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Introduction

People with Changed Working Ability (PCWA) make up for one billion, that is 15% of
the world’s population according to the WHO. They experience physical and/or mental
impairment that substantially limits one or more major life activity. In a work environment,
PCWAs experience difficulties related to their disability and contrary to common belief, these
are not limited to unadapted workplaces. There is a broad diversity of disabled employees and
each situation is unique. In fact, as we will see in the following content, most disabilities do
not even alter the working capacity of the people living with it.

However, what PCWAs tend to have in common is the non-acquisition of soft skills.
This is widely due to the fact they tend to evolve in alternative processes to access the work
market, and thus have less opportunity to learn unconscious codes and soft skills. This lack of
soft skills plays a huge role in the failed attempts to find a workplace and if so, gives a feeling
of maladjustment that makes PCWAs quit sooner than non-PCWAs. Just as technical skills are
often difficult to acquire for people with disabilities, soft skills, which are more related to
interpersonal skills and behaviour, are leverages for developing the potential of these people.
Although they are not measurable or identifiable, they are essential for accessing social and
professional networks and places. Difficulties most observed are the following, though this list
if far from being exhaustive: acceptance of disability (self-acceptance and from others); oral
fluency and self-confidence; mobility; lack of knowledge on professions, process, formations;
almost non-existent professional network; illectronism; illiteracy; behaviour, attitudes and
conscience of professional codes; personal environment unsupportive etc. On the side of host
structures, whether they are « welcoming » or not, barriers observed are the following:
ableism; no knowledge on disability (even when awareness-raising policies are implemented,
they remain fairly inefficient); misconceptions and misunderstandings; practices and work
conditions unadapted to the reality of PCWAs; competing issues between work pace of PCWAs
and financial objectives of workplace (productivity) etc.

Also, the identification of soft skills for this public is very interesting because it translates the
uniqueness of our personalities and allows us to identify our assets, our irritants, our
potential. Soft skills prove to be a good entry point in the reflection of the professional project
of people with disabilities.

What are soft skills?

According to the National System of Occupations (NSP, 2011), soft skills can be
defined as the following : « Intangible skills which are hard to measure and are closely
connected with individuals’ attitudes ». They tend to be infused in the person’s behaviour and
are non-cognitive, personal and people skills. However it can differ among compagnies. They
are called soft in comparison to « hard skills », which are easily observed and/or measured,
easily trained and closely related with individuals’ knowledge and are acquired thanks to
formal qualification (formation, degrees, professional experience). Soft skills are intertwined
and it is perfectly normal.
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Our consortium identified 6 useful soft skills that disabled people need to develop in order to
find and retain their job place:

% Sociability and interpersonal interaction (including teamwork)
% Leadership

s Self-efficacy

< Motivation to work

< Affiliation

< Self-awareness and self-profiling

The aim of the research in partner’s countries is to identify best practices in the fields of the
project and existing initiatives at local, national and European levels.

Do to so, each partner had a specific soft skill to make researches on and to define after giving
a brief framework of the condition of PCWAs in their countries. Based on their research and
interviews conducted earlier in the project, partners then had to identify the best practices
and formulate recommendations aiming at helping the project’s good development.

What results do we expect?

R
L4

Capitalization and inspiration from already proven practices, tools and initiatives
existing at local, national and European levels;

Identification of needs of PCWAs;

Increased capacity to deliver trainings to PCWAs;

Increased awareness among public and increased self-awareness among educators,
experts, professionals and PCWAS on key soft skills;

Newly-updated resources available for all professionals and easily transferable.
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| - Framework of People with Changed Working

Ability (PCWA) in the European Union

France:

France has 12 million disabled people. The employment of people with disabilities is governed
by the Labor Code, which requires companies to hire PCWAs at a rate of 6% of their workforce.
However, the actual rate is currently 1.3% because many companies chose to pay a fine
instead of complying with the regulation. The employment rate of PCWAs is also much lower
than that of the general population. Only 35% of people with recognized disabilities are
employed and the unemployment rate for the overall disabled population is twice the national
rate for the general population.

This situation goes against the law of February 11, 2005 for equal rights and opportunities,
participation and citizenship of disabled people. When hired, PCWAS most often work in very
physical areas, with difficult hours and low skill levels. Most are contracted in manufacturing,
cleaning, and other service sector occupations and work in manual fields that are at risk of
being destroyed and replaced. They are thus hired "to fill the gaps" (AGEFIPH). Which is
regrettable because 80% of disabilities are invisible and have no impact on work and in 85%
of cases, hiring does not require any adaptation of the workstation.

Greece

In Greece live and work almost 1.000.000 PCWAs (People with Changed Working Ability) who
cover approximately the 10% of the general population. The employment rate for people with
severe disabilities is significantly low compared to that for those without disabilities and it is
observed that there is not equal employment participation for them.

In the meantime, there has not been a specific national disability strategy or action plan
developed in Greece till 2020. The UN CRPD Implementing framework adopted in 2017 (Law
4487/2017) foresees that the assigned Central Focal Point (the General Secretariat of
Transparency and Human Rights) is responsible for conducting and submitting a National
Disability Action Plan to the Greek Parliament (Art.70). This process is completed in 2020 and
the Greek National Disability Action Plan has been presented in the Greek Parliament on the
24th of November 2020 after the completion of the necessary public consultation process.

Hungary

The national survey of the data on the groups of workers with altered working capacity, at the
request of the European Union, was carried out in Hungary in 2015 by the Central Statistical
Office. Based on the survey summary tables (STADAT), we can make the following conclusions.
Demographic characteristics of the 19—64-year-old population with altered and non-altered
working capacity by gender:

In the entire population, there are 6,038,497 people with altered and non-altered working
capacity; 2,968,047 men and 3,070,450 women. Of these, 5,357,784 people have no altered
ability to work; 2,651,851 men and 2,705,933 women. Among the total population, there are
680,713 persons with altered working capacity; 316,196 men and 364,517 women.

The survey provides additional important data, from which we will now only highlight the
factors that limit work. Three types of factors were identified.

7
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The amount of work that can be done; the nature of the work to be performed; going to work.
In the group of people with altered work ability, the long-term types of diseases and long-
term other sub-capacity problems and problems that limit activity are the following:
locomotor problem; cancer, tumor disease; skin disease, allergy causing skin lesions, severe
skin lesions; circulatory system disease; chest and respiratory disease; stomach, liver, kidney,
or other diseases of the digestive system, or food allergy; diabetes; epilepsy; severe headache;
learning problems; nervous system, mental, or mental iliness; other progressive disease; other
chronic illness.

Portugal

In the face of the pandemic crisis caused by Covid-19, according to the ODDH (2020), following
the closure of social support facilities for people with disabilities in March 2020, 40.1% of
respondents from reported that they had lost support or services. Regarding education, the
solutions provided to students with disabilities during the confinement and deconfinement
periods were evaluated negatively.

