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Introduction  
 

Work involves human activity with a useful result as the implementation of 

a project with the specific framework of an organized society. It is the 

total activity in relation to an object or a work unit and it involves the 

daily work, tasks for financial reasons, the body of employees, production 

of the work and the production process.  

 

In modern societies employment is a key reference point in the life of a 

citizen. The concept of employment in them is no longer limited as a 

source of income, but is inextricably intertwined with the personal identity 

as this can achieve personal development and growth, security and 

emotional pleasure. For many people with disabilities, the right to work is 

a key element of the struggle for equal rights. 

 

According to statistics of the United Nations, it is estimated that about 

15% of the world's population has some form of disability and at least 785 

million of them are of working age between (15-59 years). In the 

European Union (EU 28), according to a Eurostat survey (2011), it is 

estimated that there are about 44 million people who say they have 

reported a disability and encounter obstacles to their full participation in 

social and economic life. (GED & EMPLAB & Menze, J.  2015) 

 

People with disabilities have in general higher unemployment rates and, 

when they are employed, they are most likely to be paid less compared to 

people without disabilities. In the Europe of 28, the employment rate of 

people without disabilities is 66.9% while that of people with disabilities at 

47.3%. Great variation occurs and the percentages for education and 

lifelong learning. The following table shows the employability rates per 

country. The lowest rates were found in Hungary (23.7%), Ireland 

(29.8%) and Bulgaria (30.7%) while the countries with the highest rates 

are Sweden (66.2%), Luxembourg (62,5%) and Finland (60.8%). 



  

Policies and good practices at EU and International level   p. 6 

 

 
(Eurostat 2014) 

 

The main cause of poverty and social exclusion is the lack of equal 

employment opportunities for people with disabilities. The statistical rates 

in Europe on the risk of poverty and social exclusion for people without 

disabilities aged 16 and over were around 20% and for disabled people 

are shown to be 30%. 

 

In recent years due to the financial crisis both in our country and 

worldwide, unemployment rates have dramatically increased. Groups of 

citizens belonging to so-called vulnerable groups, that also include people 

with disabilities, are most affected by the crisis and unemployment.  

 

This has been recognized through the European Union’s strategy “Europe 

2020”, aiming to create the conditions for smart, sustainable and inclusive 

growth. In this, five headline targets to be achieved by the end of 2020 
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were agreed, on employment, research and development, climate / 

energy, education, social inclusion and poverty reduction. 

The primary objectives are: 

 - 75% of the population aged 20-64 should have a job. 

 - 3% of the EU's GDP should be invested in research and development 

- The objectives of the "20/20/20" climate / energy targets should be met 

(including an increase to 30% of emissions reduction if conditions permit). 

 - to reduce the rates of early school leaving below 10%  and at least 40% 

of young people should have a tertiary degree. 

 - The number of people at risk of poverty should be reduced by 20 

million. 

 

One particular initiative which the EU has adopted is the "European 

platform against poverty and social exclusion “. It is estimated that more 

than 80 million people in the EU are on the poverty line and the goal of 

2020 it is to reach the headline target of lifting 20 million people out of 

poverty and social exclusion.   Key actions to achieve this goal is to 

increase access to employment, minimum income support, education and 

other vital services such as health care and housing. Other important 

actions is the better use of EU funds to support social inclusion and 

combat discrimination, social innovation to find new "smart" solutions, 

new partnerships between the public, private sector and civil society and 

better coordination of national policies of the Member States. Moreover, 

the "European Disability Strategy 2010-2020" are set five key areas for 

Objectives and actions: Accessibility, Participation, Equality, Employment, 

Education and Training. The reference to employment states as follows: 

 

"4 – Employment 

 

 Quality jobs ensure economic independence, foster personal 

achievement, and offer the best protection against poverty. However, the 

rate of employment for people with disabilities is only around 50% [15]. 

To achieve the EU’s growth targets, more people with disabilities need to 

be in paid employment on the open labour market. The Commission will 

exploit the full potential of the Europe 2020 Strategy and its Agenda for 

new skills and jobs by providing Member States with analysis, political 

guidance, information exchange and other support. It will improve 

knowledge of the employment situation of women and men with 

disabilities, identify challenges and propose remedies. It will pay particular 

attention to young people with disabilities in their transition from 

education to employment. It will address intra-job mobility on the open 
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labour market and in sheltered workshops, through information exchange 

and mutual learning. It will also address the issue of self employment and 

quality jobs, including aspects such as working conditions and career 

advancement, with the involvement of the social partners. The 

Commission will step up its support for voluntary initiatives that promote 

diversity management at the workplace, such as diversity charters signed 

by employers and a Social Business Initiative. 

 

EU action will support and supplement national efforts to: analyse the 

labour market situation of people with disabilities; fight those disability 

benefit cultures and traps that discourage them from entering the labour 

market; help their integration in the labour market making use of the 

European Social Fund (ESF); develop active labour market policies; make 

workplaces more accessible; develop services for job placement, support 

structures and on-the-job training; promote use of the General Block 

Exemption Regulation [16] which allows the granting of state aid without 

prior notification to the Commission.  

 

Enable many more people with disabilities to earn their living on the open 

labour market”. (EU, 1020) 

 

In this deliverable good practice examples in the field of accessible 

employment are presented, following two distinct axes. In the first, good 

practice examples of supportive structures concerning employment of 

disabled persons and members of the so called “vulnerable groups” are 

presented, which are operating both in Greece and abroad. In the second 

part of the deliverable good practice examples of disabled persons who 

are operating both as employees, employers and freelancers are 

presented. It was decided that these examples would give potential 

entrepreneurs and employers with disability an accurate view of the 

difficulties other disabled persons faced as well as the achievements they 

made in order to reach their current employment status. 
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1. Supportive structures in accessible employment 

 
1.1 Global Business and Disability Network  

 

A very useful tool at global level is the Global Business and Disability 

Network, of the International Labor Organization – ILO. The network 

consists of multinational companies, national organizations of employers, 

business networks in cooperation with organizations of people with 

disabilities in order to promote equal treatment in the workplace of people 

with disabilities. 

 

ILO believes that by participating in the network companies can benefit 

from the diversity of the workforce, improve productivity, safer jobs and 

increased customer service. 

 

It aspires to develop a working culture that respects and works inclusively, 

promoting the recruitment, retention and professional development of 

people with disabilities. 

 

The mission of the Network is to raise business awareness about the 

positive relationship between the inclusion of people with disabilities in the 

workplace and business success 

 

The four main objectives are: 

- to exchange  knowledge and best practices between businesses and 

employers' organizations. 

