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1. Introductory Remarks – Horizontal and Vertical Factors 
 

This paper deals with the employment policy of employees in special legal status in 
Hungary comparing it to the Employment package of the EU from 2012. First of all the 
term “employees in special legal status” will be defined, afterwards the Hungarian 
legislation will be presented on the topic, finally it will be examined how the issue fits into 
the employment policy of the EU.  

The term “employees in special legal status” refers to vulnerable groups. The Act XCIII 
of 1993 on labor protection uses this term referring to women, disabled people, and 
employees with changed working ability, young employees who need a higher level of 
protection than ordinary employees. The analogy is the same as there are employees whose 
employment shall be supported and who need higher protection for example in the case of 
dismissal. This paper focuses on two categories: disabled people and employees with 
changed working ability (furthermore referred to as target group). Their employment is not 
only an issue of labor law, but an issue of the employment policy. 

The employment policy of the target group in a country shall consist of different areas 
horizontally and vertically. Horizontally the following areas shall have co-operation in 
order to facilitate a feasible employment: education, rehabilitation, factual employment 
under the Labor Code in force, active and passive measures of the employment policy and 
adult protection. Vertically the areas shall cover amongst others the followings: 

 
• Education. 

o Integrated and inclusive education in accordance with the skills 
(development of skills). Special education has a crucial role in this aspect. 

• Rehabilitation. 
o Complex rehabilitation including medical, social and vocational 

rehabilitation,1 

                                                           
* This research was supported by the European Union and the State of Hungary, co-financed by the 

European Social Fund in the framework of TÁMOP 4.2.4. A/2-11-1-2012-0001 'National 
Excellence Program'./ A kutatás a TÁMOP 4.2.4.A/2-11-1-2012-0001 azonosító számú Nemzeti 
Kiválóság Program – Hazai hallgatói, illetve kutatói személyi támogatást biztosító rendszer 
kidolgozása és működtetése országos program című kiemelt projekt keretében zajlott. A projekt az 
Európai Unió támogatásával, az Európai Szociális Alap társfinanszírozásával valósul meg. 
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o vocational rehabilitation shall focus on capability (capability approach).2 
• Factual employment under the Labor Code in force. 

o Obligations of the employer and employee, 
o reasonable accommodation, 
o health and safety instructions, 
o collective labor law institutions (collective bargaining, trade unions, work 

councils) 
o special dismissal protection, 
o anti-discrimination legislation.3 

• Active and passive measures of the employment policy. 

                                                                                                                                                    
1 On the rules of complex rehabilitation in Hungary see Kolosi Tamás–Tóth István György: A 

rendszerváltás nyertesei és vesztesei – generációs oldalnézetből. Tíz állítás a gazdasági átalakulás 
társadalmi hatásairól. In: Társadalmi riport. TÁRKI, Budapest, 2008; Lechnerné Vadász Judit, A 
foglalkozási rehabilitáció magyarországi helyzete. In: Fogyatékosságtudományi tanulmányok XI. A 
foglalkozási rehabilitáció Magyarországon: a szabályozás múltja, jelene, jövője. ELTE, Bárczi 
Gusztáv Gyógypedagógiai Kar, Budapest, 2009.; Lakatos, Gyula, A nemzeti erőforrások és a hazai 
foglalkoztatáspolitika kálváriája. Valóság, 9, 2010, pp. 65–90.; Szellő, János: Foglalkozási 
rehabilitációs gyakorlat jegyzet a Nemzeti Foglalkoztatási Szolgálat munkatársai számára. 
Foglalkoztatási és Szociális Hivatal, Budapest, 2010; Farkasné Jakab Eszter–Horváth Péter–
Mészáros Andrea–Nagy Janka Teodóra–Petróczi Feren–Sima Ferenc–Szellő János: Szekszárdi 
Szociális Műhelytanulmányok 3. A Komplex rehabilitáció, PTE IGYK Szociális Munka és 
Szociálpolitikai Intézet Szekszárd, 2012; Könczei, György–Varga, Mariann: Egészségkárosodás, 
fogyatékosság és foglalkozási rehabilitáció. In: Egy könyv a foglalkozási rehabilitációról, Együtt-
élés Kiadvány, Down Egyesület, 2000. 