Regarding the impact of the pandemic on people with disabilities psychological well-being:
51% (n=164) reported feeling sadder or more depressed than usual since the beginning of the
pandemic, 58.4% (n=188) responded feeling more anxious than usual, and 39.3% (n=127)
reported greater difficulty sleeping.

According to data from the Institute of Employment and Vocational Training (IEFP), the
registered unemployment figures show that in 2019, 4.2% (n=12,027) of the individuals
registered as unemployed had disabilities. This indicates a decrease of 1% (-108) compared to
2018 (n=12,135). However, it is important to note that the overall reduction in the total
number of registered unemployed individuals was much more significant in the general
population, with a decrease of 9%. Although the trend until 2019 showed a decrease in the
number of registered unemployed individuals (both overall and with disabilities), analyzing
the percentage of people with disabilities registered as unemployed reveals an increase in
relative terms. In 2016, 2.9% of the registered unemployed individuals had disabilities, while
in 2019, it was 4.2%. These data indicate a higher demand for employment services from the
IEFP by people with disabilities, but they also suggest a greater difficulty faced by these
individuals in accessing the job market.

In terms of legislation In 2001, Portugal established a legal framework to implement the
employment quota system for individuals with disabilities who have a functional disability
equal to or greater than 60% in all central, regional autonomous, and local administration
services and bodies (Law 29/2001 of February 3). Subsequently, in 2004, the country
implemented Law 38/2004 of August 18, which focused on the rehabilitation and participation
of people with disabilities. This law aimed to promote equal opportunities for people with
disabilities, encompassing social participation, access to education and employment, access
to support services, and the promotion of accessibility conditions. These legal provisions serve
as the foundation for all regulations and initiatives aimed at improving the living conditions of
individuals with disabilities.

To enhance the quality of life for people with disabilities, various measures have been
introduced, including general and specific measures to enhance employability. These
measures are regulated by Decree-Law No. 290/2009 of October 12. Additionally, the
Employment and Support Program for the Qualification of People with Disabilities was
implemented with the financial and technical support of the IEFP (Employment Center in
Portugal). These initiatives work towards improving employment opportunities and providing
support for individuals with disabilities. Recently, The introduction of Law No. 4/2019 on

8
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January 10th established the employment quota system for individuals with disabilities in the
private sector. This law applies to individuals with a disability degree equal to or greater than
60%. According to the law, medium-sized companies with 75 or more employees are required
to employ disabled workers, constituting no less than 1% of their workforce. Similarly, large
companies must employ workers with disabilities, constituting no less than 2% of their
personnel. To ensure a smooth transition, employers are given a period of four to five years.

The legislation places the responsibility on companies to make necessary job adaptations
when hiring workers with functional limitations. Employers are required to collaborate with
the National Institute for Rehabilitation (INR) and the Employment and Vocational Training
Institute (IEFP), which will provide the needed technical support and guidance. However,
companies can seek an exemption from this law by submitting a request to the Authority for
Working Conditions (ACT) and providing proof issued by the INR, in collaboration with the
services of the IEFP, IP, demonstrating the impossibility of effectively implementing the law in
their specific workplace or citing a shortage of eligible candidates with disabilities registered
in employment services. Failure to report the percentage of 1% to 2% of employees with
disabilities in the annual report (single report) for companies and private organisations
covered by the law is considered a serious offence. In such cases, financial penalties will be
imposed.

Romania

According to Law no. 448/2006, if Romanian employers have more than 50 employees, 4% of
them must be people with disabilities. If not, they have to pay monthly to the State an amount
representing 50% of the minimum basic salary in the country multiplied by the number of jobs
in which no disabled people are employed, or they have to buy products or services from
authorized “protected units” equivalent to the amount due to the state budget. Protected
units are public or private companies in which at least 30% of employees have a certain level
of disability.

In Romania, the percentage of people with disabilities who have a suitable job is only 12%,
out of the number of people from this category, this percentage being the lowest in Europe.
The data are extracted from a report for the European Union, made by the experts of the
Academic Society, with the support of the Motivation Romania Foundation, having data from
2016-2019.
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lI- Identified Soft Skills

Our consortium identified 6 useful soft skills that people with changed working abilities need
to develop in order to find and retain their job place :

Sociability and interpersonal interaction (including teamwork)

Definition of social skills by Eser Yilmaz, M.S., Ph.D.: We, humans, are intrinsically social
species. Effective social interactions are vital for our careers, personal relationships, and life
satisfaction. Furthermore, meaningful social interactions keep our brains healthier and our
cognitive skills sharper as we get older (Kensinger & Gutchess, 2017; Ristau, 2011). Given how
essential social interactions are, you may find it strange that some individuals can effortlessly
handle any social situation whereas others struggle even with the most straightforward social
behaviors. These variances in how people carry themselves in social circumstances result from
differences in interpersonal skills.

Also known as soft skills or social skills, interpersonal skills are the competencies that allow
you to interact effectively with other people and function well as a member of society. They
enable you to exchange information with others, build connections, maintain relationships,
and resolve conflicts.

Within the Workability project, the soft skills chosen by Hand in Hand Foundation are
Sociability and Interpersonal activity. Both can be easily identified according to the
nomenclature of international diagnostic systems (DSM 5; ICD 11).

The measurement of Sociability and Interpersonal activity is made possible by the WHODAS
2.0 questionnaire issued by the WHO, two versions of which are described (self-filled and filled
by others), which consists of 36 items and contains six topics.

The measurement of Sociability and Interpersonal activity from the point of view of
personality functioning can be measured with the Personality function scale issued by DSM 5,
the two main pillars of which are Self and Interpersonality. Both measure two functions. Self-
functions can be measured on a scale of 0-4 for identity and self-directedness. The functioning
of interpersonal relationships can be measured on a scale of 0-4 for empathy and intimacy.
According to clients' reports, the most common problem they have when getting a job or
keeping a job is that they cannot effectively represent their interests. They are not able to
represent their interests effectively, partly due to long-standing diseases and other long-
standing partial capacity problems and problems limiting their activities, partly due to the
employer's requirements. For example, he has a speech impediment, or finds it difficult to get
on public transport, or gets tired quickly, etc. Effective advocacy requires a set of soft skills
that help you deal with stressful situations. The application of the assertiveness theoretical
model helps to deal with all the problems involved. It is important to highlight that the two
extreme modes of communication are common with PCWA clients; aggressive communication
and/or submissive communication. In the long term, however, none of them support the
process of getting a job or keeping a job. That's why it's important to learn assertive
communication.