-  to develop joint products and services for companies and employers to 

facilitate the recruitment and retention of labor. 

- to enhance the work of employers' organizations and business networks 

in order to have greater access to small and medium enterprises at the 

national level, and building their technical expertise in disability issues. 

- Connecting companies with ILO activities and partners at the national 

level and working through local offices and chains 

 

Finally, the network has created a tool to help companies identify the 

specific management, practice gaps, and opportunities that can lead to a 

better working environment of people with disabilities. The tool is 

available at http://www.businessanddisability.org/satools/. 
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1.2 Australia’s JobAccess 

 

JobAccess is Australia’s national hub for workplace and employment 

information for people with disability, employers and service providers. It 

was created by the Australian Government to bring together information 

and resources that can ‘drive disability employment’. (JobAccess, 2016a) 

 

JobAccess aims to help people with disability find and keep jobs, get 

promoted to better jobs, get financial and other support, expand their 

workplace skills and much more. 

 

Some of the services provided to employers with disability include: 

 Wage Subsidies which give potential employers added 

incentive to hire people with disability. 

 Work Based Personal Assistance which can help pay the costs 

of workplace support services for people who need regular 

help due to their disability or medical condition. 

 Mobility Allowance which can help disabled employees cover 

the costs of travelling to and from work, study, training, 

volunteering or looking for work if you are unable to use 

public transport. 

 Personal Helpers and Mentors Employment Services , in 

particular for persons with mental illness 

 New Enterprise Incentive Scheme for persons who want to 

run a new small business. 

 National Work Experience Programme for persons who are 

interested in doing paid or unpaid work experience. 

 Skills for Education and Employment for improving speaking, 

reading, writing or basic maths skills. (JobAccess, 2016b) 

 

JobAccess also aims to assist employers enjoy workplace diversity, 

understand the benefits of employing people with disability, create jobs for 

people with disability, recruit and retain the right people, get financial and 

other support, develop disability employment strategies. Some of the 

supporting services offered to employers interested in hiring persons with 

disability include the following: 

 

 National Disability Coordination Officers can link schools and 

government employment assistance, and improve pathways 

between education and work. 
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 Supported Wage System. 

 Disabled Australian Apprenticeship Wage Support provides a 

payment to employers of eligible Australian Apprentices with 

disability. 

 Work Based Personal Assistance helps pay the costs of 

workplace support services for people who need regular help 

due to their disability or medical condition. 

 Mobility Allowance can help employees that are unable to use 

public transport. 

 National Work Experience Programme can provide an 

opportunity for employers to see how people with disability 

operate in your work environment, and how they are able to 

perform different work tasks. (JobAccess, 2016c) 

 

The JobAccess website has a range of information such as: financial 

support for workplace modifications and wage subsidies; recruitment tips 

for applying for a job and taking on an employee with disability; links to 

education and training programmes; disclosing a disability; rights and 

responsibilities for both people with disability and employers; tools and 

resources for employers and how to create a flexible work environment; 

and links to a range of other Government support and programmes.  

 

Image 1: JobAccess website 
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JobAccess can also provide information on finding a Disability Employment 

Service, applying for funding under the Employment Assistance Fund, 

applying for the Supported Wage System or other employer incentive 

scheme. JobAccess also has a number of useful fact sheets available for 

employers and candidates with disability. 

 

Finally, JobAccess operates a Complaints Resolution and Referral Service 

(CRRS). This is a free service for people with disability who are users of 

Disability Employment Services (DES), Australian Disability Enterprises 

(ADE) and/or Advocacy Services.  

 

The purpose of the CRRS is to offer an independent, fair and impartial, 

complaints resolution and referral service. To make a complaint a person 

can use phone calls, email, or, if he/she is deaf or has a hearing or speech 

impairment can contact the National Relay Service (NRS). Callers from a 

non-English speaking background can use the Translating and Intepreting 

Service (TIS). (JobAccess, 2016d) 

 

In recognition of the user-centric approach to delivering services to people 

with disability, employers, employment service providers and the broader 

community, JobAccess: Driving Disability Employment won in 2016 the 

award for the Government Contact Centre Excellence Awards: Best People 

Strategy in a Government Contact Centre. 
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1.3 Disability confident scheme in the UK 

 

The Disability Confident scheme aims to help employers make the most of 

the opportunities provided by employing disabled people. It is voluntary 

and has been developed by employers and disabled people’s 

representatives. 

 

Image 2: Disability confident scheme logo 

 

 

 

The Disability Confident scheme has 3 levels. An employer must complete 

each level before moving on to the next. 

 

a) Level 1: Disability Confident committed employer 

 

To enter the Disability Confident scheme, an employer must sign up. This 

involves: 

 providing contact details 

 signing up to the Disability Confident commitments 

 identifying at least one thing that the employer can do that will 

make a difference for disabled people 

 

Commitments include the following sectors: 

 

- Recruitment process that is inclusive and accessible: 

 ensure against discrimination 

 make job adverts accessible 

 provide information in accessible formats e.g. large print 

 accept applications in alternative formats e.g. electronically 

- Communicate and promote vacancies: 

 advertise vacancies through a range of channels 

 get advice and support from Jobcentre Plus, Work Programme 

providers, recruiters and /or your local disabled people’s user led 

organisations 
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- Offer an interview to disabled people: 

 encourage applications from disabled people by offering them 

an interview, if they meet the minimum criteria for the job 

(this is the description of the job as set by the employer) 

- Anticipate and provide reasonable adjustments as require: 

 make sure disabled workers aren’t seriously disadvantaged 

when applying for and doing their jobs 

- Support any existing employee who acquires a disability or long 

term health condition, enabling them to stay in work: 

 

The activity that each employer must also complete to achieve level 1 

includes provision of work experience, work trial, apprenticeship, 

traineeship etc. (UK Department for Work and Pensions, 2016a) 

 

b) Level 2: Disability Confident employer 

 

To become a Disability Confident employer, an employer needs to self-

assess his/her business against a set of statements grouped into 2 

themes: 

- getting the right people for the business 

- keeping and developing people 

 

Getting the right people for business includes: 

 Actively looking to attract and recruit disabled people 

 Providing a fully inclusive and accessible recruitment process 

 Offering an interview to disabled people who meet the 

minimum criteria for the job 

 Being flexible when assessing people so disabled job 

applicants have the best opportunity to demonstrate that 

they can do the job. 

