chapter reviews various models of support for blind and visually impaired people, often those with additional disabilities, who are further from the labour market.
2.22. Sweden 

Traditional sheltered employment had almost disappeared in Sweden for blind and visually impaired people. Instead Sweden was introducing a new three stage model that started with a comprehensive assessment of the client’s capabilities followed by ‘development employment’ which was the offer of a job, when it was considered that the client’s ability could be developed through work experience and finally a job introduction scheme called ‘Secured Employment’ which was employment with a high wage subsidy and extra allowance for assistance.   These supports could last for up to four years. The employee received wages and other benefits comparable to collective agreements for the role. The state employment agency also provided specially trained coaches to support this process by providing counselling, job introduction and training on the job.  
The Samhall Group, previously the Swedish agency for sheltered employment, had refocused its work to produce articles and services which were in demand and by so doing created meaningful employment for people with disabilities. It had factories and plants all over Sweden.   27,000 individuals were employed within Samhall and 93% of these had a disability. Approximately 5% of the workforce left Samhall annually, progressing to a job, with or without wage subsidy, in the mainstream labour market.   A guarantee scheme operated to enable anyone who leaves Samhall for a job on the open labour market and who then subsequently “fails” at the job to return to work at Samhall within a period of one year.

2.23. Germany
In Germany there are many sheltered workshops for disabled and other disadvantaged people (approximately 300,000 places per 81 million inhabitants). Workshops for disabled people provide individually designed work places and other services to promote skills and abilities of an employment-related nature. 
Germany also has a well established social enterprise sector which provides employment to people with complex needs for example people with low vision and a learning disability or with additional social problems that make a continuous counselling necessary.  The Integration Office can assist social firms with start up and operational costs.  Integration Office statistics show that there are 517 social firms all over Germany, employing 13,694 people of whom 6,800 are disabled and of these 5,500 have complex needs. 
A key difference between a sheltered workshop and a social enterprise is the salary: people working in a sheltered workshop in receive a “pocket money” of round about 100 € per month. Those who work in a social enterprise earn at least minimum wages, and are legally an employee with health insurance, unemployment insurance, retirement insurance and so on. 
2.24. Netherlands

There were about 140 sheltered workshops in the Netherlands employing some 90,000 people who would be seriously disadvantaged in the mainstream labour market. There were no official statistics showing the number of blind and visually impaired people employed in these workshops though witnesses estimate there were around 400.

An action plan designed by the state funded employment service, Werkpad, may recommend sheltered employment for a particular client. In this case the Ministry for Employment Insurance would subsidise salary up to a maximum figure, depending on severity of disability. Witnesses advised that, “It is difficult to provide meaningful work for people with complex needs as there is no model of employment provision between the mainstream and sheltered workshops”. To address this issue one NGO (Bartimeus) was investigating the possibility of creating a social firm to support employment of blind and visually impaired people. 

2.25. France

In France there were 669 ‘adapted enterprises’ (previously called ‘sheltered workshops’) employing people with disabilities. They had a total work force of 35,000 and were supported by the State. Only three of these ‘adapted enterprises’ catered for people with a visual impairment, with 110 workers in total, mainly focused on chair caning. Workers were not expected to progress from adapted enterprises so there were no services to promote this.

In addition, there were ‘Establishments for Supported Employment’ catering for those whose working capacity is estimated between 5% and 30%, allowing them to engage in productive,  therapeutic activity. The operating costs were born by the state. Workers earned minimum wage and came from all over France. The cost of residence was borne by the worker’s department of origin.
There were over 1,300 Establishments for Support Employment  supporting 118,000 workers with disabilities. Twelve Establishments, run by NGOs, specialised in supporting 500 blind or visually impaired people, usually with additional disabilities.

2.26. Poland

In Poland there were two types of sheltered workplaces: sheltered enterprises and occupational activity enterprises. 