10



‘ Co-funded by
' the European Union

work ability

Leadership

One of the skills taken into account in the Workability project is leadership. A skill that is hard
to define, leadership is composed of multiple elements, competencies and knowledge.
However, it is instrumental to any group of people, community or social context.

Shamir and Elaim (2005; 30) consider that “leadership is based on personally held values and
convictions rather than on mere conventions of an appointed office or the desire for personal
power, status or other benefits, and that the leader’s behaviors are consistent with his or her
beliefs, values and convictions.

Another definition, by Avolio and Gardner (2005; 32) concludes that a leader achieves
authenticity when he / she is able to own his / her thoughts, has a deep understanding of self-
knowledge and acts in accordance with that knowledge. Thompson Brady et al. (2009; 41)
suggest that “effective leadership enables a person to promote the wellbeing of others and
motivate followers to do so as well”.

What these definitions tell us is that a leader has strong core values, acts in accordance with
these internal values and beliefs and is not motivated by the power associated with this
position, but is motivated by the wellbeing of other people.

Other qualities possessed by good leaders are an adaptive capacity and resilience (Bennis,
2007), qualities which most people with disabilities already possess. According to the findings
of our own research, but also others (Carter et al., 2010), respondents were of the opinion
that being ambitious, courageous, adaptable, confident, flexible, positive was essential to
make it on the job market, but also in their personal lives.

These qualities, along with emotional intelligence, the ability to be an active listener and a
problem solver can improve other skills including leadership. Being a leader is a mix of skills
that can always be learned and improved and it’s important to remember that leadership, as
all these other skills, is useful not only in the professional life, but also the personal one, at a
community level or other social contexts.

When it comes to increasing leadership by PWCAs in a work setting, some strategies were
identified by several studies (Bailey, Powers; 2002) and their focal point is inclusion and
accessibility. Some of these strategies that can be implemented by companies to be more

inclusive, accessible and increase leadership in PWCAs include:

e More training opportunities
e QOutreach to include increased number of PWCAs

e Hiring more staff members with disabilities

11
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e Direct involvement of people with disabilities in trainings, planning, policy
development

e Collaboration with specialized agencies / groups
What is important for PWCAs is to not be treated differently than others (yes, to have an
adapted setting for their specific disability, but not be treated differently), to not feel like a
token employee (Beckwith et al., 2016) in the workplace, to be seen for their abilities and
competencies, not their disability.
For all soft skills to be improved, including leadership, companies need to provide
opportunities for each employee (with or without disabilities).

Self Efficacy

In socio-cognitive theory Bandura (1977) defines self-efficacy as “People's judgments of their
capabilities to organize and execute courses of action required to attain designated types of
performances”. According to the author it can be acquired through 4 sources: present
performances (mastery experiences), observation (vicarious experiences/social modeling),
forms of persuasion (social Persuasion) and psychological and affective states (psychological
responses).

The author argues that self-efficacy relating to the work can influence:
e The performance and learning through goals that employees choose
The learning and exerted effort
The persistence in which people attempt new and difficult tasks
The level of resilience when facing adverse situations
The amount of stress and anxiety when engaging in a task.

Job self-efficacy is a specific, statelike self-efficacy, defined as employee confidence in their
ability to complete their overall job (Tierney&Farmer 2002)

According to Zhu et al. (2019) in their study of the role of job self-efficacy, inclusion and team-
learning climate, job self-efficacy is a key mechanism for PWD to achieve success in their job.
According to these authors, self-efficacy is of increased importance to PWD employees, given
that it influences the choices, tasks and goals that workers adopt and also helps them to thrive
and feel included.

Therefore, the literature shows that through various mechanisms (e.g. fostering an inclusive
and learning work environment; team-learning climate) the managerial team may influence
the levels of job self-efficacy. *

! Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral change.
Psychological Review, 84(2), 191-215.

Tierney, P., & Farmer, S. M. (2002). Creative self-efficacy: Its potential antecedents and
relationship to creative performance. Academy of Management Journal, 45(6), 1137-1148.
Zhu, X., Law, K.S., Sun, C.T, Yang, D. (2019) Thriving of employees with disabilities: The roles
of job self-efficacy, inclusion, and team-learning climate, Hum Resour Manage.;58:21-34.
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Motivation to Work

The definition of "motivation at work" is the result of a collaborative work of 4 Afeji
establishments, participating in the WorkAbility project: IME Louis Christiaens, MECS de
Gravelines, IME Jean Lombard and Site Insertion Métropole.

"The soft skill "motivation at work" is the ability to give meaning to one's work. It is singular
and can be measured at the individual level, as an intrinsic value. It can also be measured at
the level of the institution in the capacity of the professional to be motivated and motivating.
The notion of motivation refers to an evolutionary pathway during the person's journey.
Finally, it can be related to the individual's environment."

Three internal psychological states are necessary for motivation at work:
e the experience of the meaning of work,
e the experience of responsibility for the results of the work
e knowledge of the results.

According to the authors,

e the experience of work meaning is "the degree to which the individual experiences
work as generally meaningful, worthwhile and interesting",

e Experience of responsibility for work results is "the degree to which individuals feel
personally responsible for the results of the work they do.

o Knowledge of results is defined as "the degree to which the individual knows and
understands, on an ongoing basis, the effectiveness of their work" (Quijano and
Navarro).

Locke's goal setting theory (1968)

This theory states that an individual's motivation to work will be greater if objectives are set.
According to Locke and in order to optimize its effectiveness, an objective must have several

aspects:
® Be clear and precise, specific (this facilitates its achievement)
e Be difficult but realistic (it constitutes a motivating challenge)
® Be accompanied by feedback on its achievement
® Be accompanied by support to achieve it
e Be established with the participation of all employees involved
® Be accompanied by rewards when it is achieved.

For the author, the difficulty of the objective reinforces the level of effort provided and its
persistence. Furthermore, if the objective is specific, it allows the individual to focus his
attention and efforts, which allows him to develop strategies to optimize his work. The
individual guided by an objective is thus more efficient than an individual left to his own
devices.

13
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Affiliation

The need for people with disabilities to continuously develop their skills, especially soft skills,
is felt and understood by all employers. They consider affiliation as one of those important
soft skills for PCWAs.

Affiliation is related to an individual’s acknowledgement of a group, or their desire for social
acceptance.

It can be considered an umbrella term in psychology and sociology that includes other
psychological terms like attachment, identification, conformity and commitment. Affiliation is
the act of forming a relationship with another person, the state or relation of being closely
associated or affiliated with a particular person, group, party, company, etc.

As a soft skill, affiliation is crucial for both personal and team success. It is the most practical
way in which a person with disabilities, who often tends to isolate themselves, can overcome
barriers, fundamentally contributing to their social integration. It is one of the soft skills that
once developed helps in generating others.