 Making reasonable adjustments as required 

 Encouraging our suppliers and partner firms to be Disability 

Confident 

 Ensuring employees have sufficient disability equality 

awareness. 

 

In order to become Disability Confident, an employer must also commit to 

at least one action from the list below: 

 

Theme 1 - Getting the right people for your business 

 Providing work experience 

 Providing work trials 

 Providing paid employment (permanent or fixed term) 
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 Providing apprenticeships 

 Providing a Traineeship 

 Providing paid internships or supported internships (or both)  

 Advertising vacancies and other opportunities through organisations 

and media aimed particularly at disabled people  

 Engaging with Jobcentre Plus, Work Choice providers or local 

disabled people’s user led organisation to access support when 

required (or both) 

 Providing an environment that is inclusive and accessible for staff, 

clients and customers  

 Offering other innovative and effective approaches to encourage 

disabled people to apply for opportunities and supporting them 

when they do  

 

Theme 2 - Keeping and developing your people includes: 

 Promoting a culture of being Disability Confident 

 Supporting employees to manage their disabilities or health 

conditions  

 Ensuring there are no barriers to the development and 

progression of disabled staff  

 Ensuring managers are aware of how they can support staff 

who are sick or absent from work  

 Valuing and listening to feedback from disabled staff  

 Reviewing this Disability Confident employer self-assessment  

 

In order to become Disability Confident, an employer must also commit to 

at least one action from the list below: 

 Providing mentoring, coaching, buddying and other support 

networks for staff  

 Including disability awareness equality training in our 

induction process  

 Guiding staff to information and advice on mental health 

conditions  

 Providing occupational health services if required 

 Identifying and sharing good practices  

 Providing human resource managers with specific Disability 

Confident training  (UK Department for Work and Pensions, 

2016b) 

 

c) Level 3: Disability Confident leader 

 

To become a Disability Confident leader, an employer must: 

 have self-assessment validated from outside your business 
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 show what they have done as a Disability Confident leader 

 

The validation process depends on the size and nature of the business. 

Large businesses may seek and pay for recognised accreditation while a 

small or medium size business may use more informal methods, such as 

the involvement of an existing Disability Confident leader organisation(s) 

or a Disabled People’s organisation or a Disabled Person’s User Led 

Organisation (DPULO) to validate the self-assessment. 

 

As a Disability Confident leader the business must also be actively helping 

other employers make the journey to becoming Disability Confident. This 

could involve:  

 engaging with other local employers to encourage them and 

share the benefits of being Disability Confident 

 engaging with other employers in your industry, through 

trade bodies, industrial networks, conferences etc.  

 encouraging other employers in your supply chain to start the 

Disability Confident journey 

 providing mentoring/ peer support for other employers, 

locally or nationally 

 speaking about Disability Confident at business events and 

with local or national media 

 hosting or taking part in Disability Confident events and 

meetings (UK Department for Work and Pensions, 2016c) 
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1.4 Labour Office in Cooperation with the Municipality of 

Thessaloniki and the Labour Institute of Confederation of Workers 

of Greece (GSEE) 

 

Facing important social and economic issues, as is that of unemployment, 

requires the establishment of partnerships between institutions that 

support labor rights and serve the citizens. 

 

The GSEE Labour Institute (INE GSEE) and the Municipality of Thessaloniki 

aimed at developing cooperation and joint actions with institutions, 

agencies, organizations, collectives. This resulted in the creation of the 

"Labour Office". 

 

Attempts to create an employment office had been made since the spring 

of 2014, when the first contacts of the deputy mayor for Finance and 

Development with the Workers Support Unit INE GSEE in Thessaloniki 

took place. 

 

The contacts between the two institutions intensified in the second half of 

2014. The operation of the Labour Office, began in January 2015, in an 

area ceded by the Municipality in the City Hall of Thessaloniki. In February 

of that year, the second unemployed service office began operating, the 

Specialized Employment Promotion Centre of Thessaloniki of INE GSEE  

(EKPA), in the building of Labour Institute in Vardari area. 

 

The services provided concern information and counseling for young 

people and the unemployed. The intervention methodology used was 

designed by consultants of INE GSEE under the program of Specialized 

Employment Promotion Centres (EKPA) operated by the Labour Institute 

(INE GSEE) in Athens, Patras and Thessaloniki. 

 

At both offices, besides supporting the unemployed, labor and insurance 

demands are serviced by referring to the Labour Institute of Thessaloniki, 

and persons are notified about programs implemented by the Institute. 

 

The activity of the Labour Office and the EKPA of Thessaloniki is part of 

the ‘Information and Counselling Network’ of INE GSEE. In addition to 

supporting the unemployed, actions were implemented for publicity and 

networking for the interconnection to the local community and to social 

and public services. 
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Publicity is aimed at the notification of the services to the general public, 

as well as to services, organizations, associations and institutions. A 

further is was to promote the work made with the unemployed. 

Publicity actions include:  

a) participation in conferences and other events.  

b) creation of infopoints at events.  

c) presentation of the services on local television channels.  

d) online publications. 

 

In order to ensure networking, the partners of the Labour Office and the 

EKPA, moved on two levels. First was the mapping of services and 

agencies involved with similar services to young people and unemployed 

or agencies that could cooperate and serve vulnerable social groups. In 

the second level there were meetings with these agencies and institutions 

to acquaint and explore possible future cooperation. 

 

Following these actions, attempts were made to create networks with 

other local or nationwide institutes. 

 

In 2015, 2075 people were addressed and served at the Labour Office and 

the EKPA of Thessaloniki. The majority of the beneficiaries were women 

(Image 3). 

 

Image 3: Gender distribution 

 

 

 

Most people who contacted the two offices were young in age, with those 

between 15 and 29 years of age being the majority, accounting for 

63.94% of the beneficiaries (Figure 2). 
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Image 4: Age distribution of beneficiaries 

 

 

 

The educational level of those who were served in the services of the 

Labour Office and the EKPA Thessaloniki, vary. Most of the unemployed 

had tertiary education (37.36%) and upper secondary school graduates 

was 26.55%. Also, the beneficiaries of the services were unemployed 

people who have completed lower secondary school and primary school at 

a rate of 8.7% and 10.01% respectively. The 12.07% of the total 

unemployed were Vocational school graduates and postgraduate studies 

were completed 5.33% (Figure 3). 

 

Image 5: Educational level of beneficiaries 
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It is worth noting that the services were accessible for socially vulnerable 

groups (Figure 4). 