Any employer employing more than 25 people could apply for the status of sheltered enterprise and so receive a set of tax exemptions and subsidies including subsidy for the salaries of employees with disabilities. A sheltered enterprise had to have between 30 to 40 per cent disabled employees, depending on their degree of disability. The enterprise had also to offer guidance and rehabilitation to staff though there was no ‘progression’ policy and no expectation that any employees would move into the mainstream labour market. Neither was there any provision to finance job coaching or similar support services. In 2008 there were approximately 2150 sheltered enterprises, mostly in the private sector, employing up to 200,000 people with disabilities (approximately 40% of all employed people with disabilities). About 30 sheltered enterprises provided mainly for blind and visually impaired people. The number of sheltered enterprises overall was declining and witnesses advised that people with ‘significant’ disabilities were present in the sheltered sector only in very small numbers.   
Occupational Activity Enterprises offered work to people with significant disabilities. They prepared people for life in an open environment, through social and vocational rehabilitation and support for an independent and active life. At the end of 2008 there were 53 occupational activity enterprises employing almost 2000 people with disabilities. Their number was slowly but systematically increasing. 

2.27. Austria 

Support measures were mainly aimed towards people with disabilities who were perceived as "job-ready". For people with higher support needs sheltered workshop facilities were the only option. However in Vienna the Social Welfare Office part sponsored firms in, such as Café Noir, Four Senses and Dialogue in the Dark. A total of 50 blind and visually impaired people were employed in these firms and the Social Welfare Office provided a wage subsidy for them.
People with significant disabilities faced disincentives to progress towards employment:

· Each of the nine provinces ran ‘therapeutic employment’ projects which offered integration into a social group rather than emphasising preparation for mainstream work. Participants were not paid a wage but received ‘pocket money’. As a proportion of their disability benefit was taken to fund the therapeutic employment projects the person taking part was likely to be financially worse off. 

· Invalidity pensions were awarded on the grounds that the claimants were unable to work. They were therefore not entitled to state funded employment support services. Any company taking them on would receive no wage subsidy. Access technology could not be paid for with government money. If such a job seeker should find and accept employment, he/she would lose the right to invalidity pension and, if the employment does not work out, they then are left to deal with the financial hardship. 

5.7 Romania

Under the Communist government Romania developed a small blind ‘professional class’ working mainly in the medical sector of the labour market, and a small blind working class employed in sheltered workshops under state control. With the fall of Communism in 1989 the market for sheltered workshops all but disappeared.  Training for blind masseurs in the medical sector underwent overall reorganisation and many blind masseurs went into early retirement, along with manual workers in the workshops.

CHAPTER 6:  ROMANIA
The situation in Romania is so different from the other countries studied it is important to highlight the struggles that blind and visually impaired people face there. 

Between 2000 and 2007 Romania underwent a period of high productivity growth accompanied by low employment growth. During this time blind and visually impaired people suffered dramatically and disproportionately - the general rate of economic inactivity in the population as a whole was around 40 percent, the corresponding rate for blind and partially sighted people is nearly 90 percent. The number of blind physiotherapists in employment doubled from about 400 in 2000 to about 800 today as the medical sector expanded but blind people did not benefit from expansion in other areas such as ICT.

2.28. Education

Romania has a system of universal education, including children with visual impairment, up to the age of fourteen.  Two thirds of children with visual impairment are educated in special schools and it is official policy that children with 30% of normal sight are orientated towards special schools. There is no educational provision for children with multiple disabilities.   
Some Associations of the Visually Impaired have commented that the opening of mainstream education to children with visual impairment has been one factor among others in raising the rate of economic activity of visually impaired people. 
2.29. Lack of accessibility of transport the built environment

It is typical for pavements to be covered by parked cars, forcing pedestrians to walk on the carriage way and guide dogs cannot be used in Romania as it is common for feral dogs to prey upon domesticated animals.   