There are some studies made on the Romanian labor market, regarding the work motivation
of employees, exceeding the financial motivation. They refer to McClelland's model of
motivation.

This latter state that motivation to work is determined mainly by one of the following needs
(Saal, Knight, 1988): affiliation, power or achievement.

People characterized by the need for affiliation mainly seek relationships of collaboration,
friendship, belonging, love, often conforming to the opinions of others.

For these people, close and lasting relationships are motivating, often working in social work
and counseling services.

McClelland tried to understand and describe the behavior of people in need of high
achievement, their characteristic being that the tasks sought are of medium difficulty, for
which they take responsibility, can postpone the moment of gratification, failure does not
discourage them, waiting for feedback on performance and tend towards new situations
involving moderate risks and innovation (Prodan, 1997).

A certain satisfied need can determine other needs itself, just as the need for affiliation will
determine, after belonging to a group, the need to think and react like them, to belong to
associations, etc. Thus, we can understand how acquiring the affiliation soft skill for PCWAs
can stimulate efficiency in the workplace and effectively increase motivation.

Self-awareness and self profiling

The soft skills are skills that are related to the personality characteristics and according to
research by Cinque (2016), they can be divided into three main categories: individual skills,
such as self-awareness, creativity, resilience, social skills, such as communication skills,
collaboration, conflict management, leadership, methodological skills, such as e.g.
adaptability, decision making, critical thinking, analysis and information management. More
specifically, Watson (2014) and Coffelt & Smith (2020) recognize self-awareness as one of the
most important soft skills.

14
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Self-awareness means knowing and accepting the various aspects of yourself, including
strengths and weaknesses, thoughts, beliefs, motivations, and emotions. Self-awareness is
not about discovering deep/ unconscious motivations.

It comes from developing a straightforward and honest understanding of what makes
someone separate. People high in self-awareness are remarkably clear in their understanding
of what they do well, what motivates and satisfies them (Watson, 2014). It is a skill that can
be taught and ultimately for an individual to be fully self-aware, they need to understand their
strengths, weaknesses, likes, dislikes, fears, wants, desires, and beliefs.

There are steps to gaining self-awareness:

a) individuals need to know what self-awareness is and understand why it is essential
for them to be self-aware,

b) help the individuals identify their talents, strengths, and weaknesses in a variety of
different contexts,

c) individuals should reflect on what their feelings, opinions, biases, and values are- they
should then think about how these relate to other individuals and their beliefs, and

d) they need to understand what they feel that ‘success’ is and decide what success is
for them.
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lll - Recommendations from our partnership

Each partner has issued recommendations for the development of soft skills facilitating
employment of people with changed working abilities.

Hand in Hand

We at Hand in Hand Foundation have a well-known model for the development of soft skills
necessary for employment. In the 1970s, Rathus developed a questionnaire and method to
assess assertiveness, which is a skill necessary for effective self-assertion (Rathus, A. A., 1973).
A 30-item questionnaire measures how we behave in stressful situations. The Stress Coping
Questionnaire later created by Lazarus and Folkman was also based on this model (Folkman,
S., Lazarus, R.S. 1980).

The Hand in Hand foundation launched an assertive training program during which we
conduct situational exercises with clients that help resolve specific conflicts related to their
own workplace. Situation exercises are prepared by presenting assertive communication
situations described in a communication manual. With role-plays (for example, taking on the
role of the employer), we help to change the point of view and understand the other, which
develops empathic skills. Education helps to master assertive communication. They work in
small groups and help each other with continuous feedback. They report on the results
achieved in practice. The practical application of the achieved results can be monitored with
follow-up and a control group. The assertive training program operates continuously within
the framework of the foundation.

Assertiveness can be accurately measured at the beginning and at the end of the training. We
evaluate the difference between the two together with the clients, which means additional
help in the process of self-assertion and effective advocacy. They evaluate themselves in the
guestionnaire, so they receive concrete evidence of how much their assertive communication
skills have improved during the program.

MEREK is operated and financed by the General Directorate for Social and Child Protection,
which organization is operated by the Ministry of Human Capacitiy's. The goal of the MEREK
is to help the social integration of people with physical disabilities through complex
rehabilitation services. Currently we offer rehabilitation services to about 200 people with
physical and multiple disabilities employing 110 full-time personnel.

The organisational structure of MEREK was developed according to the principle of Complex
Rehabilitation. The different branches of Complex Rehabilitation operate in separate
professional teams offering rehabilitation services on different fields:

. Personal Care Team: accommodation with or without personal care, medical services;
one -to- one personal assistance

. Physiotherapy Team: physiotherapy, sport activities;

. Social Team: social rehabilitation, individual and group services, spare-time activities,
temporary social services

. Psychology Team: personal case management, group work, evaluation of skills;

. Occupational Therapy-Group: employment evaluation, probation and permanent

workplaces;
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o Computer Skills and Pedagogy Group: computer courses, preparation for independent
life, communication skills, foreign language, media, basal therapy;

Foundation Moravcsik: The basic activity of the Foundation is to support the activities of the
Semmelweis University Psychiatry and Psychotherapy Clinic and the organizations
cooperating with it; supporting, organizing and promoting psychiatric and neurological
research; supporting education related to the prevention and treatment of mental illnesses;
and improving the mental health of society and raising the psychiatric culture of society. The
foundation operates a rehabilitation employment workshop, in which work rehabilitation
(within the institution) social, developmental and preparatory accredited occupational
rehabilitation employment is held.

Accredited employment carries out employment in accordance with its legal regulations and
tries to create opportunities to enter the open labor market.

There are several activities carried out in the framework of accredited occupational
rehabilitation.

EaSI

The state institution designed to provide help in finding a job is the National Agency for
Employment (ANOFM), yet in 2019 it reported helping only 368 people with disabilities. None
of the ANOFM offices at county level are ready to receive and help people with all types of
disabilities so, in general, the private sector or specialised NGOs are the ones that are trying
to create and inclusive environment for PWCAs in all aspects of life.

Some examples of best practices can be found at:

e Special Olympics Foundation Romania (FSOR) - One of this foundation’s
programs teaches PWCAs how to look for a job, how to communicate with
potential employers, hot to present themselves at the job interview, how to
integrate at their new job, how to relate to colleagues and managers, basically
how to improve their soft skills like (self)advocacy, leadership, communication
by participating in internships. The programme is trying to increase their social
abilities, develop their capacity to self-represent and advocate, to become
independent and capable people claiming their rights.

e Motivation Foundation Romania — this NGO has the aim to improve the quality
of life of people with disabilities and provides services that contribute to the
development of personal independence and social integration of people with
disabilities. Some of its projects include counselling, preparing participants for
the interview process, hiring process mediation and at the same time it offered
support to employers, such as training, recruiting, mediation, counselling during
the hiring process.

e Kaufland ACCES —The supermarket chain Kaufland developed the Kaufland ACCES
program in 2019, dedicated to PWCAs. It is a hiring and integration programme
that is inclusive to people with all kinds of disabilities. The program includes
special recruiting channels dedicated to PWCAs and internal training programs for
integrating the new work colleagues.