2 On the capability approach see GLASS, KATHLEEN C. (1997): Refining Definitions and Devising 
Instruments: Two Decades of Assessing Mental Competence. International Journal of Law and 
Psychiatry, (20) 1, 5–33, DONELLY, MARY (2009): Best Interests, Patient Paticipation and The 
Mental Capacity Act 2005. Medical Law Review, (17), 1–29, VERMA, SARITA–SILBERFELD, MICHEL 

(1997): Approaches to Capacity and Competency: The Canadian View. International Journal of 
Law and Psychiatry, (20) 1, 35–46, HALE, BRENDA (1997): Mentally Incapacitated dults and 
Decision-Making: The English Perspektive. International Journal of Law and Psychiatry, (20) 1, 
59–75., ATKIN , W. R. (1997): Adult Guardianship Reform – Reflections on the New Zealand 
Model. International Journal of Law and Psychiatry, (20) 1, 77–96, BACH, Michael (2007a): 
Advancing Self-Determination of Persons with Intellectual Disabilities. Inclusion Europe, (1), 2–5. 
Erre utal továbbá WILBER, H. KATHLEEN–REYNOLDS, SANDRA (1995): Rethinking alternatives to 
guardianship. The Gerontologist, (35) 2, 248–257.; Personal Relationships of Support between 
Adults: The Case of Disability, by Roeher Institute, March 2001 On the ability at work see Ability 
at work. Tapping the talent of people with disability, A Good Practice Guide. Australian 
Government, Australian Public Service Commission, Commonwealth of Australia, 2007. 

3 On labor law regulation see Invalidität im Wandel, Bundesminsiterium für Arbeit, Soziales und 
Konsumentenschutz, Manzsche Verlags- und Universitätbuchhandlung, Wien, 2009.; Lisa 
Waddington, Legislating to Employ People with Disabilities: The European and American way. 
Maastricht Journal of European and Comparative Law, 1994. Volume 1. Issue 4. pp. 367–368; 
Ingrid Weber, Die Gleichstellung der Frau im Erwerbsleben – Neue Chancen durch 
Qutenregelungen? DB, Issue 1. 1998. pp. 45–46; Ison, G. Terence, Employment Quotas for 
Disabled People: The Japanese Experience. Kobe University Law Review, International Edition, 
Issue 26. Faculty of Law Kobe University, Rokkodai, Kobe, Japan, 1992.; Benchmarking 
Employment Policies for People with Disabilities, ECOTEC Reserach and Consulting Limited, 
2000. See also Höfle, Wolfgang–Leitner, Michael–Stärker, Lukas: Rechte für Menschen mit 
Behinderung, Linde Verlag, Wien, 2003.  
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o Wage subsidies, 
o subsidies for expenditures arising from transportation, housing, adaptation 

of work and workplace, 
o tax reductions, 
o training, 
o quota regulation.4 

• Adult protection. 
o System of disabled benefits created in a still onto-the-labor-market 

motivating way (avoidance of benefit’s trap).5 
 

The co-operation implies a holistic approach of the legislator taking into consideration 
all the policies which might affect the target group. But the policy regarding disabled 
people and employees with changed working ability usually does not contain such a broad 
aspect as there are missing areas horizontally and vertically. However, there is a general 
shift from the benefit-oriented policies towards an employment and labor market-oriented 
policy in compliance with the EU’s employment strategy. 
 
2. Who Are at Stake? 
 
The term “employee with changed working ability” does not exist in Europe, “disabled 
person” is known.6 However this is a legal term in the Hungarian legislation and as such, it 
must be examined whether this term equals with the concept of disabled person. 