 

Among those who served were people with disabilities. The premises of 

the offices are accessible. Despite the fact that the EKPA program was not 

specialized in disability issues, it supported disabled people or parents of 

disabled children, in a small percentage of the total unemployed 

population (Table 5). The support focused on career search techniques 

and career counseling of persons with disabilities. They served 16 people 

with disabilities, who account for 1.7% of the vulnerable social groups that 

contacted the two offices (Table 5). 

 

Image 6: Vulnerable groups’ distribution 

 

 

 

Table 1: Vulnerable groups’ distribution 

 

vulnerable groups Value Percentage 

Long-term unemployed 734 80,48% 

Single parents 19 2,08% 

People with disabilities 16 1,75% 

Roma 89 9,76% 

Immigrants from third countries 40 4,39% 

Battered women 4 0,44% 

Former drug addicts 3 0,33% 

Migrants EU countries 7 0,77% 

Total 912   
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1.5 The Labour Office for Vulnerable Social Groups of OAED in 

Thessaloniki 

 

The Labour Office of Vulnerable Social Groups of Manpower Employment 

Organisation (OAED EKO Labour Office) in Thessaloniki, supports and 

promotes the vocational rehabilitation and training of socially vulnerable 

groups such as: 

- disabled persons,  

- former drug addicts, 

- released prisoners 

- young people at social risk. 

 

The support is achieved through training / education, employment and 

entrepreneurship programs. There are 6 EKO Labour Offices across 

Greece. 

 

The EKO Labour Office operates since 1983. In 1999, the OAED 

Administration decided to implement a pilot program and hired qualified 

staff as social workers, psychologists and sociologists, in the capacity of 

career counselor. 

 

The main objective of the services is to reduce the phenomena of social 

marginalization and racism towards these groups and to further achieve 

their vocational rehabilitation, their social integration, improving the 

quality of life and general improvement of self-esteem and confidence. 

 

The EKO Labour Office provides comprehensive information to people with 

disabilities. The information is not just about employment. Employees are 

also trained in employment and disability issues. 

 

Furthermore, there is individual approach towards people with disabilities. 

Most needs of unemployed people with disabilities on employment issues 

and allowance are directly served by the EKO Labour Office. The person 

shall not be referred to other services for tax return, insurance stamps, 

social security number, etc. 

 

Training programs   

 

For people who are not looking for a job, but want to attend training 

programs, the OAED in collaboration with certified Centers of Vocational 

Training (KEK) encourages and promotes integration of unemployed 
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persons in subsidized training and educational programs. These programs 

include theoretical and practical training lasting from 100 to 800 hours. 

 

The objectives of these programs is to continuously upgrade their 

knowledge and skills in various cognitive areas, according to labor market 

needs, combined with the particular needs and characteristics of trainees 

with disabilities. 

 

Vocational Training Centres (KEK) periodically implement training 

programs just for disabled people. The KEKs areas should be accessible 

with the encouragement of EKO Labour Office. The subsidy to KEK for 

making trainings for people with disabilities is higher. 

  

In training programs and workshops, OAED consultants are involved for 

selection of the participating unemployed persons in equal terms. 

 

Activation workshops- mobilizing unemployed  

 

Activation workshops provide comprehensive theoretical and experiential 

information from qualified counselors on the Vocational Guidance 

Counseling, Techniques for an effective job research and Entrepreneurship 

Counseling. 

 

The workshops have a duration of 3-5 days. 

 

Employment program 

 

The employment program is a specialized three-year employer assistance 

program with a grant corresponding to the amount of 100% of total social 

security contributions to recruit 2,300 unemployed of vulnerable groups of 

which 2080 positions be filled by unemployed people with disabilities.            

 

The main objective of the program is to create new jobs and reduce the 

phenomena of social exclusion towards these groups. Moreover, it aims to 

vocational rehabilitation and social integration of vulnerable social groups. 

 

Beneficiaries of the program are private enterprises, Cooperatives, Unions 

and Professional Associations, Public Companies, Non-profit, Social 

Cooperatives (Law No 2716 / 05.17.1999), Consortia and Municipal Public 

Benefit Companies with a priority to small businesses employing up to 50 

people. 
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Attributes of the employment program 

 

- It is a four year program, for full and part time employment.  

- A company can hire the same person again. 

- People with specific diseases can continue their employment at a 

time with the program. So, their work is guaranteed for a long time. 

- The program allows the employment of people with disabilities in 

municipal enterprises without the Supreme Council for Civil 

Personnel Selection (ASEP) process. If their employment continues 

for at least four years, they are automatically covered by law No 

2643 / 98 and their employment relationship is valid indefinitely. 

- There is support throughout the duration of the program for the 

disabled and mediation in situations arising in the workplace by the 

employer. 

- OAED have the authority to interrupt or continue the program. It 

can also reject the integration enterprise in the program when the 

conditions are unsuitable for the job. 

- In the program there is a time extension option up to six months, 

and without pay up to three months. 

- Within the program there is the possibility of ergonomic 

arrangements to the workplace for up to 2900 euros for 

accessibility improvement interventions.  

- The person with disability is allowed to work at home for specific 

tasks required by the employer e.g. Telecommuting, telemarketing.  

 

 

Program funding self- employment 

 

The Entrepreneurship Program or the New Self-Employed (N.E.E.) aims at 

the socio-economic support and the elimination of the barriers for 

integration into the labor market of social groups, through the financial 

support of entrepreneurial initiatives. 

 

Candidates should have an unemployment card as a person with disability, 

which is valid until the start date of their business activity. Men 

Candidates must have fulfilled or legally exempted from their military 

obligations. 
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The program included individual companies but also various forms of 

association, provided the freelance candidate participate with at least 51% 

of the share capital. The program was in effect, ended in July 2015. 

 

Attributes of the self- employment subsidy program 

 

- The New Entrepreneurs program has a longer period of 

implementation and subsidization of other programs. 

- The Inclusion and approval process in the program is achieved 

through the cooperation of the candidate with the consultant of 

OAED and not by a central committee. 

- A Business plan is prepared by the candidate in collaboration with 

the consultant of OAED and not a private office or 'business 

consulting'. 

- The Program allows to retest if the company is not ready at the 

time specified in schedule.  

- There is an accessibility improvement programme covering up to 

2900 euros for each adjustment, components etc. 

- Time extension is allowed for up to six months. 

- There is support throughout the program for the new professional. 

- There is a possibility to interrupt the programme without refund, if 

the beneficairy’s health has relapsed. 

- The business can be set in house, depending on the beneficiary’s 

condition. For such issues there is cooperation with the career 

counselor. 