Other recommendations for increasing leadership in PWCAs are all about inclusiveness,
accessibility and providing opportunities.
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Aproximar

Self-efficacy refers to an individual's belief in their own ability to accomplish tasks and
overcome challenges. It plays a crucial role in the lives of people with disabilities, influencing
their motivation, resilience, and overall well-being. By examining various academic and grey
literature sources, we can draw several key conclusions regarding the significance of self-
efficacy for individuals living with disabilities.

Enhancing Motivation and Goal Achievement:

Studies have consistently demonstrated that self-efficacy positively impacts motivation and
goal achievement among people with disabilities (Bandura, 1997; Luszczynska et al., 2005;
Roberts et al., 2016). When individuals believe in their capabilities, they are more likely to set
challenging goals and persist in the face of obstacles. High self-efficacy fosters a sense of
empowerment, encouraging individuals to actively pursue their aspirations and engage in
activities that lead to personal growth and independence.

Promoting Psychological Well-being and Resilience:

Self-efficacy is closely linked to psychological well-being and resilience among individuals with
disabilities (Schwarzer & Warner, 2013). It acts as a protective factor, helping individuals cope
with stress, adversity, and discrimination. By believing in their ability to manage challenges
effectively, individuals can develop a resilient mindset, adapt to changing circumstances, and
maintain a positive outlook on life.

Facilitating Social Participation and Inclusion:

Self-efficacy plays a crucial role in facilitating social participation and inclusion for people with
disabilities (Fougeyrollas et al., 1998). When individuals possess a strong sense of self-efficacy,
they are more likely to engage in social interactions, pursue educational and vocational
opportunities, and advocate for their rights. Higher self-efficacy levels empower individuals to
challenge societal barriers, combat stigma, and actively contribute to their communities.

Empowering Self-Advocacy and Decision-Making:

Individuals with disabilities often face decisions that impact their lives, such as choosing
assistive technologies, healthcare options, or employment opportunities. Self-efficacy
empowers individuals to make informed decisions and engage in self-advocacy effectively
(Bandura, 1997). By having confidence in their abilities, individuals can assert their needs,
voice their opinions, and actively participate in decision-making processes.

Self-efficacy holds significant importance for individuals with disabilities, shaping their
motivation, resilience, social participation, and decision-making. Cultivating self-efficacy is
crucial in fostering empowerment and promoting a sense of agency among people with
disabilities. Interventions and support systems should focus on enhancing self-efficacy by
providing opportunities for skill development, fostering a positive and inclusive environment,
and promoting the acquisition of adaptive strategies. By recognizing and harnessing the power
of self-efficacy, society can empower individuals with disabilities to lead fulfilling lives and
reach their full potential.

In terms of best practices, adaptive Sports and Recreation Programs :

Participation in adaptive sports and recreation programs can significantly promote and
develop self-efficacy among individuals with disabilities. These programs provide
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opportunities for individuals to engage in various physical activities tailored to their abilities,
fostering a sense of accomplishment and confidence. For example, wheelchair basketball
teams offer individuals with mobility impairments the chance to learn and excel in a
competitive sport, building their self-efficacy through skill development, teamwork, and
achievement (Lepore, 2012; Martin et al., 2013). Similarly, adapted swimming programs allow
individuals with sensory impairments to enhance their swimming abilities, providing a
supportive environment to overcome challenges and reinforcing their belief in their
capabilities (Oo, 2018).

Vocational training programs and entrepreneurship initiatives play a vital role in developing
self-efficacy among people with disabilities in the professional sphere. These initiatives focus
on equipping individuals with the skills and knowledge necessary to pursue meaningful
employment opportunities or start their own businesses. For instance, a vocational training
centre may provide individuals with disabilities with job-specific training, such as computer
skills or customer service training, empowering them to demonstrate their abilities and gain
confidence in their work-related capabilities (McDonnall et al., 2012; Plotner et al., 2017).

Entrepreneurship programs specifically designed for people with disabilities offer training in
business planning, marketing, and financial management, enabling individuals to start and
manage their own enterprises (Stapleton et al., 2013; Van Hoven et al., 2019). By fostering
independence, self-determination, and success in vocational pursuits, these activities
promote self-efficacy and enhance the overall well-being of individuals with disabilities. By
engaging in adaptive sports and recreation programs or participating in vocational training
and entrepreneurship initiatives, individuals with disabilities can enhance their self-efficacy,
leading to increased confidence, motivation, and opportunities for personal and professional
growth. These activities provide platforms for individuals to challenge themselves, acquire
new skills, and experience success, ultimately empowering them to overcome barriers and
achieve their full potential.

Afeji :

Employers' needs: (identified by AFEJI) The different needs in terms of soft skills to be
identified are to accept the right to make mistakes, to fail, to know how to adapt and readapt
to people with disabilities, to have leadership while knowing how to value the person, to be
attentive to their needs and concerns. To be persistent in explaining the repetition of the
tasks to be carried out, to have control of one's emotions so as not to transmit them and put
the person in front of one in difficulty.

In general, the educational teams of the AFEJI project partners indicate that motivation to
work is generated by a variety of determining factors:

e fulfillment ; satisfaction; recognition; autonomy; The ability to manage emotions ;
A safe work environment with human references.

Best practices of AFEJI establishments to increase motivation to work:

1. Permitting the acquisition of professional experience in an adapted company orin a
regular environment (internship in a company)

2. To suggest volunteer actions allowing young people with disabilities to benefit from
recognition and to invest in society

3. The "Duo Day" concept is implemented every year within AFEJI, it is a national and
European event that takes place every year allowing a person with a disability to
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spend a day in a professional environment, in a company, an association or an
administration, in order to observe the work of an employee and to participate in his
daily tasks

4. Workshops for professional integration that allow people to learn how to write a CV
without a diploma. We learn how to highlight the professional and personal
experiences and the different soft skills of the people we work with. We also call upon
external volunteers to provide support.

5. Workshops for sharing professional experience: young people share their
experiences, which encourages motivation by seeing that another young person from
the same institution is successful.

6. Emotional management workshops: to avoid getting discouraged during each
emotional change

How these soft-skills are measured:

1. Since the 2002 law, French medico-social establishments have been obliged to draw
up a personalized project for each person admitted. This project is developed with
the various professionals who work with the person. It is also linked to the Serafin
nomenclatures, which help to better describe the needs of people with disabilities
and the responses provided by medical-social establishments and services. They
allow, through a common language for all the actors, to personalize the support in a
partnership and modular framework.