Definition of people with changed working abilities is laid down on the one hand in § 
58 of IV of 1994 on the support of employment and unemployment services. According to 
this the legal definition clarifies “employee” and not “people”. Employee with changed 
working abilities is people with physical and mental disability, or whose chance for the 
maintenance of the workplace and being employed has been decreased because of 
disability. Regarding the concept of employee with changed working abilities (furthermore 

                                                           
4 In disabled quotas the employers are obliged to ensure that a certain percentage of their labor force 

is made up of disabled people. This form of positive action determines the development of the 
disability policy in the European countries and in Japan. In the United States on other approach 
developed regarding the score problems of the target group, namely the problem is seen as an 
employer discrimination, and this issue is viewed from a civil rights approach. In Europe there was 
a principal of the moral obligation of the state which led the countries to apply the quota system so 
that the disabled would be able to participate on the life of the society. For further reading see Lisa 
Waddington, Legislating to Employ People with Disabilities: The European and American way. 
Maastricht Journal of European and Comparative Law, 1994. Volume 1. Issue 4. pp. 367–368. 

5 On the issue of benefit’s trap see Benchmarking Employment Policies for People with Disabilities, 
ECOTEC Research and Consulting Limited, 2000. 

6 See the filled-in questionnaires within the framework of Empower Project. The filled-in 
questionnaires can be visited under http://empower.hu/publications/category/4-filled-in-questioners 
(last visited 28 May, 2013). There was a conference on 26th April, 2013 within the framework of the 
Empower Project, where it was obvious that the participating experts from Slovakia, Poland, 
Croatia, Portugal and Czech Republic did not understand the Hungarian distinction made between 
disabled person and employees with changed working abilities. 
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referred to as “EWCHWA”) they are people who have already been/worked on the labor 
market.7 

On the other hand definition of people with changed working abilities can be also found 
in § 2 of Act CXCI of 2011 (in force since 1 January, 2012) on the services of people with 
changed working abilities. The state of health of these people is 60% or less according to 
the complex assessment of the rehabilitation office; within 5 years before submitting an 
application they have been secured for 1095 days; they do not pursuit professional or trade 
activity, they do not receive regular financial services. If the conditions are fulfilled, one 
can be entitled for services called rehabilitation or disability benefits. Employment is 
allowed in the case of rehabilitation benefit, and as its name implies, it is paid for a definite 
time and aims to place the person onto the open labor market. 

The regulation on people/employee with changed working abilities is strongly 
connected to the contribution-payment-based social security system. That is the point why 
the examination of the definition is needed. There are people with changed or different 
working abilities, who have never been on the labor market. They are mentally disabled 
people with intellectual and psychosocial disability.  

Definition of disabled person is laid down in § 4 of Act XXVI of 1998 on the rights of 
persons with disabilities and assurance of their equal treatment. This definition equals with 
the WHO definition of 2002. Disabled person is who has impairment, especially physical, 
mental, and sensory or is hindered in communications, which cause long term participation 
restrictions in life. Persons with mental or physical disability are included in the definition 
of EWCHWA, but there is a considerable part of disabled people who are not covered. 
Therefore not all the legal provisions apply for disabled people, which apply for 
EWCHWA. Some disabled people belong to EWCHWA, but mentally disabled people 
mainly not, as they are rarely employed. 

According to the UN Convention on the Rights of Persons with Disabilities disability is 
an evolving concept and disability results from the interaction between persons with 
impairments and attitudinal and environmental barriers that hinders their full and effective 
participation in society on an equal basis with others. Persons with disabilities include those 
who have long-term physical, mental, intellectual or sensory impairments which in 
interaction with various barriers may hinder their full and effective participation in society 
on an equal basis with others. 