- All Procedures in programs are made by EKO Labour Office. There is 

a separate EKO Service at OAED Administration regarding people 

with disabilities and the procedures are more flexible. 

 

Project implementation for New Jobs and New Entrepreneurs, 

active since 2010 

 

In the New Jobs-dependent work program 131 companies have been so 

far included. By June 2016 were a total of 185 recruitments, of which 115 

recruits were for people with disabilities. 

 

In the New Entrepreneurs program 113 companies have been created. Of 

these, 64 were made by people with disabilities. 
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2. Interviews with disabled employees, employers and 

freelancers. 

 

In this second part of the deliverable good practice examples of disabled 

persons who are operating both as employees, employers and freelancers 

are presented. In some cases the interviewees did not wish their personal 

details to be published. 

 
2.1 Interview with Mr. X   

 

Mr. X. works at a lottery agency in Thessaloniki. He has completed post-

secondary education studies specializing in Computerized Accounting. In 

order to find this job, he got assistance from the special services for 

vulnerable groups of the Greek Manpower Employment Organization 

(OAED). He utilized a program where companies are subsidized to hire 

unemployed people from socially vulnerable groups.  It is a three-year 

funded program for full time employment, but the employer has the 

obligation to maintain the relevant job for at least 10 more months 

without a subsidy. 

 

The interviewee had previously participated in a different program of 

OAED and worked as a responsible for financial auditing of pharmaceutical 

prescriptions. Previously, he had been unemployed for three years. During 

that time he searched for employment by using OAED’s services, as well 

as a network of friends, former colleagues e.t.c.  

 

His current employment is in the private sector. The interviewee believes 

that it is in accordance with his qualifications and that he can respond 

very well to its responsibilities. So far, he has not experienced any 

difficulty in collaboration with colleagues, customers or the agency owner.  

 

He is allowed to take days off from work when he does not feel well, 

despite the fact that he has shouldered quite a lot of responsibilities. 

 

As far as reasonable adjustments at the workspace are concerned, he 

stated that he does not need any special equipment or other adjustment.   

 

He also didn’t have any problem getting trained on the specialized 

software that the national lottery company has applied to all lottery 

agencies.    
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2.2 Interview with Ms. Eleni Ginoglou  

 

The interview took place at the bakery run by the Ms. Y.  in Thessaloniki. 

 

Ms. Eleni Ginoglou stated that in 2010-2011 it was difficult for her to find 

a job as an employee, so she began to seek self-employment solutions. 

This could not happen without some financial support in order to cover 

some first expenses and cost. Finally, she got a grant by special services 

of OAED and a specialized program which was for new entrepreneurship 

and vulnerable groups.  

 

Her work experience involves customer service in cafes and general 

stores. Moreover, she has some experience in food industry as her father 

owns a related company. She considers the grant he got from OAED as 

great assistance that allowed her to start her business.  

She considers the beginning of her business as easy. However, in 2015 

she faced difficulties due to due to legal restraints in her interactions with 

banks, the same faced by other small businesses in the country. 

 

The interviewee considers procedures for opening of her business, such as 

the transition of the ownership of the business from its previous owner, as 

easy. Thus, she was able to start the business within five days. Her main 

anxiety remains the business’s viability. 

 

So far the interviewee didn’t need to employ another person, so she can 

not comment on the attitude of the other 'colleagues' or subordinates, 

towards her as a disabled person. When she needs some support, she 

gets it from her father who helps with the morning shifts. 

 

In regards with reasonable adjustments at workplace, she stated that she 

does not need any special equipment.  

 

About the operation and viability of the company, she mentioned that she 

always has in mind to produces and offer new products that one cannot 

easily find in the neighborhood. She began offering bread, biscuits, milk, 

cheese, coffee and gradually added drinks, treats and nuts. Also, she has 

also changed the shop decoration. 

 

The shop’s customers are not aware of her disability. When she needs 

some time off (due to her impairment) she can get some rest at an 

adjacent area.  
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She is not involved with any organizations of disabled people and the only 

support she has received is from the special services for vulnerable groups 

of the Greek Manpower Employment Organization (OAED).    

 

Finally, she believes that the following were helpful for the prosperity of 

her business: 

- The renewal of the products 

- Frequent renovations of the store 

- Her will to offer new products missing from the area 

- The fact that she cares for good customer services. 

 

 

2.3 Interview with the Mrs G., owner of a Lottery Agency   

 

The interview took place at the Lottery Agency the interviewee operates in 

Thessaloniki. Mrs G.  is employed there since September 2015 after Ms G. 

got funded by OAED for this job placement.  

 

During our interview the following topics were covered: how to search for 

new personnel, working conditions, reasonable adjustments, use of 

assistive technologies and networking with organizations of disabled 

people. 

 

The interviewee stated that she searched for employees through the 

special services of OAED in order to be subsidized for the job placement. 

Ms. G. also pointed out that she is really satisfied with her employee’s 

work and that she considers him over qualified for the post.   

 

The total duration of the position’s subsidization is four years. The post 

requires several skills listed by the owner such as organizational skills, 

patience, IT skills, sociability. The work carried out by the beneficiary 

requires many hours a day. The agency remains closed only for a few 

specific holidays and year. 

 

Furthermore, the interviewee mentioned that she did not have to make 

any special adjustments in order to fulfill her employer’s needs. In fact, 

she considers her employer as a fast learner of the specific software that 

all lottery agencies are required to use.  

 

Ms. G. did not contact any organizations of disabled people  nor she has 

any information on accessibility issues, other funding resources and 

general disability matters. Nevertheless, she stresses the fact that there is 
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still much work to be done in in the field of prejudice, and stereotypes 

related to persons with disabilities and employment  

 

 

2.4 Interview with co-owner of the company ''Pnevma 

Productions''. 

 

Mr. Argyris Pnevmatikos graduated from the School of Education, 

Aristotelian University of Thessaloniki. He is a person with mobility 

disabilities. He initiates and operates his own business since early 2015 in 

collaboration with his sister. The company is called ''Pnevma Productions'' 

and produces audiovisual works of various kinds: 

- educational, 

- advertising, 

- corporate video, 

- video promotion 

- films (fiction and documentary) and 

- other audiovisual productions requested by the customer. 

 

Mr. Pnevmatikos benefited the self-employment program of OAED and 

specifically the Labour Office of Special Social Groups of Thessaloniki. The 

program concerned the subsidy of New Freelance Professionals (N.E.E.). 