2. There are also integration assessments that allow for the rapid identification of the
person's life skills.

3. Individual interviews also allow us to discuss the skills developed during internships
or other work experience.

4. Visits to workplaces allow the educational teams to confront the realities of the field
and to adapt the needs in terms of the young person's skills in the world of work

5. The internship booklet (in which experiences, skills, contacts with companies and
interviews are listed) can be an asset for the student: he or she can present it to
employers during job interviews.

Assoc:

People having a high need for affiliation will automatically fit well into any group setting. They
are more adaptive, and they won’t try to stand out, be the leader, or be different, but they
also need special attemption in order to keep or to help them to increase the feeling of
belonging, because specialists say it is a big step in developing other soft skills such as
motivation, need of socialization, and others. We will discuss one of the best practices we’ve
found during our research, i.e. the social economy structure of ASSOC: Social Restaurant and
Catering
e Social Restaurant and Catering ASSOC

The restaurant and catering unit is an ASSOC project created as a social economy structure in
2011. Through this project, indeed, it was founded a social enterprise - more specifically a
social restaurant — where currently, among other employees, 8 people with disabilities and 9
people from other vulnerable groups work as cooks, waiters or home delivery riders. ASSOC
Restaurant is one of the first social restaurants in the whole Romania and the number of
clients served every day is more than 800. The social problem they try to solve through this
project is providing vulnerable people - and especially people with mental and physical
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disabilities (PwD) - with a job and with professional abilities and competences to be
competitive in the labor market. The beneficiaries are 8 people with disabilities, working in
the social restaurant and catering by ASSOC. They are between 27 and 50 years old and have
different disabilities, such as hearing, speaking and psychomotor disabilities. Getting along
with others goes a long way toward the workplace success. Many jobs, but especially working
in a restaurant may involve working as a team, listening to one another, and seeing each
other’s point of view. This requires important social skills such as making eye contact, adopting
good manners, and practicing active listening. It also requires professionalism: being
prepared, showing up on time and treating others with respect. Since disabled people
employed in the restaurant are either responsible for serving, helping at cooking process, or
cleaning around, and they are working with people without disabilities, they need continuous
development of their soft skills, such as affiliation. The activities that can help them improving
their skills are:

a. Regular meetings with the restaurant manager, specialists (such as 1 social
worker or 1 psychologist) the main purpose being discussing about positive
experiences in a certain period and solving the possible issues in the
workplace.

b. Developing formal one-to-one mentorship programs and instilling this
behavior into the culture of the workplace, so that everyone has a mentorship
mindset in helping each other grow. This also implies creating an environment
and allowing tools to help people share their expertise with others.

c. Periodic evaluation and psychological counseling, if needed.

d. Offering feedback: in order to acquire new skills, people need time to
practice. Continuous feedback, while practicing, allows an employee to
correct themselves.

e. Employing specialists or collaborating with specialists such as a social worker
or a psychologist is a good practice employers having people with disabilities
use.

f. Team-related activities during the work program and social activities for
employees.

g. Job-related activities outside the workplace, such as the whole team serving
for an event in an unfamiliar environment, because it will unite the team, and
the beneficiaries will feel a stronger desire for affiliation.

h. Coaching.

Xenios Polis :

From the research procedure conducted by XENIOS POLIS, it was arisen that various efforts
have been made to develop soft skills in Greece.

1) Intheframework of the Erasmus+ European program, “DESSA — Development of Skills
through Apprenticeships”, which was also implemented in Greece, a practice model
was created for the development of soft skills to Vocational Education and Training
trainees, through the parallel support and guidance of a mentor. DESSA's
apprenticeship model is aimed at: VET providers, companies that participate in
practical exercises programs, secondary school students, education and vocational
training. This education uses the main elements of the apprenticeship model
(gamification and physical mentor), as well as the supporting elements and tools
(Apprenticeship model for development of soft skills and qualifications). After the
end of the apprenticeship, the apprentices receive their final evaluation from the
training centers and carry out a final evaluation of their soft skills (DESSA 2019-2021).
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2) The postgraduate study program “Critical thinking and soft skills in Biomedical and
Social Sciences” that is held at the Aristotle University of Thessaloniki aims to cultivate
critical thinking and develop soft skills such as empathy, time management and
flexibility, problem solving and decision making (Inter-Institutional Postgraduate
Program, 2022).

3) The European program “UPENSKILLS: Upgrading Entrepreneurial Skills” in which the
University of Patras also participates aimed to upgrade the business skills of young
people, including the soft skills. UPENSKILLS identified essential soft skills for
entrepreneurship in order to develop a set of training materials for entrepreneurship
courses and programmes. These help in cultivating an entrepreneurial mindset
amongst young people. The project thereby addressed the educational needs of
young people, during their progression from high school students to young
entrepreneurs (UPENSKILLS 2019-2021).
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IV - Focus Groups

All partners, have conducted interviews with educators, experts, and employers in order to
get their feedback on the selected soft skills. The main point has been to get a validation of
the approaches to be used in the development of soft skills with PCWAs.

Focus groups have been conducted between June and December 2022 with a total of 43
professionals (7 for AFEJI, 7 for Aproximar, 7 for ASSOC, 6 for EASI, 9 for Hand-in-Hand and 7
for Xenios Polis).

4 topics have been discussed during the interviews:

1. Soft skills: how to define and recognise them?

2. Organisational policies/procedures within the organisations: what is done within
organisations to foster a better recognition of soft skills? What challenges are faced
to do so?

3. Training to soft skills: what is the participant’s opinion regarding training on soft skills?
Have they already experienced or implemented such a training? And what was the
result?

4. Developing computer skills. Use of IT in training programs: what is the participant’s
opinion regarding the use of IT in training programs?

Find out more about our focus groups in the dedicated report that will be available on our
Website
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V - Interviews

All partners collected the stories of people with changed working abilities in order to
understand their backgrounds, experiences and how important soft skills are in their day-to-
day lives.

All vidéos are available on our project Website.

In Hungary, The video was taken with Mr. Gabor Mészaros in 2021, a 48 years old man who
has been working for the second year in a shipping company called Gibli Ltd. The company is
selling bathroom equipment and Gabor is working there as a cleaner. Mr. Mészaros is living
and working in Budapest, Hungary. In the video Gdabor speaks about what does soft skills
means to him during his daily work life.

In France, Virginie is 16 years old. She is in the IME Jean Lombard. During the day, her
personalised project includes a professional hygiene and cleanliness workshop. Virginie has
an intellectual disability and attention problems. Nevertheless, she has many soft skills that
enable her to compensate for her difficulties and to integrate easily into the mainstream
environment. That is why we wanted her to give her testimony.

