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Disability is defined in 
§ 2 Social Legislation 
IX for all service pro-
viders. Persons are 
handicapped, if their 
physical function, 
mental ability or men-
tal health with high 
probability deviates 
longer than six months 
from the condition typi-
cal for the age and 
therefore its participa-
tion on life in the soci-

ety is impaired.  In-
cluded are also peo-
ple, who threaten a 
handicap. Prevention 
has priority.  
Severe ly  handi -
capped are people of 
whom the level of dis-
ability is or exceeds 
50 per cent. About 
6.6 million people in 
Germany are se-
verely handicapped. 
About 84 per cent of 

these handicaps are 
caused by diseases.  
The most frequent 
limitation of function 
are: inner organs: 30 
%, mental handicaps: 
15 %, limbs: 15 %, 
spinal column, trunk, 
thorax: 15 %, blind-
ness and eyesight 
handicaps: 5 % 

Definition 
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The problem of the in-
tegration of handi-
capped people into the 
employment market is 
connected with the 
economical growth 
and therefore the 
situation on the em-

ployment market in 
general. Despite the 
growing tolerance of 
the German society 
handicapped people 
still face barriers to 
get into employment 
and are suffering 

from prejudices about 
their general ability to 
be as productive as 
non-handicapped and 
bring the same bene-
fit to the company of 
employment. 

Situation 
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On 1st October 2000 
the Law for the Fight 
of Unemployment of 
Severely Disabled 
Persons went into 
force, which was 
worked out in coop-
eration with employ-
ers, handcrafts, unions 
and organisations of 
disabled people. On 
1st July 2001 an 
amendment law for 
severely handicapped 
was introduced and 
went into force, which 
places the rights of 
people with disabilities 
on a new basis. The 

centre point is not 
anymore the welfare, 
but the encourage-
ment of the self-
determination and 
participation on the 
life of the society, es-
pecially on the work-
ing life. A further new 
centre point is the in-
creased support of 
handicapped women, 
more as it has been 
in the past. 
Both laws intend to 
cut down the barriers 
for disabled persons 
to get into jobs. It is a 

mixture of incentives 
and sanctions. The 
rights of disabled 
people were im-
proved as well as the 
administrative expen-
ditures for employers 
were reduced, the re-
sponsibilities and 
contact ways were 
simplified and the 
sanctions for employ-
ers have been set 
new to improve their 
effects. 
 
  

Law 
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Article 3 III 2 of the 
German Constitutional 
Law says: "Nobody 
may be disadvantaged 
because of its handi-
cap." 
This intention is re-
flected in two main 
rights: 
• nobody may be ex-
cluded in an applica-
tion process because 
of disability, 
• nobody may be ter-
minated because of 
disability. 
However, to meet the 
special needs of peo-
ple with handicaps 
there are further spe-
cial employment con-
ditions, e.g.: 

• Employers do 
have the obligation to 
employ a certain 
number of severely 
handicapped people. 
This number depends 
on the total number 
of employees in the 
company. 
• Severely handi-
capped people do 
have a claim for one 
week of extra vaca-
tion. 
• Severely handi-
capped people do 
have the right to re-
fuse extra work. 
The quite extensive 
protection against 
dismissal in Germany 
is still more extensive 

for handicapped em-
ployees. Within the 
first no more than six 
month of probation-
ary period they can 
be dismissed as non-
handicapped people. 
Thereafter the em-
ployer needs to con-
tact the integration 
office for approval. 
The integration office 
will refuse approval if 
the reason for dis-
missal lies in the dis-
ability itself. However 
it will approve when 
there are other impor-
tant reasons, such as 
notification for redun-
dancy. 