Thus Hungarian disability concept is a complex phenomenon, reflecting an interaction 
between features of a person’s body and features of the society in which he or she lives. In 
that sense the Hungarian concept is in compliance with the UN Convention. However, the 
definition does not involve people with psychiatric disability. In April 2013 the 
Government filed an amendment of Act XXVI of 19988 aiming to broaden the definition 
concept including people with communication and psychosocial impairments. (This 
modification should come into force on 30 Sept, 2013.) 

                                                           
7 On the definition of employee see also Mélypataki, Gábor: A munkavállaló fogalma a magyar és a 

német jogban a munkáltató szempontjából. Publicationes Universitatis Miskolcinensis Sectio 
Juridica et Politica Tomus, Volume 30. Issue 2. Miskolc University Press, Miskolc, 2012. pp. 521–
540., Jakab, Nóra: A cselekvőképesség elméleti háttere és munkajogi kérdései, PhD-disszertáció, 
Miskolc, 2011. 

8 Modification of Nr. T/10746. http://www.parlament.hu/irom39/10746/10746.pdf (last visited 22 
April, 2013) 
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The definition of EWCHWA was questioned by the reports of the Commissioner for 
Fundamental Rights.9 

As the definitions do not equal, the legal regulations on disabled people and EWCHWA 
also differ. Legal regulation on disabled people is based on compensation and equal 
treatment; in the case of EWCHWA legal regulation is based on rehabilitation and 
employment policy measures (quota, financial support to the employer to maintain work 
and workplace). 

It is very difficult to eliminate the differences between the definitions. Consequent use 
of them would be needed. Employee with changed working abilities is a “reserved” 
definition. Everybody has a notion to that group of people while handling their employment 
issue. It could be modified to ”people with less working abilities”, so that it involves all the 
categories of disability. One might feel this expression disadvantaged and discriminatory. It 
is also obvious that it would be reasonable to determine to whom the comparison is made. 
However this definition is a recommendation and open to discussion.  

 
3. Employment Policy of the Target Group in Hungary 
 
The employment policy regulation of disabled people and employees with changed 
working abilities differs. As far as employees became disabled (gained disability) on the 
labor market or disabled people are employed on the open labor market the provisions of 
employees with changed working abilities refer to disabled people as well and the 
distinction can not be discerned. 

Specific regulation on the employment of disabled people is laid down in § 4 of Act 
XXVI of 1998 on the rights of persons with disabilities and assurance of their equal 
treatment. Disabled people are entitled for access on an equal basis with others to services, 
buildings, and information. Rehabilitation means improvement and maintenance of skills 
and support of the participation in the society. § 21 of the Act prescribes that rehabilitation 
services shall be introduced for the success of rehabilitation. § 11 lays down that such 
support services shall be introduced which have considerable impact in the course of 
employment.10 § 15 refers specifically to the employment as a disabled person is entitled 
for integrated, if not possible, for sheltered employment.11 In the course of employment the 
principle of reasonable accommodation shall be followed. This paragraph also lays down 
that subsidies can be granted to those who employ disabled people and need grant for the 
adaptation of work and workplace. This provision is also strengthened by an order of NFM 
Nr. 14 of 2012 (6 March) prescribing the conditions of wage subsidies (75% of the 
expenditures emerging because of the special needs can be covered). The subsidy can be 
applied for adaptation of the workplace, employing an assisting person and costs of 

                                                           
9
 See the following reports of the Commissioner of Fundamental Rights: accession into the labor 
market in AJBH-2618/2012, the working circumstances and completion of the policy ’reasonable 
accommodation‘ in AJBH-5360/2012., education system for the efficient employment in AJBH-
4832/2012.  