In Romania Delia holds the position of talent acquisition manager at Kaufland Romania. She
enjoys her job because she likes working with people and also because this kind of work helps
her grow as a person and as a professional. For Delia, soft skills are the skills that help you in
life, both personal and professional, abilities like creativity, open-mindedness, emotional
intelligence or flexibility / adaptability. She’s all about attitude and courage and believes that
anything you set your mind on can be achieved.

Gyorgy is 32 years old and she has hearing and speech impairment. She has been working in
the ASSOC restaurant for 10 years. When she got hired she didn't really know how to do many
things, but she says she can handle everything. Beyond the physical skills she acquired, Gyorgy
is proud to have learnt to listen and to socialize without being ashamed. At work she feels
encouraged every day, and that she is part of a family.

Florin is 30 years old and for now he is working at a city market. For him, soft skills are personal
skills, which may help in professional development too. For example, affiliation helped him to
feel more motivated to come to work, to be more efficient, and also to increase his
productivity in daily activities.

24



‘ Co-funded by
' the European Union
work ability
Bibliography

Portugal

Lepore, M. (2012). Adaptive sports and recreation for individuals with disabilities. Pediatric Annals,
41(8), el64-e167.

Martin, J. J., Martin, S. R., Vazou, S., Basset, F. A., & Ponce-Gonzalez, J. G. (2013). Impact of a wheelchair
basketball programme on the quality of life of participants: A pilot study. Journal of Rehabilitation
Medicine, 45(10), 1010-1015.

McDonnall, M. C., O'Neil, J., Crudden, A., & Jorgensen, M. (2012). Self-employment and people with
disabilities: Exploring research gaps. Journal of Vocational Rehabilitation, 37(1), 1-13.

Oo, M. Z. (2018). The influence of adapted swimming program on the self-efficacy of individuals with
visual impairments. Advances in Physical Education, 8(3), 203-212.

ODDH, 2020; Pessoas com deficiéncia em Portugal - Indicadores de Direitos Humanos 2020; ISCSP

Plotner, A. J., Kurth, N. K., Samelson, N., & Wehman, P. (2017). Effects of job skills training on
employment and job-seeking behaviors among people with intellectual disabilities: A meta-analysis.
Intellectual and Developmental Disabilities, 55(1), 1-16.

Stapleton, D. C., Prideaux, B., & Davis, J. (2013). Entrepreneurship education and disability: Developing
an inclusive curriculum using the Experiential Learning Cycle. Journal of Research in Special Educational
Needs, 13(1), 57-63.

Van Hoven, B., Egan, D., & Ramsay, K. (2019). Evaluating the impact of a business start-up course on
the self-employment outcomes of individuals with disabilities. Journal of Vocational Rehabilitation,
51(3), 275-286.

Hungary
Folkman, S., Lazarus, R.S. (1980): An analysis of coping in a middle -aged community sample. In: J. of
Health and Soc. Behav., 21. 219-239

Folkman, S., Lazarus, R.S., Dunkel-Schetter, C., Delongis, A., Gruen, R. J. (1986):Dynamics of stressful
encounter: cognitive appraisal, coping and encounter outcomes. In: Journal of Personality and Social
Psychology, 50 (5): 992-1003.

Rathus, A. A. (1973): A 30-item schedule for assessing assertive behavior. In: Behavior Therapy, 4, 398-
406.

Greece

AMEAplus (2016). Available at:: https://www.ameaplus.gr/

Chute, M. (2012). A core for flexibility. Information Services & Use, 32, 143-147.

Cinque, M. (2016). “Lost in translation”. Soft skills development in European countries. Available at:
https://doi.org/10.18543/tjhe-3(2)-2016pp389-427

Clark, K. A., Konrad, M., & Test, D. W. (2019). Teaching Soft Skills to Students with Disabilities with
UPGRADE Your Performance. Education and Training in Autism and Developmental Disabilities, 54(1),
41-56.

25


https://www.ameaplus.gr/

‘ Co-funded by
' the European Union

work ability

Coffelt, T. A., & Smith, F. L. M. (2020). Exemplary and Unacceptable Workplace Communication Skills.
Business and Professional Communication Quarterly, 83(4), 365-384.

Corney A. (2021). Top 2021 Skills: How to Measure & Improve Soft Skills in the Workplace, Live
Intelligently, Available at: https://www.lifeintelligence.io/blog/how-to-measure-improve-soft-skills-
in-the-workplace

Dean, S. & East, J. (2019). Soft Skills Needed for the 21st-Century Workforce, International Journal of
Applied Management and Technology, 18, 17-32. Available at:
https://scholarworks.waldenu.edu/cgi/viewcontent.cgi?article=1260&context=ijamt

DESSA (2019-2021). http://dessaproject.eu/

Devedzic, V., Tomic, B., Jovanovic, J., Kelly, M., Milikic, N., Dimitrijevic, S., Djuric, D., & Sevarac, Z. (2018).
Metrics for Students’ Soft Skills. Applied Measurement in Education, 31(4), 283-296.

Elksnin, N., & Elksnin, L. K. (2001). Adolescentswith disabilities: The need for occupational social skills
training. Exceptionality, 9, 91-105.

Ellis, M., Kisling, E., & Hackworth, R. (2014). Teaching soft skills employers need. Available at:
https://www.tandfonline.com/doi/abs/10.1080/10668926.2011.567143

Garforth, K. (2019). The |Importance of Disability = Awareness. Available at:
https://www.garfortheducation.com/the-importance-of-disability-awareness/

Inter-Institutional Postgraduate Program (2022), “Critical thinking and soft skills in Biomedical and
Social Sciences”. Available at: https://soft-
skills.med.auth.gr/?fbclid=IwAR3BQpNSI9JzTs11ABisMy41QYtcu jsC NOYHGvr5rxOHCDvgIHNAGJILg

Lau, Y. (2021). Soft Skills Are Essential To The Future Of Work. Available at:
https://www.forbes.com/sites/forbeshumanresourcescouncil/2021/01/20/soft-skills-are-essential-to-
the-future-of-work/?sh=3d5b75581341

Level Up 2020. https://level-up-project.eu/index.php?id=2

Markou, M. (2020). H afla twv soft skills otnv ayopd epyaciag. Available at:
https://www.capital.gr/me-apopsi/3505581/i-axia-ton-soft-skills-stin-agora-
ergasias?fbclid=IwAR3g4dfaf32Ks1DS-RBxhWFILUIp0sdOTX3rlU0s-KItJVObGaiCGFp5d-k

New Money (2022). Ot Arieg S€LOTNTEC KAl N «EPYAOLOKNA EUNUEPIO» TWV VOUTIKWY oTtnv ek6AAwon
tou MNavemotnuiov Mewpatd oto EBEM. Available at: https://www.newmoney.gr/roh/palmos-
oikonomias/nautilia/i-ipies-dexiotites-soft-skills-ke-i-ergasiaki-evimeria-crew-well-being-ton-naftikon-
stin-ekdilosi-tou-panepistimiou-pirea-sto-evep/

Newman, L., Wagner, M., Knokey, A. M., Marder, C., Nagle, K., Shaver, D., & Schwarting, M. (2011). The
post-high school outcomes of young adults with disabilities up to 8 years after high school (A report
from the National Longitudinal Transition Study—2 [NLTS2; NCSER 2011-3005]). Menlo Park, CA: SRI
International.