 

The start of business was made in January 2015. The reason for Mr. 

Pnevmatikos to deal with this subject was a task he had undertaken 

during his studies. Having dealt with capturing and processing the image 

in a university class, he developed the relevant skills and began to see in 

a different way video and image. 

 

He reports that the EKO Labour Office of OAED, was particularly helpful. 

Difficulties encountered with bureaucracy at the beginning of the business. 

He faced overcrowded services and queues in both the Chamber of 

Professionals, and the Tax Office. In security service (IKA) addressed, 

there was no ramp to assist access for people with mobility disabilities in 

the area. 

 

On the operation of the company, he believes that customer approach 

helped the relationship he had with friends, acquaintances, classmates 

and his informal network. Then the company's reputation spread by word 

of mouth. 
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The space he uses for running the business is accessible. But in everyday 

life it is difficult to move on the road and sidewalk, as when parking. 

There is no difficulty for him in handling the equipment required for the 

job. For the operation of PC software that is necessary for the creation of 

audiovisual works, he does a checklist. 

 

Despite the fact that the company operates for just 1 1/2 year, the 

productions undertaken are diverse. Customers and partners of ''Pnevma 

Productions'' are:  

- The Olympic Museum of Thessaloniki. 

- The Silversmithing Museum of Ioannina (PIOP). 

- The Office of Modern Monuments of Central Macedonia - 

Artspace Chamidie Culture. 

- The TEDx Thessaloniki 

- The Parenthesis) 

- The Apostle Paul Schools of Thessaloniki  

- The Developmental Cooperation 'Anatase' in Pella (2015) 

- The company Nicholas Pachtas & Co. 

- IEK Delta 

- The Municipal Library Gallery Thermi (Future Library 2015) 

- The NoVan Theater Group 

- The Social Solidarity Clinic of Thermi 

- The 1st Primary School of Thermi 

- The 3rd Painting Workshop, School of Fine Arts, AUTH 

 

In the http://www.pnevmaproductions.gr/ business website one can find 

the company’s profile, partners, activity and communication modes. 
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Image 7: Mr. Pnevmatikos at work 

 

 

 

 

2.5 Interview with Mr George Avgoustidis, president of the 

Panhellenic Association of Paraplegics - District Union of 

Macedonia and Thrace, provider of accessible TAXI services 

 

The interview took place on the 13th of July 2016 at the premises of the 

association in Thessaloniki. The president of the District Union of 

Macedonia and Thrace Mr. George Avgoustidis talked about the transport 

services provided for people with disabilities, named “WHITE TAXI”. 

 

The Panhellenic Association of Paraplegics - District Union of Macedonia 

and Thrace operates under its supervision three accessible taxis in the city 

of Thessaloniki. Two of the vehicles are 2005-2006 models and the third is 

a 2012 model.  

 

The vehicles were bought by sponsorship of the Ministry of Macedonia-

Thrace, the Ministry of Transport and OPAP. The operating licences of the 

vehicles belong to the Association of Paraplegics, that rents the right of 

use to the drivers of the vehicles with a monthly rent and an annual 
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contract after competition. The licences were granted by the Ministry of 

Transport after request of the association. According to the agreement the 

taxis should serve only people with mobility disabilities (as referred in the 

license). 

 

The vehicles, depending on their type, can carry two or three users of 

wheelchair and four or five assistants/ seated passengers. The boarding 

on the vehicle is achieved through a motorized lift at the back of the 

vehicle. Inside the vehicle, the wheelchair is fastened with special straps 

and the user of the wheelchair is fastened with seat belt. 

 

The call of the vehicle is made by appointment through the mobile phones 

of drivers. Refer to the corresponding number of the driver is also made 

through the number of the association. The charge is similar to that of the 

taxi charge by appointment so it is based on taximeter and not tariff. 

 

Ordinary users of the services are people with mobility impairments, 

mostly wheelchair users. According to the information provided by the 

drivers, 20 – 25 trips are implemented per day. There are users on a daily 

basis for educational and work purposes, while usual destinations are the 

Association of Paraplegices, hospitals and cultural centers. In the vehicles 

there is a wheelchair in case that the user needs it. The service operates 

weekdays and weekends 24 hours in order to fully meet the needs for 

mobility of people with disabilities. 

 

Mr Avgoustidis pointed out that the drivers are satisfied with this 

cooperation and the operation of the service in general. This initiative is a 

good practice that contributes to the financial sustainability of the 

association and serves a great number of people with disability, by 

providing them a safe travel. 
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Image 8: One of the accessible TAXIs operated by the Paraplegics’ 

association 

 

 

 

 

 

2.6 Interview with Mr. George Gkintikas, co-founder of the Greek 

Sign Language Centre and employer of disabled persons  

 

The interview took place at the Central Department of the Greek Sign 

Language Centre in Thessaloniki, on Tuesday the 28th of June 2016, with 

the assistance of a sign language interpreter.  

 

The Greek Sign Language Centre was founded in 2001 by Vaios and 

George Gkintikas with the aim to disseminate Greek language. 

 

Mr. George Gkintikas, who is deaf, first described his family situation 

mentioning that his brother, Mr. Vaios Gkintikas is also deaf, while his 

father, as a businessman, urged him very early to start his own business. 

 

Mr. Gkintikas decided to found a DVD rental company, wishing to 

participate actively in the whole process of launching and running the 

business, in order to have a complete overview of the store setting and 

obtain direct contact with customers. At this early stage, he encountered 

of course many obstacles, mainly in communication. Concerning the staff 

recruitment, he also faced difficulties as it was difficult for him to 

communicate with the candidates and therefore he always needed an 



  

Policies and good practices at EU and International level   p. 33 

interpreter with him. The behaviour of the customers was very positive, 

since they were all very polite and never showed any suspicion. 

Unfortunately, Mr. Gkintikas was not able to retain the company, because 

the revenues of the enterprise were quite limited, after a certain period of 

operation. 

 

Next, George and his brother attended a school for sign language in 

Thessaloniki and a mentorship programme in America for two summer 

periods. The costs of the studies were fully covered by their family, with 

no other financial help. After completing their studies, Mr. George and 

Vaios Gkintikas decided to make a new business step and found the Greek 

Sign Language Centre. In the beginning family members who were willing 

to support their business joined the workforce of the Centre. In addition, 

teachers were recruited who were appropriately trained by the owners of 

the Centre. The progress of the Centre was really good and a year later a 

new employee was hired, who had a purely professional and not a family 

relation with the owners. At their first steps, the founders of the Centre 

received help from the “Manpower Employment organization” (OAED), by 

utilizing a program covering wage costs, but at this stage the owners are 

fully responsible for all the business expenses. As Mr. George Gkintikas 

pointed out, he had a dream and his desire was to make it true.   