2.30. Comment 
There is an urgent need for modernisation of the benefit system, accompanied by opportunities for training and support to find and maintain employment.   As in other countries, benefits could be linked to wages in such a way that blind people need suffer no loss of income by going to work. Employment services for blind and visually impaired people are expensive to put in place.   Nevertheless we would argue that there is nothing to be gained from delay pending economic recovery.
CHAPTER 7: CONCLUSIONS: GOOD PRACTICE, INNOVATION AND RECOMMENDATIONS
The European Union (EU) has a strategic aim to support people with disabilities to become economically active, either in the mainstream labour market or in special provision, according to their abilities. This aim is now inscribed in the UN Convention. With a view to working towards this goal this chapter summarises evidence of good practice and innovation and gathers together the recommendations of the Hidden Majority reports.
As we have seen the lack of data in Germany, Netherlands, Austria, France and Romania makes it impossible to assess the exact level of economic inactivity and the impact of employment services on the employment status of working-age blind and visually impaired people in these member states. However as a result of the evidence presented in the Hidden Majority reports the EBU Working Group has concluded that economically inactive individuals constitute a majority of blind and partially sighted people of working age in all but one of the member states reviewed and none of them is without a substantial minority.  A further conclusion must be that they constitute a majority of blind and partially sighted people of working age in the European Union as a whole.
2.31. Labour activation 
Economic inactivity may be a matter of choice, which seems rational to the individuals concerned in the light of provision of relatively generous social security benefits and relative scarcity of jobs suitable for blind and partially sighted people. Witnesses in several countries visited commented that generous disability pensions can act as a disincentive to participation in the labour market. In some countries the variety of agencies responsible for different benefits made a flexible system difficult to implement especially when responsibility for payment of social security and employment benefits rests within different Ministries. It seems clear that the economic activity of blind and visually impaired people would be improved by the introduction of rules allowing for the flexible combination of social security benefits and payment for work done in employment. In addition, as stated in chapter 4, good practice in labour activation mechanisms includes:

· A disability benefit system that provides incentives to work

· Transparent funding mechanisms for support

· Modern education, training and employment services provision for people with disabilities

· A robust system of rehabilitation and vocational training.

· Impairment-specific support for job seekers delivered by experts and in work support, both in the sheltered and in the mainstream sectors. 
· Support for employers that defrays the cost of assistive equipment or work place adaptation and addresses any administrative barriers that act as disincentives to employing people with disabilities.

The Hidden Majority Reports show that a quota system can contribute, but does not lead automatically, to a higher rate of economic activity among people with disabilities. It could be argued that a quota combined with a compensation charge enables the raising of more revenue to support disabled people in employment with assistive technology and modification of work places. However in some countries comparable funds for equipment are raised from general taxation.  Protection against dismissal can be provided by both a quota system and anti-discrimination legislation; the latter avoids the complex bureaucracy of administering a quota system. EBU would be advised to respect the historical and other circumstances which have produced quota systems in various member states.   It would also be advised to accept that evidence does not exist to justify lobbying for a quota system in every member state of the EU.
2.32. Timely intervention

Crucial to positive outcomes is the need to intervene as early as possible in the sight loss process to assess the capacity of individuals for employment and the need to provide services that are designed specifically with the needs of people with serious sight loss providing incentives to them and to employers. It is important to reach out at appropriate times to those who may not be assessed as capable of work at the initial assessment because their outlook can change over time and their propensity to work can grow.
Good Practice – sickness triggers assessment
Under the rules of the social insurance system in Sweden and Germany, award of an income substitution benefit or ‘pension’ led automatically to an assessment of the client’s capacity to work.  This assessment was carried out by a multi-disciplinary team, able to draw up an individualised programme of rehabilitation, vocational training and support in finding and maintaining a job.