Oikonomia.gr, (2022). Ot ATtleg §ELOTNTEC KAL N KEPYACLAKI EUNKMEPLA» TWV VAUTIKWY 0TnV ekdRAwon
tou Navemnotnuiov Melpatd oto EBEM.

Raskind, M., Goldberg, R.J., Higgins, E.L., & Herman, K.L. (1999). Patterns of Change and Predictors of
Success in Individuals With Learning Disabilities: Results From a Twenty-Year Longitudinal Study,
Learning Disabilities Research and Practice, 14, 35-49.

26


https://scholarworks.waldenu.edu/cgi/viewcontent.cgi?article=1260&context=ijamt
http://dessaproject.eu/
https://www.tandfonline.com/doi/abs/10.1080/10668926.2011.567143
https://www.garfortheducation.com/the-importance-of-disability-awareness/
https://soft-skills.med.auth.gr/?fbclid=IwAR3BQpNSI9JzTs11ABisMy4IQYtcu_jsC_NOYHGvr5rxOHCDvgIHNA6JILg
https://soft-skills.med.auth.gr/?fbclid=IwAR3BQpNSI9JzTs11ABisMy4IQYtcu_jsC_NOYHGvr5rxOHCDvgIHNA6JILg
https://www.forbes.com/sites/forbeshumanresourcescouncil/2021/01/20/soft-skills-are-essential-to-the-future-of-work/?sh=3d5b75581341
https://www.forbes.com/sites/forbeshumanresourcescouncil/2021/01/20/soft-skills-are-essential-to-the-future-of-work/?sh=3d5b75581341
https://level-up-project.eu/index.php?id=2
https://www.capital.gr/me-apopsi/3505581/i-axia-ton-soft-skills-stin-agora-ergasias?fbclid=IwAR3g4dfaf32Ks1DS-RBxhWFlLUlp0sdOTX3rlU0s-KltJVObGaiCGFp5d-k
https://www.capital.gr/me-apopsi/3505581/i-axia-ton-soft-skills-stin-agora-ergasias?fbclid=IwAR3g4dfaf32Ks1DS-RBxhWFlLUlp0sdOTX3rlU0s-KltJVObGaiCGFp5d-k
https://www.newmoney.gr/roh/palmos-oikonomias/nautilia/i-ipies-dexiotites-soft-skills-ke-i-ergasiaki-evimeria-crew-well-being-ton-naftikon-stin-ekdilosi-tou-panepistimiou-pirea-sto-evep/
https://www.newmoney.gr/roh/palmos-oikonomias/nautilia/i-ipies-dexiotites-soft-skills-ke-i-ergasiaki-evimeria-crew-well-being-ton-naftikon-stin-ekdilosi-tou-panepistimiou-pirea-sto-evep/
https://www.newmoney.gr/roh/palmos-oikonomias/nautilia/i-ipies-dexiotites-soft-skills-ke-i-ergasiaki-evimeria-crew-well-being-ton-naftikon-stin-ekdilosi-tou-panepistimiou-pirea-sto-evep/

‘ Co-funded by
' the European Union
work ability

Uds (2020). Top Soft & Hard Job Skills for Adults with Disabilities. Available at:
https://udservices.org/blog/job-skills-adults-with-disabilities/

UPENSKILLS (2019-2021). http://upenskills.eu/

Young R. (2018). Soft Skills: The Primary Predictor of Success in Academics, Career and Life, PAIRIN, Soft
Skills: The Primary Predictor of Success in Academics, Career and Life — PAIRIN

France :

C. EVERAERE, « Insertion et maintien dans I'emploi des personnes handicapées. Le cas des grandes
surfaces de bricolage », Revue francaise de gestion, 2010, n*202. Available online:
https://www.cairn.info/revue-francaise-de-gestion-2010-3-page-13.htm?contenu=article

N. GILLET, S. BERJOT, E. PATY, « Profils motivationnels et ajustements au travail : vers une approche
intraindividuelle de la motivation », Le Travail Humain, 2010/2, vol. 73. Available online:
https://www.cairn.info/revue-le-travail-humain-2010-2-page-141.htm

Future Work and Disability: Promoting Job Motivation in Special Employment Centers in Spain
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC6518149/

Romania

Bailey, C. (2012). Measuring leadership development in the disabilities field: perceptions of values, skills
and knowledge-based authentic leadership (Doctoral dissertation, University of Delaware).

Beckwith, R. M., Friedman, M. G., & Conroy, J. W. (2016). Beyond tokenism: People with complex needs
in leadership roles: A review of the literature. Inclusion, 4(3), 137-155.

Bennis, W. (2007). The challenges of leadership in the modern world: Introduction to the special issue.
American Psychologist, 62 (1), 2-5. DOI: 10.1037/0003-066W.62.1.2

Carroll, B., & Levy, L. (2008). Defaulting to management: Leadership defined by what it is not.
Organization, 15(1), 75-96.

Carter, E. W., Swedeen, B., Walter, M. J., Moss, C. K., & Hsin, C. T. (2011). Perspectives of young adults
with disabilities on leadership. Career Development for Exceptional Individuals, 34(1), 57-67.

Podolny, J. M., Khurana, R., & Hill-Popper, M. (2004). Revisiting the meaning of leadership. Research in
organizational behavior, 26, 1-36.

Powers, L. E., Ward, N., Ferris, L., Nelis, T., Ward, M., Wieck, C., & Heller, T. (2002). Leadership by people
with disabilities in self-determination systems change. Journal of Disability Policy Studies, 13(2), 126-

134.

Sherwin, J. (2010). Leadership for social inclusion in the lives of people with disabilities. The
International Journal of Leadership in Public Services, 6(0), 12-93.

27


https://udservices.org/blog/job-skills-adults-with-disabilities/
http://upenskills.eu/
https://www.cairn.info/revue-francaise-de-gestion-2010-3-page-13.htm?contenu=article
https://www.cairn.info/revue-le-travail-humain-2010-2-page-141.htm
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC6518149/

‘ Co-funded by
' the European Union

work ability

PROJECT PARTNERS

@ EY M POLIS Afe)l=zas..

..............

P :
proximar

COOPERATIVA O AS SOC