10 For further reading see Supported Employment – A Customer Driven Approach. Disability Studies, 
Fogyatékosságtudományi Tanulmányok X., Eötvös Lóránd University, Bárczi Gusztáv faculty of 
Special Education, 2009 

11 On sheltered workshops see Horst H. Cramer, Werkstätten für behinderte Menschen, SGB – 
Werkstättenrecht, WerkstättenVO, Werkstätten-MitwirkungsVO, Kommentar, 4. Auflage, Verlag 
C. H. Beck, München, 2006. 
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transportation. This regulation in the Act fits into the Hungarian employment policy system 
presented in Act IV of 1991 on the support of employment and unemployment services, 
which prescribes amongst others the regulation on subsidies for the promotion of 
employment of employees with changed working abilities and disadvantaged people. 
The provisions of employment of employees with changed working abilities include the 
following legal instruments: 

• Stricter liability of the employer while adapting the workplace if an employee with 
changed working ability is employed. (Order of SzCsM-EüM Nr. 3 of 2002 (8 
February). 

• Rehabilitation contribution is linked to the quota regulation as an anti-
discrimination legislation form. The quota is 5%, if the employer employs more 
than 25 people. If the number of employees with changed working ability do not 
reach 5% (compulsory employment), the employer has to pay rehabilitation 
contribution.12 (§ 23 of Act CXCI of 2011 on the services of employees with 
changed working ability) 

• Subsidy for adaptation of work and workplace and for wages and expenditures (§ 
25 of Act CXCI of 2011 on the services of employees with changed working 
ability). 

• Tax reduction for self employed employees with changed working ability (§ 462/A 
Act CLVI of 2011 on the amendment of the acts on tax and some other related acts 
and §§ 16/A and 16/B of Act CXXIII of 2004 on the support of employment of 
starters, employees over 50, mothers) It fits into the Workplace protection action 
program supporting the employment of disadvantaged groups. 

• Wage subsidy based on § 16 of Act IV of 1991 on the support of employment and 
unemployment services. 

• Accreditation of employers employing employees with changed working ability 
and subsidy granted to them. (Government order Nr. 327 of November 2012 16) 
Employment of the target group can be: durable employment (on the secondary 
labor market), transit employment (aims return to the primary labor market). 
Therefore the employment might be rehabilitation-oriented or sheltered. § 42 of 
the order prescribes the term “work trial” in the course of transit employment. It is 
a temporary employment to gain work experiences and it fits into the idea of 
supported employment, which is based on the place-train- maintain principle. 

• Support can be given to training, wages, work trial, housing, self employment, 
transportation (government order Nr 132 of June 2009 19) 

• Complex rehabilitation (order of NEFMI Nr 7 of February 2012 14) based on 
medical, social and vocational assessment. 

The employment policy in Hungary generally has been changed into a supportive and 
motivating system, of which aim is growth and sustainability. Disabled people and 
employees with changed working abilities belong to a disadvantaged group including 
mothers, starters, and people over 50. In connection to the sustainable pension system13 the 
                                                           
12 The rehabilitation contribution amounts to 964 500 Ft/person/year. 
13 The Hungarian rehabilitation system is linked to the reform of disability pension system. In order 

not to be entitled for disability pension at active age and without a good health reason, the system 
working between 1997 and 2007 must have been changed. There have been financial problems 
behind it. Therefore this reform belongs to the sustainability approach of the Hungarian pension 
system. In 2007 the rehabilitation system was supervised and complex rehabilitation was 
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aim is to place and maintain as many people as possible on the open labor market. The 
target group has potential, which should be used, though employment policy is only one 
aspect. Amongst the active measures one can see the importance of rehabilitation. Here we 
have come to the holistic approach again, which requires the co-operation of the already 
listed areas. 

Tax reduction, wage subsidies, subsidies for expenditures, transportation, housing, 
assist person, and quota system; these are the most common active policy measures to 
integrate the target group into the labor market. This seems to be a trend in Slovakia, Czech 
Republic, Poland, Portugal and Hungary according to a recent research carried out within 
the framework of Empower Project.14 Entitlement for disabled pensions has been reduced 
in order to release the Hungarian Pension Fund. Therefore it can not be said that the policy 
on the target group would be benefit-oriented. Motivation of the potential employees and 
employers is a very difficult issue, because the target group needs higher protection and 
support, which might have counter effect on the employer’s side. How to be protective but 
still motivating is the core issue in the course of employment of disabled people and 
employees with changed working ability.  
 