Rights of Handicapped People at Work 



There are many cli-
chés about disabled 
people. The prejudices 
faced often mean that 
disabled people 
• are not able to be 
burden of work, 
• miss work for 
health reasons more 
frequently than non-
disabled, 
• are not flexible 
• do not have the 
necessary qualifica-
tions. 
Studies and experi-
ences show that these 
prejudices have no 
right to exist. Handi-
capped people do face 
so many prejudices in 
the everyday life that 
their wish to be ac-
cepted and appreci-
ated is very strong. As 
prejudices mean that 
they are less able to 
do a good job, they 
have to do the job bet-
ter than non-disabled 
to be accepted. In ad-
dition they face many 

barriers on the em-
ployment market that 
they feel to have to 
invest even more in 
their qualification. 
The consequences 
are that handicapped 
people often are bet-
ter qualified and do 
have a higher motiva-
tion for their job. They 
show above-average 
commitment to work 
and high loyalty to 
their employer. 
As handicapped per-
sons face problems 
in everyday life and in 
everyday circum-
stances they need to 
be very flexible. This 
is a very important 
competence also in 
their working life and 
will be of high benefit 
for the employer. 
Research Studies in-
dicate that severely 
disabled people do 
miss work for health 
reasons even rarely 
than non-disabled. 

One of the reasons 
may be their high mo-
tivation and loyalty. 
Handicapped people 
do sometimes need 
special equipment, 
work environment or 
are unable to carry 
out certain duties. 
They may be not em-
ployable on every 
kind of position. How-
ever, this does not 
apply to most non-
disabled either. 
The ability of carrying 
out certain duties and 
be burden with work 
like compared with 
non-disabled employ-
ees depends on the 
kind of disability. 
Therefore it needs to 
be paid high attention 
to the question 
whether the person 
does meet the job re-
quirements and the 
position will meet the 
person's abilities.  

...by highlighting the competences 
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To reduce the unem-
ployment rate of se-
verely disabled people 
and to secure the al-
ready existing jobs 
there exists a wide 
range of assistances 
and supports to em-
ployers wishing to em-
ploy a severely handi-

capped person.  
The intention is to re-
duce possible addi-
tional costs which 
may arise to compa-
nies, and, of course, 
to make the employ-
ment of severely 
handicapped persons 
more attractive for 

potential employers 
as well as the job 
market in general.  
The assistances to 
employers will be 
given, if the handi-
capped person will be 
not or not constantly 
employable without 
this assistance. 

...by assistance to the employer 
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Employers who wish to 
employ a severely 
handicapped person, but 
may have some reserva-
tions concerning the 
ability to bring high 
benefit to the company, 

have the possibility to 
employ the person pro-
bationary. The em-
ployer will get financial 
assistance as a subsidy 
up to 100 per cent of 
the necessary costs of 

the employment. This 
probationary employ-
ment must not last 
longer than three 
months. 

Probationary Employment 

Salary and Wage Costs 

tribution. The duration of 
this assistance depends 
mainly on the age of the 
employee. It can last up 
to three years in general, 
up to five years when the 
handicapped person is 
older than 50 years and 
up to eight years when 
the person is older than 
55 years. In cases when 

the person has just fin-
ished a training which 
was financed with sub-
sidies, the assistance 
for the employment 
may only last for up to 
one year. 

To encourage compa-
nies to employ severely 
handicapped persons 
financial assistance for 
the salary or wage costs 
are offered. It is given as 
subsidies and can cover 
the costs up to 70 per 
cent of the salary, wage 
or other compensation 
including the employers' 
national insurance con-
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the job performance 
significant remains be-
hind the performance of 
a non-disabled em-
ployee. The require-
ments to get this finan-
cial support include ex-
hausted possibilities to 
enable to average job 
performance and to en-
able to independency 
e.g. by support of tech-

In cases when con-
nected with the employ-
ment of a severely 
handicapped person the 
employer faces extraor-
dinary charges it is pos-
sible to receive financial 
assistance. That may be 
when the employee 
needs individual support 
or an assistant. It may 
be also the case when 

nical equipment, train-
ing or organisational 
changes. However it is 
required that the salary 
corresponds with the 
common standard and 
that the employer is 
definitely unable to 
cover extraordinary 
costs. 

Extraordinary Charges 



reach the training and 
qualification objectives. 
The subsidy can be up 
to 80 per cent of the 
monthly trainee allow-
ance including the em-
ployers' national insur-

Financial assistance is 
given to employers for 
their severely handi-
capped employees who 
attend to training or fur-
ther qualification when 
this is necessary to 

ance contribution, in 
exceptional cases it 
can reach full covering. 
The financial assis-
tance is granted for the 
duration of the training. 