 

All the employees in the school are deaf, except for the secretary. During 

the winter period, 6 people work on a permanent basis (owners not 

included), and seasonal employees are also hired. During the summer 

period, the number of employees is reduced. 

 

During the last years, new departments of the Centre have been 

developed in 6 Greek cities: Heraklion, Ioannina, Komotini , Rethymno , 

Drama , Veria Alexandroupolis. Before opening a new department, the 

owners of the Centre make site visits, present their business plan and 

develop new cooperation schemes. 

 

Regarding the accommodations at the workplace, for example the 

installation of a bell with visual notification, the owners did not use any 

programme, but they covered the total cost.  

 

Mr Gkintikas attends training seminars, which are not subsidized, so he 

has to cover the expenses on his own. 

 

He has not received any kind of information or support from the 

associations concerning the opening and operation of the business or his 

education/training. 
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Mr. Gkintikas also said that because of the intense competition, the fees 

are continuously reduced. This has a direct impact on the business 

profitability. 

 

One particular problem that deaf people face in Greece, according to Mr. 

Gkintikas is bureaucracy, which makes it difficult for them to use a service 

or get informed about new employment and entrepreneurship 

programmes. 

 

In Greece, there is a lack of appropriate technological tools, which are 

widely used abroad, in order to facilitate deaf people in communication 

with the enterprises and the use of services. Based on his own experience, 

there is no interest from the state to import new technologies and objects 

that could be helpful for deaf people.  

 

In his opinion, a flexible form of entrepreneurship for deaf people is the 

creation of an e-shop and e-commerce. 

 

Summing up, Mr. Gkintikas referred to the fact that deaf people are 

reluctant to take up initiatives and start business action as they 

experience serious problems in communication, whereas the support from 

the state is insignificant. Therefore, he stressed that immediate changes 

are necessary and the state should offer deaf people the opportunity to 

use sign language interpreter and generally provide more opportunities for 

people with disabilities, in order to enhance their employment and 

promote their entrepreneurship. 

 

 

2.7 Interview with Fani Koltsakidou 

 
Mrs. Fani Koltsakidou, who is deaf, works as a permanent employee at the 

wage provision department of the Aristotle University of Thessaloniki 

financial services. She was employed according to the provisions of a 

particular law that used to be active in Greece that allowed distinguished 

athletes to be employed in the broader public services. Mrs. Koltsakidou 

benefited from a legislation that allowed distinguished athletes to be 

employed in the public sector.  

 

Mrs. Koltsakidou has graduated from the Department of Business 

Administration of the University of Macedonia. This was taken into account 

before she was employed in her current position. According to her, her line 
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of work is not directly related to her studies, since her everyday work is 

mostly related to accountant and not administrative issues.  

 

Due to her disability, Mrs. Koltsakidou is entitled to work reduced working 

hours (one hour less per day) as well as have an additional 6 days leave 

per year. 

 

Fani mentioned that she faced various difficulties during her first 

employment steps. She faces great negativity towards her, particularly 

from older colleagues who had a different way of thinking. She even 

refered to a particular verbal attack she encountered from one of her 

colleagues. However, her work conditions were improved after several of 

her older colleagues retires. Nowadays, she does not face any problems 

concerning her relationship with supervisors and colleagues. In fact, 

several of them have a tendency to assist and support her, whenever 

needed. 

 

Fani does not have direct contact with the public most of the times. 

Whenever she has to communicate with colleagues or the general public 

she prefers to use her email, since she cannot use conventional phones. 

In general, she considers technology to have a major beneficial impact on 

her work, in particular concerning communicational issues. 

 

As far as professional development is concerned, Fani is not sure whether 

she will have the same potential as hen non-disabled colleagues and 

whether disability will act as a burden, since she still hasn’t got such a 

chance. 

 

Since the software used in her position is constantly updated and 

changed, and the requirement are constantly evolving, Fani considers the 

various employee training seminars carried out as invaluable. However, 

there is no sign language interpreter available in AUTh right now, 

restricting her ability to participate in those seminars. 

 

Finally, Mrs. Koltsakidou mentioned that she did not receive any support 

from associations of disabled persons concerning employment issues. 
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2.8 Interview with Theodora Moirasgenti 

 

Mrs. Theodora Moirasgenti, who is deaf, works as a permanent employee 

in the public sector in the Decentralized Administration of Macedonia and 

Thrace, General Directorate of External Services. She was employed 

according to the provisions of a particular law that used to be active in 

Greece that allowed distinguished athletes to be employed in the broader 

public services. Mrs. Moirasgenti was a distinguished athlete in the 

Paneuropean Deaf Basketball Championship and benefited from this 

legislation. Mrs. Moirasgenti  has completed computer studies. This was 

taken into account before she was employed in her current position and 

her current line of work is directly related to her studies. 

 

Due to her disability, Mrs. Moirasgenti is entitled to work reduced working 

hours (one hour less per day) as well as have an additional 6 days leave 

per year. 

 

Theodora adapted easily to her working environment, since she had 

worked in that particular department as a part time employee before she 

was employed full-time. Her colleagues had not realized that she had 

reduced hearing, and only came across her disability when her hearing aid 

was not working for a period of time. As she mentioned “that’s when my 

colleagues understood what it really means to be deaf and not be able to 

communicate”. 

 

Theodora has everyday direct contact with colleagues and the general 

public, using both emails and telephones to communicate. In order for her 

to communicate more efficiently, an amplified telephone with light 

indicator was installed for her in her workspace. Furthermore, in order for 

her to have direct visual contact with her colleagues, a rearrangement of 

furniture in her workspace took place. Still, she mentioned that there are 

a lot of further arrangement that could be made in order to improve 

accessibility (including, for example, visional alert in lifts). 

 

As far as professional development is concerned, Theodora believes that 

she has the same potential with her other colleagues. In fact, she is now 

the head of her department. Theodora considers the various employee 

training seminars carried out as invaluable and applies for a sign language 

interpreter in order to be able to participate in them. 