4. How Does the Issue Fit Into the European Union’s Employment Strategy? 
 
The question is whether the employment strategy of the European Union deals with the 
employment issue of disabled people and employees with changed working ability. Article 
45–55 on the workers and 145–164 of the Treaty of the European Union on the 
employment determines the legal basis of the EU’s competence for the employment and 
social affairs. 

Article 145 lays down: Member States and the Union shall work towards developing a 
coordinated strategy for employment and particularly for promoting a skilled, trained and 
adaptable workforce and labor markets responsive to economic change with a view to 
achieving the objectives defined in Article 3 of the Treaty on European Union. 

Article 147 prescribes: The Union shall contribute to a high level of employment by 
encouraging cooperation between Member States and by supporting and, if necessary, 
complementing their action. In doing so, the competences of the Member States shall be 
respected. 

Article 153 lists the areas where the Union shall support and complement the activities 
of the Member States: 
(a) improvement in particular of the working environment to protect workers’ health and 
safety; 
(b) working conditions; 
(c) social security and social protection of workers; 
(d) protection of workers where their employment contract is terminated; 

                                                                                                                                                    

introduced. The assessment has been carried out by the National Rehabilitation and Social Office. 
The complex rehabilitation’s provisions refer to EWCHAW including people who have disability. 
But it is important to see that the system relates to those who have already been employees, as their 
abilities have changed. This system does not aim to improve the abilities of mentally disabled 
people to be employed. See also Jakab, Nóra–Kajtár, Edit: Empowerment Project Questionnaire 
Hungary http://empower.hu/publications/category/4-filled-in-questioners (last visited 28 May, 
2013) 

14 www.empower.hu (last visited 28 June, 2013) 
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(e) the information and consultation of workers;  
(f) representation and collective defence of the interests of workers and employers, 
including 
co-determination,  
(g) conditions of employment for third-country nationals legally residing in Union 
territory; 
(h) the integration of persons excluded from the labor market, (i) equality between men and 
women with regard to labor market opportunities and treatment at 
work; 
(j) the combating of social exclusion; 
(k) the modernization of social protection systems without prejudice to point. 

The recent Employment package15 was launched in April 2012. It is a set of policy 
documents looking into how EU employment policies intersect with a number of other 
policy areas in support of smart, sustainable and inclusive growth. It was needed because 
23 million people are currently unemployed across the EU – 10% of the active populations, 
more jobs are needed and from 2012 onwards the working age population on the EU will 
start to shrink. To ensure the sustainability of the welfare systems, more people need to 
work. 

This package identifies the EU’s biggest job potential areas and the most effective ways 
for EU countries to create more jobs. Measures are proposed in the following areas: 
supporting job creation, restoring the dynamics of labor markets, improving EU 
Governance. 

Supporting job creation means stepping up job creation across the economy by 
encouraging labor demand, targeting hiring subsidies to new hiring, reducing the tax on 
labor while ensuring fiscal sustainability, promoting and supporting self employment, 
social enterprises and business start-ups, transforming informal or undeclared work into 
regular employment, boosting 'take home' pay, modernising wage-setting systems to align 
wages with productivity developments, fostering job creation. 