2.33. Impairment specific support delivered by experts

Multi-disciplinary expertise is required to deliver the initial assessment, social and vocational rehabilitation to training and job introduction necessary to support those who experience sight loss in working age. This support must designed with the needs of blind and visually impaired people in mind and provide skills development for independent living, independent mobility and use of appropriate assistive technology. Building up of impairment specific services for rehabilitation, vocational training and support in employment are key strategic developments in trying to increase the rate of economic activity among blind and partially sighted people. This dedicated sensory impairment service in Sweden was an example of good practice to be noted and the wide range of occupations undertaken by deafblind people was just one positive outcome of this approach. The European Union lacks a common agreed standard on social and vocational rehabilitation and we found some differences in approach and practice. 
Good practice - Formal link between eye clinic and rehabilitation support

Evidence from Sweden of a ‘joined up’ rehabilitation service which begins within the health service and offers a continuous pathway through the sight loss experience with support towards independence and employment appears to offer a model of good practice. In Sweden rehabilitation was linked to eye clinics. Patients in eye hospitals were referred to low vision clinics (LVCs) where they were offered specialised counseling and training in social rehabilitation. The aim was that patients of working age emerge from the clinic equipped with the basic skills of independent living, ready to make use of the services of the Swedish Public Employment Service who specialised in sensory impairment.  Although the LVCs had no power of referring patients to employment services, it is noteworthy that liaison committees had been formed between the two agencies in some regions. Some witnesses from the Swedish Association for the Blind advised that Low Vision Clinics do not always provide such a seamless service of social and vocational rehabilitation and they are lobbying for the reintroduction of some residential courses.

Good practice - Residential rehabilitation

Some countries visited such as Germany, France and Netherlands do deliver social and vocational rehabilitation on a residential basis and services in each country are working to further modernise the provision. In Germany those who experience sight loss during employment and need social rehabilitation before they can begin the journey to the labour market can attend one of the four specialized centres for adult re-habilitation run by the state to provide impairment specific training. Modules include independent living skills, mobility and orientation, personal care, information processing, and assistive technology. There are also other centres which focus on the first vocational training for school leavers and young blind and visually impaired people plus some schools which offer vocational training. They are all not run by the state, but by other institutions like charities, cities or welfare organisations, but they are payed for their services by FEA, retirement and other insurances or jobcenters. 

Romania, on the other hand, offers no rehabilitation service for blind people at all. The onset of a major disability such as sight loss clearly involves a major process of learning to live with it.   For this reason it is imperative to develop provision for rehabilitation in Romania and we urge the EU Commission to look again at the rules of the European Social Fund with a view to forwarding the development of the proposed Romanian Association for the Blind centre at Bucharest.
Innovation - Support to find work and at work

In Netherlands three organisations had joined forces to create a specialist reintegration company called Werkpad Ltd, (Path to Work), operating on commercial principles. Job coaches supported people into and at work and specialised in either visual impairment, hearing impairment, autism and linguistic impairment, or a combination of these impairments. 

In Poland the practice of using government subsidies to fund support for third sector organisations to meet needs of blind and visually impaired people has enabled the Polish Association for the Blind to operate its library service as special employment provision, provide work for blind and visually impaired people.
Innovation – new models of employment

The Swedish Association for the Blind had started a new job introduction company called Iris Bemanning offering a job matching service for people with disabilities.  A data base of job seekers and their CVs was maintained. These were supplied to employers recruiting staff.  Iris Bemanning employed visually impaired people directly at the telephone switchboard, running customer services, and had also been able to arrange direct recruitment of people with disabilities by some companies. Thus it created jobs for disabled people and spread knowledge of their skills of at work.

In Poland co-operatives which traditionally operated as sheltered work had adapted to market forces by introducing new businesses. One success was a new tele-marketing department in an established cooperative. Here blind and partially sighted employees supplied information to the public concerning agricultural grants available from the EU. No one calling in knew that they were visually impaired. The employees retrieved the information from a computer data base, reading the screen either by synthesised speech software or by screen magnification. The cooperative won the contract to do this tele-marketing from the EU by open competition and will, and was due to compete for the contract again.