Training 

Employers who have the 
intention to create new 
jobs or training places 
for severely handi-
capped people get finan-
cial assistance for the 
necessary investments. 
The assistance can be 
subsidies or loans and 
can reach full cost cov-
erage. However it will be 
considered what contri-

bution could be ex-
pected from the em-
ployer, which will e.g. 
depend on the level of 
the disability, the place-
ment chances and the 
economical advantage 
of the investment for 
the company in gen-
eral. The assistance 
will be given if espe-
cially effected or long-

term unemployed per-
sons will be employed 
or an already employed 
severely handicapped 
person can continu-
ously be employed only 
if a new job is created. 
The job however 
should be long-term as-
sured. 

Creation of New Work or Training Places 

Adjustment of the Work Environment 

of the disability financial 
assistance for neces-
sary machines, equip-
ment or technical work-
ing accessories can be 
given to the employer. 
The subsidies or loans 

can reach full cost cov-
erage but depend on 
the level of specific ne-
cessity and on the 
benefit for the company 
in general.    

Handicaps sometimes 
require a special working 
environment. That often 
effects besides the direct 
working place also the 
suitable design of en-
trances or social rooms. 
Depending on the type 
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Public and private em-
ployers in Germany 
are duty-bound by law 
to employ severely 
handicapped persons. 
The number depends 
on their total number 
of employees and is 
graduated. The cur-
rent rate is five per 
cent and applies to 
companies with more 
than 20 employees. 
Basis is the average 
annual amount of 
staff. If employers do 
not fulfil this duty they 
are fined heavily. To 
encourage companies 
to employ severely 
disabled people the 
compensatory charge 
is graduated and de-
pends on the amount 
of the employment 
rate. It has to be paid 
monthly and for each 
missing place. 

The employment rate 
of severely disabled 
persons within the 
company will be 
charged as follows:  
3 % to less than 5 % 
¨        105 € 
2 % to less than 3 % 
¨        180 € 
less than 2 % 
¨  260 €  
To avoid heavy dis-
advantages for small 
companies there is 
further graduation. 
Companies with up to 
39 employees which 
does not employ at 
least one severely 
handicapped person 
is fined with 105 € 
per month. Compa-
nies with up to 59 
employees are fined 
with 105 € when em-
ploying less than two 
severe ly  hand i -

capped persons, and 
fined with 180 € per 
month when employ-
ing none at all. 
The graduation of the 
c o m p e n s a t o r y 
charges was intro-
duced within the law 
in 2002 and has the 
objectives to avoid 
s u p p l e m e n t a r y 
charges to compa-
nies which endeavour 
the employment of 
severe ly  hand i -
capped persons, to 
raise the charges of 
companies which do 
not fulfil the duty of 
employment of dis-
abled people, and 
furthermore to avoid 
disadvantages to 
very small compa-
nies. 

…by sanctions against companies 
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Integration offices are 
responsible for the col-
lection of the compen-
satory charge as well 
as its use which must 
be of benefit to the 
disadvantaged. Fur-
thermore it supervises 
the compliance of the 
protection against dis-
missal and concomi-
tant support in the 
working life for se-
verely disabled. 
Sensitising and sup-
porting employers are 
the tasks of the inte-
gration offices and 
services. They inform 
and advice in all mat-
ters concerning the 
employment of se-
verely handicapped 
people.  
The technical advisory 
service is supporting 
employers in all tech-
nical questions which 
arise by the employ-
ment of severely dis-
abled persons. The 

consultant engineers 
inform advice and de-
velop concrete solu-
tions. 
They assist by the 
suitable selection of 
the work place, the 
preparing of a new 
work place and the 
rebuilding of an exist-
ing work place into a 
suitable for disabled 
employees. 
The integration ser-
vices do mainly sup-
port severely handi-
capped people, who 
are especially af-
fected by their dis-
ability, for example 
persons with mental 
handicaps or body, 
sense or multiple 
handicaps. 
The fields of duties 
contain two main em-
phasises. The secu-
rity of the jobs of the 
severely disabled is a 
main emphasis. On 
the job activities and 

psychosocial services 
apply to people, who 
face difficulties due to 
their disability to keep 
their job. Job place-
ment services are an-
other emphasis. This 
service does apply to 
companies which 
wish to employ a se-
verely handicapped 
unemployed, and it 
does apply to se-
verely disabled peo-
ple who are unem-
ployed and are un-
able due to their dis-
ability to find a job 
without intensive sup-
port. 
The integration ser-
vices furthermore 
support the integra-
tion of the disabled 
person within the 
company, which in-
cludes the sensitisa-
tion and dismantling 
of prejudices may be 
existing in the staff. 