Reforming labor markets means encouraging companies’ internal flexibility to protect 
jobs in crisis times, encouraging decent and sustainable wages, making job transitions pay, 
reducing the labor market segmentation between those in precarious employment and those 
on more stable employment, anticipating economic restructuring, developing lifelong 
learning and active labor market policies, delivering youth opportunities and the youth 
employment package (see also youth unemployment analysis and youth action teams), 
reinforcing social dialogue, reinforcing public employment services (see also analysis of 
public employment services). Under investing in skills the followings are meant: coping 
with skills mismatches, ensuring better recognition of skills and qualifications and 
anticipating skills needs (EU Skills Panorama), improving synergy between the worlds of 
education and work. Moving towards a European labor market shall take place by removing 
legal and practical obstacles to the free movement of workers and by enhancing the 
matching of jobs and job-seekers across borders (EURES). 
The improvement of EU Governance means reinforcing coordination and multilateral 
surveillance in employment policy by publishing a benchmarking system with selected 
employment indicators together with the draft Joint employment report, developing a 

                                                           
15 See the Employment package 

http://eurlex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:52012DC0173:EN:NOT (last 
visited 26 June, 2013) 
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reform tracking device to keep track of progress implementing national reform programs. 
The link between employment policies and relevant financial instruments should be 
strengthened. Partnership contracts and operational programs should be prepared in the 
light of the priorities of the national reform programs and national job plans, and revised 
taking into account the country specific recommendation. 
This package had a long policy background built up amongst others by the followings: 

• Lisbon Strategy. The original Lisbon Strategy was launched in 2000 as a response 
to the challenges of globalisation and ageing. The European Council defined the 
objective of the strategy for the EU “to become the most dynamic and competitive 
knowledge-based economy in the world by 2010 capable of sustainable economic 
growth with more and better jobs and greater social cohesion and respect for the 
environment”.16 

• Communication to the spring European Council of 2 February 2005 entitled 
“Working together for growth and jobs. A new start for the Lisbon strategy”. 
Communication from President Barroso in agreement with Vice-President 
Verheugen.17  

• Communication from the Commission to the Council and the European Parliament 
of 20 July 2005 – Common Actions for Growth and Employment: The 
Community Lisbon Program18: supporting knowledge and innovation; making 
Europe a more attractive place to invest and work; creating more and better jobs. 

• Council Decision 2005/600/EC of 12 July 2005 on guidelines for the employment 
policies of the Member States.19 

                                                           
16 On the evaluation of the Lisbon Strategy see: European Commission, Commission Staff Working 

Document, Lisbon Strategy evaluation document, Brussels, 2.2.2010, SEC (2010) 114 final. 
17 COM(2005) 24 final – Not published in the Official Journal 
18 COM(2005) 330 final – Not published in the Official Journal 
19 Macroeconomic guidelines: (1) To secure economic stability for sustainable growth. (2) To 

safeguard economic and budgetary sustainability. (3) To promote a growth- and employment-
orientated and efficient allocation of resources. (4) To ensure that wage developments contribute to 
economic stability. (5) To promote greater coherence between macroeconomic, structural and 
employment policies. (6) To contribute to a dynamic and well-functioning EMU. Macroeconomic 
guidelines: (7) To increase and improve investment in R&D, in particular by private business. (8) 
To facilitate all forms of innovation. (9) To facilitate the spread and effective use of ICT and build a 
fully inclusive information society. (10) To strengthen the competitive advantages of its industrial 
base. (11) To encourage the sustainable use of resources and strengthen environmental protection. 
(12) To extend and deepen the internal market. (13) To ensure open and competitive markets inside 
and outside Europe and to reap the benefits of globalisation. (14) To create a more competitive 
business environment. (15) To promote a more entrepreneurial culture and create a supportive 
environment for SMEs. (16) To improve European infrastructure. Employment guidelines: (17) 
Implement employment policies aiming at achieving full employment, improving quality and 
productivity at work, and strengthening social and territorial cohesion. (18) Promote a life-cycle 
approach to work. (19) Ensure inclusive labor markets, enhance work attractiveness, and make 
work pay for job-seekers, including disadvantaged people, and the inactive. (20) Improve matching 
of labor market needs. (21) Promote flexibility combined with employment security and reduce 
labor market segmentation, having due regard to the role of the social partners. (22) Ensure 
employment-friendly labor cost developments and wage-setting mechanisms. (23) Expand and 
improve investment in human capital. (24) Adapt education and training systems in response to new 
competence requirements http://europa.eu/legislation_summaries/employment_and_social_policy/ 
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• Council Decision 2008/618/EC of 15 July 2008 on guidelines for the employment 
policies of the Member States. Attract more people in employment, increase labor 
supply and modernize social protection systems, Improve adaptability of workers 
and enterprises to the economic situation, Invest in human capital through better 
education and skills20 