2.34. Support for those furthest from the labour market

Support for those furthest from the labour market differs quite markedly in the countries visited. Austria and France retain a more traditional sheltered / therapeutic sector. Poland, Sweden and Germany have moved away from traditional sheltered employment and provide a range of support services to people with complex needs and Germany has a growing social firms sector as a means of labour activation for people with complex needs.  Netherlands is just embarking in this path. 
Supported employment in the mainstream for blind people is a relatively recent development and has yet to reduce economic inactivity on any kind of large scale so it is unwise to dismiss forms of activity which promote inclusive employment (even therapeutic) offering opportunities for disabled and non-disabled people to work together and opportunities for progression. Indeed EBU is insisting that special provision is complementary to mainstreaming.   That is the challenge for every member state of the EU to confront in relation to blind people with additional difficulties.
2.35. Retention legislation

The Hidden Majority reports have noted evidence that most employers have an unrealistically low estimate of the abilities and achievements of blind and visually impaired people. Legislation that requires employers to consider options for retaining someone with serious sight loss before dismissing, or easing them out of their employment provides a robust means to address this.

Good practice – Retention Legislation 

In Sweden those who acquire sight loss at work were protected by retention legislation from summarily dismissal.  Employers had to draw up an action plan for retaining their employee in the job or transferring them to another appropriate job in the firm. The Office of Integration was responsible at a county level for the special termination protection for severely disabled people, and must give official agreement in the event of termination. Similarly in Germany there was a special dismissal protection for severely disabled  people. 
Protection against dismissal can also be provided by anti-discrimination legislation though anti-discrimination legislation does not provide the same protection and incentives as statutory retention such as Sweden and Germany practice. 
2.36. Recommendations
The recommendations from the Hidden Majority reports are reproduced here as they remain key considerations for EBU.
Recommendation 1:  EBU should seek to ensure that the EU Directorate of Employment and Social Affairs exerts its full influence to promote the universalisation of the good practice in labour activation of blind and visually impaired people throughout the Union.  To this end it should utilise its powers of monitoring national action plans, targeting finance from the European Social Fund, funding conferences of experts and service users for the dissemination of good practice.

Recommendation 2:  We further recommend EBU to publicise this report vigorously among its member organisations.  These will then have an opportunity to lobby in their own member states for universalisation of services.  It hardly needs saying that EBU and its member organisations should press for urgent ratification of the UN Convention on the Rights of Persons with Disabilities, Article 27, which recognises the rights of persons with disabilities to work, on an equal basis with others. EBU should also lobby the Directorate of Employment and Social Affairs of the EU 

Commission to utilise its powers to spread good practice equally among member states.  Among these powers are the monitoring of National Action Plans, which should be scrutinised with the needs of blind and partially sighted people in mind.

Recommendation 3: We recommend that EBU and its member organisations seize every opportunity to press for retention legislation in every member state of the EU.

Recommendation 4:  We recommend both agencies to endorse the principle that the journey from diagnosis of serious sight loss to the labour market should be made as seamless as possible.  Early intervention of impairment specific services is crucial to successful outcomes. 
Recommendation 5:  We recommend EBU to do everything possible to publicise the extent of economic inactivity among blind and partially sighted people in member states of the EU.  In doing so, EBU should be careful to maintain the distinction between ‘unemployment’ and ‘economic inactivity’ which as used throughout this report.   This is necessary because the term ‘economic inactivity’ does not appear to be well understood by some member states.  EBU has already done valuable work in publicising the remarkable range of jobs undertaken by the ‘blind elite’.  The time has come to recognise fully that such people have had to win their way to the labour market by dint of arduous effort and endurance of barriers that would discourage most sighted people.  Work on supported employment and social firms, especially in Germany is beginning to yield results even for blind and partially sighted people with complex needs.  

Recommendation 6:  We recommend EBU and its member organisations to campaign for public resources devoted to rapid development of an employment continuum that extends from rehabilitation, through special provision to supported employment in mainstream labour markets.  The development of such a continuum in every member state of the EU would go a long way to fulfilling the ‘twin track’ solution to economic inactivity long advocated by EBU.