Integration Service 
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When the Law for the 
Fight of Unemploy-
ment of Severely Dis-
abled Persons went 
into force it was con-
temporaneous started 
an initiative to reduce 
unemployment of se-
verely disabled people 
around 50,000 or 25 
per cent on basis of 
the figures from Octo-
ber 1999. This initia-
tive ended in October 
2002 and can be de-
scribed as very suc-
cessful. 
From October 1999 

until October 2002 
the amount of unem-
ployed severe ly 
handicapped people 
was reduced from 
189,766 to 144,292 
persons. Therefore 
around 45,500 per-
sons less, which is a 
decrease of 24 per 
cent. During this 
campaign 151,500 
persons could be in-
tegrated into job (until 
2001). Concerning 
the name of this cam-
paign the objective 
was much exceeded. 

In nearly 62 per cent 
of these integration 
cases financial assis-
tance was given. 
One of the reasons 
for this success defi-
nitely is the summari-
sation of formerly two 
support programs 
into one, which 
means reduction of 
bureaucracy by in-
stead of two nowa-
days only one appli-
cation and notification 
for the employer.  

„50,000 Jobs for Severely Handicapped“ 
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Unemployed 
with health 
limitation 

Amount in % 
at End of 

September 
          

  2002 with health 
limitations 

    all unemploy-
ed 

    

    2002 2001 2000 2002 2001 2000 
Unemployed total 964101 100 100 100 100 100 100 

Men 573834 59,5 58,3 57,9 54,1 52,4 51,5 
Women 390267 40,5 41,7 42,1 45,9 47,6 48,5 

                
Working time               

Full time 885592 91,9 91,9 92,0 90,6 90,6 90,8 
Part time 78509 8,1 8,1 8,0 9,4 9,4 9,2 

                
Professional education               

without 366261 38,0 39,1 40,3 35,4 37,0 37,8 
with 597840 62,0 60,9 59,7 64,6 63,0 62,2 

factory training 545466 56,6 55,7 54,5 54,1 53,1 52,1 
training college 34894 3,6 3,6 3,7 4,8 5,0 5,2 

technological highschool / 
poly 

6380 0,7 0,6 0,5 1,9 1,4 1,4 

university 11100 1,2 1,0 0,9 3,8 3,4 3,4 
                

Age               
under 20 7523 0,8 0,8 0,8 2,9 3,1 3,3 

20-under 25 44847 4,7 4,3 3,9 10,2 9,5 8,9 
25- under 30 53703 5,6 5,2 5,0 9,4 8,7 8,4 
30- under 35 78800 8,2 7,9 7,6 11,8 11,5 11,3 
35- under 40 110335 11,4 10,9 10,1 13,8 13,4 12,7 
40- under 45 130034 13,5 12,4 11,3 13,2 12,4 11,6 
45- under 50 141434 14,7 13,9 13,3 12,1 11,7 11,4 
50- under 55 174886 18,1 17,3 15,9 12,2 11,8 10,9 
55- under 60 178409 18,5 21,5 26,2 11,1 13,7 17,2 
60- under 65 44130 4,6 5,8 6,1 3,2 4,1 4,3 

                
term of unemployment               

under 1 month 78491 8,1 7,9 7,9 12,3 12,0 12,2 
1- under 3 months 131008 13,6 13,9 13,0 19,2 19,5 18,6 
3- under 6 months 135508 14,1 14,0 13,3 16,0 15,7 14,7 

6- under 12 months 184144 19,1 19,4 18,2 19,4 19,4 18,1 
1- under 2 years 198286 20,6 18,9 20,7 16,7 15,3 17,5 

2 years and longer 236664 24,5 25,8 26,8 16,4 18,2 18,9 
                

Severely disabled 148856 15,4 17,1 18,6 3,8 4,4 4,9 

Data published by the Federal Employment Office 
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