• Council Decision 2010/707/EU of 21 October 2010 on guidelines for the 
employment policies of the Member States [Official Journal L of 24.11.2010]. 
Increasing labor market participation, developing a skilled workforce, improving 
education and training systems, Combating social exclusion.21  

• Council conclusions of 12 May 2009 on a strategic framework for European 
cooperation in education and training (ET 2020). 22 

• The Europe 2020 strategy identifies three key drivers for growth, to be 
implemented through concrete actions at EU and national levels: smart growth 
(fostering knowledge, innovation, education and digital society), sustainable 
growth (making our production more resource efficient while boosting our 
competitiveness) and inclusive growth (raising participation in the labor market, 
the acquisition of skills and the fight against poverty).  

 
The employment issue of disabled people and employees with changed working 

abilities emerge indirectly in the employment policy. It is part of the social cohesion, social 
protection, sustainability, growth, flexibility and security. The Employment package from 
2012 contains directly applicable guidelines toward the target group within the labor market 
reforms and skill’s investments. Especially the following three guidelines are outstanding: 
coping with skills mismatches, ensuring better recognition of skills and qualifications and 
anticipating skills needs (EU Skills Panorama), improving synergy between the worlds of 
education and work. In the case of disabled people and employees with changed working 
abilities the capacity assessment, measurement of skills, rehabilitation are crucial in order 
to guarantee a sustainable employment. The investment in skills has got a broader concept 
by prescribing the synergy between education and work. In Section I and III it was laid 
down that the employment of the target group requires a holistic approach of the education, 
employment, rehabilitation, labor law regulation and adult protection. It is appreciated that 
this systematic approach does emerge in the employment strategy of the EU. 
 
5. Closing Remarks 
 
Though, the employment issue of the target group emerges indirectly in the Employment 
package and employment strategy of the EU, it is obvious, that the burden and 
responsibility is placed onto the Member State. Guidelines have been created along which 
the policies can be coordinated. The Hungarian employment policy on disadvantaged 

                                                                                                                                                    

community_employment_policies/c11323_en.htm (last visited 27 June, 2013) Official Journal L 
205 of 12.7.2005 

20http://europa.eu/legislation_summaries/employment_and_social_policy/community_employment_p
olicies/em0007_en.htm (last visited 27 June, 2013) Official Journal L 198 of 26.7.2008 

21http://europa.eu/legislation_summaries/employment_and_social_policy/community_employment_p
olicies/em0040_en.htm, OJ L 308 of 24.11.2010 (last visited 27 June, 2013) 

22http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:C:2009:119:0002:0010:EN:PDF (last 
visited 27 June, 2013) 
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groups tries to acquire the integrating, supporting and motivating approach to contribute to 
the higher employment rates. However rates can be deceiving. If there is a trend of 
concluding employment contracts for a definite time, it might rise the numbers, however it 
is not sustainable, if it is not linked to support and rehabilitation services, continuous 
training in the case of the target group. It is the responsibility of the state how to create 
rehabilitation, compensation and participation oriented disability policy in line with the 
employment policy. A good practice of disability policy maintains benefits for security, but 
has a complex rehabilitation system based on modern capability assessment methods 
concentrating on the remained and improvable abilities. This disability policy shall focus 
on employment as it is the core for participation and inclusion in the society. At this point 
disability and employment policy of a state join together and may contribute a sustainable 
work-life. 

 
 
 



 

 
 

 