Recommendation 7: We recommend EBU to explore with the Directorate for Employment and Social Affairs an early solution which delivers appropriate financial support for the type of rehabilitation centre recommended by Romanian Association for the Blind. 

Recommendation 8:  None of the member states we studied maintains adequate data for evaluating the situation of blind and partially sighted people in the labour market. We recommend EBU to continue to press the European Union to promote research which will enable careful and precise monitoring of the rate of economic inactivity among blind and visually impaired people and provide a context in which agencies can rationally assess the propensity to work among their target groups. The online ANED system, sponsored by the EU, aims to become a tool for critical comparison of disability policy and statistics but there are major issues to address such as the lack of specific reference to visual impairment and accuracy of data (agencies in Austria presented evidence strongly challenging the ANED report on their own situation).
APPENDIX: METHOD

We conducted semi- structured interviews with people responsible for delivering the state employment service for blind and partially sighted people and to cross check the results as far as possible by interviewing well informed observers as to the way in which the services impact on blind and partially sighted people of working age, both in and out of employment.  These included major organisations representing blind people themselves who gave valuable oral and written testimony. This approach was possible in Sweden, Germany, France, Austria and Poland.

In Netherlands we conducted structured interviews with people responsible for delivering state financed employment services for blind and partially sighted people and well informed observers from NGOs. However we were unable to arrange interviews with officials responsible for labour activation measures.

In Romania the process was different.   The structure of the labour market for blind and sighted people is very different in Romania from that in the other countries visited, and very much harder for blind and partially sighted people to penetrate.   We were unable to interview any Ministers or civil servants in the relevant government departments. Neither were we able to secure evidence from state service providers, since almost no such services exist. Evidence was supplied by Directors of the Romanian Association for the Blind and the National Advisory Council for Disability.

The interviews were structured around a list of topics which we submitted in advance to all the interviewees.  These topics were as follows:

1 A legal definition of blindness and/or partial sight which qualifies a person to access special labour activation programmes

2 Number of blind and partially sighted people in employment, broken down by age, gender and additional impairments

3 Range of occupations in which blind and partially sighted people are employed together with any indication of clustering in one dominant occupation

4 Number of blind and/or partially sighted people actively seeking work, broken down by age and gender and additional impairments

5 Number of blind and/or partially sighted people who are economically inactive, broken down by age, and gender

6 Number of blind and partially sighted people close to the labour market

7 Number of blind and partially sighted people distant from the labour market

8 Types of social security benefit paid to blind and partially sighted people who are economically inactive, distinguishing between income substitution and compensation for the costs of disability

9 Level of the above expressed as a percentage of average annual earnings

10 Labour activation programmes specially provided for blind and partially sighted people aimed at employment in mainstream occupations and at employment in special centres e.g. sheltered factories, social enterprises, social firms, etc.

11 Legislation aimed at influencing employers to employ blind and partially sighted people, e.g. Quotas, reserved occupations.

Under a guarantee of personal anonymity, a first draft of each chapter was shown to all the participants in the interviews and many came back to us with valuable corrections, supplementary evidence and comment.  This process resulted in broad agreement that the chapters give a balanced account of the employment services and their impact on blind and partially sighted people in each country.  Any remaining differences of emphasis and occasionally of interpretation that remain are disclosed within the full reports.
This report is supported by the European Union Programme for Employment and Social Solidarity - PROGRESS (2007-2013). 

This programme is implemented by the European Commission. It was established to financially support the implementation of the objectives of the European Union in the employment, social affairs and equal opportunities area, and thereby contribute to the achievement of the Europe 2020 Strategy goals in these fields. 

The seven-year Programme targets all stakeholders who can help shape the development of appropriate and effective employment and social legislation and policies, across the EU-27, EFTA-EEA and EU candidate and pre-candidate countries.

For more information see:  http://ec.europa.eu/progress
The information contained in this publication does not necessarily reflect the position or opinion of the European Commission.
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