 

Finally, Theodora mentioned that she did not receive any support from 

associations of disabled persons concerning employment issues. 
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2.9 Interview with Christos Georgokostopoulos 

 

Mr. Georgokostopoulos, who is deaf, works as a permanent employee in 

the public sector, in the medical pedagogics department of the children’s 

psychiatric unit of the “Ippokrateio” hospital of Thessaloniki. He was 

employed through a general call for employees, with his selection based 

on his studies and previous experience. He has studied occupational 

therapy, pedagogics and psychopedagogics. Before he was employed in 

his current position, ha had worked for four years in social support 

programmes.  

 

Due to his disability, Mr. Georgokostopoulos is entitled to work reduced 

working hours (one hour less per day) as well as have an additional 6 

days leave per year. 

 

Christos faced various difficulties when he began working in his current 

position. His new colleagues had not been informed of his disability, thus, 

in the beginning, they could not figure out in which field he would be 

occupied. Due to stereotypes, they believed that a deaf person would not 

be able to achieve the desired productivity level and were not positive in 

the beginning of their cooperation. However, the hospital’s director was 

informed of his disability and was positive towards him. Nowadays, there 

are four persons with different disabilities working in the same unit, which 

results in the colleagues informing each other about subject of interest 

related to disability. His relationship with his colleagues is now 

satisfactory, Christos even feels that some of them tend to “protect” him 

when he faces any communication difficulties. 

 

Christos reckoned that the parents of the children with whom he 

cooperates have an initial hesitation which is easily surpassed as their 

relationship develops. 

 

As far as his everyday work is concerned, Christos considers that now 

adjustments or assistive technology is needed. 

 

Christos considers professional development difficult due to high level of 

competitiveness. However, he still think that his disability may create a 

burden in this particular field. 

 

Christos also mentioned that there is no sign language interpreter 

available in his wotk, thus making the participation in training seminars 

difficult. Furthermore, he considers that there are major barriers on 

national level concerning accessibility of deaf persons. 
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Finally, Christos mentioned that he did not receive any support from 

associations of disabled persons concerning employment issues, and was 

only informed through them about his right for reduced working hours. 

 

Image 9: Mrs. Koltsakidou, Mrs. Moirasgenti and Mr. Georgokostopoulos 

with the Sign Language interpreter, Mr. Kouzelis 

 

 
 

 

2.10 Interview with members of the Movement of Artists with 

Disabilities 

 

The interview took place in the July 2016 via skype with Ms Apolonia 

Tsanta and Mr. Antonis Rellas, who are founders and members of the non- 

profit organization called “The Movement of Artists with Disabilities”  

 

Ms. Apolonia Tsanta is graduate from Theatrical Studies of National and 

Kapodistriako University of Greece and Mr. Antonis Rellas is film director. 

Both of them have mobility impairment.  
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The Movement of Artists with Disabilities was created due to the need of 

accessibility and participation of disabled people in the artistic life of 

Greece, both as spectators/ audience and creators. 

 

The organization has 30 members who are artists with disabilities and non 

disabled professionals in arts. What has joined them together in this 

organization is the belief that there is a need to overcome the obstacles 

which are raised by the society, lack of accessibility for disabled people in 

art, both in the built environment and universal access to artistic content, 

as well as the marginalization of disabled artists due to “normality” issues  

which are raised by the society. 

 

In order to find more members they used family, friends and professional 

networking as well as social media.  

 

The organization has started as a collectivity and now they have 

submitted its statute in court to get an official entity as a NGO. The aim is 

to contribute to the representation of disability in art without stereotypes 

and to establish acceptance of human diversity in people’s conscience. 

Moreover, they aim to achieve the removal of barriers for disabled people 

in arts by conducting seminars, training and counseling for accessibility in 

built environment and content to events, actions, seminars,  festivals etc. 

 

So far they have not received any fund or grant for the actions they have 

undertaken. Furthermore, they have not employed any person however all 

the members work for the aims of the organization.  

 

They have made some collaborations but sometimes they have faced 

suspicion and even hostility. As Ms. Apollonia Tsanta stated "By our efforts 

to achieve universal access for all in art, we manage to overcome 

stereotypes and win new partners". 

 

The barriers they face as disabled artists, which were the reason for the 

organization’s creation, are the same they face in the operation of the 

organization. They have collaborated with several organizations of 

disabled people in order to make their performance accessible for all. At 

every collaboration they encountered agreements and disagreements, but 

through dialogue and constructive criticism they feel that they become 

better and more effective in asserting their common goals. 

 

As far as the built environment adjustments needed are concerned, Mr. 

Rellas explained that: "In our workplace there are ramps for wheelchairs, 

toilets for disabled people and parking spaces for vehicles. We have 
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computers with accessibility software for the visually impaired and deaf / 

hard of hearing and s / s, and there is interpreter for the Greek Sign 

Language". Moreover, they have bought special software for Subtitles for 

the Deaf or hard of Hearing as well as all software and equipment for 

Audio Description for the Deaf or hard of Hearing. For these adjustments 

they have not taken any grant.   

  

 Some of their works are:  

 - “Saturday nights full of meaning” in the Greek Deaf Theatre.  There 

were a series of screenings and documentaries with SDH subtitles for the 

Deaf and hard of hearing and interpretation in Greek Sign Language.   

-  Collaboration with Athens International Film Festival “Opening Nights 

(2014-2015-2016) in order to achieve universal access to the built 

environment as well as the content of art of cinema, a pioneering fully 

accessible film screening was offered for the first time in Greece. Award-

winning “Little England”, a film directed by Pantelis Voulgaris, was 

screened with AD (Audio Description) for people with visual impairments 

and SDH (Subtitles for the Deaf or Hard of hearing). The screening 

completed the collaboration between the Movement, the Athens Open Air 

Film Festival and the Athens International Film Festival “Opening Nights”, 

as they launched the notion of universal access to the built environment 

and to the content of art of cinema for the first time in a mainstream 

festival in Greece. In 2016, in the same festival another award-winning 

film “Aisthimaties” directed by Niko Triantafilidi was  screened with AD 

(Audio Description) for people with visual impairments and SDH (Subtitles 

for the Deaf or Hard of hearing)  

- Screening of movies with universal access, which include: 

“Wasted Youth directed by Argiris Papadimitropoulos , "Xenia" directed by 

Panos Koutras, and “Wednesday  4.45” directed by Alexis Alexiou which 

are the first films in the 100 years history of Greek cinema, that achieved 

the commercial distribution of subtitled films for people with hearing 

impairments (deaf and hard of hearing) in cinemas, "ΝΟΤΙΑS" directed by 

Tasos Boulmetis (SDH), "Mia zoi tin exoyme " directed by George Tzavelas 

(AD+SDH), "The Ogre of Athens" directed by Nikos Koundouros 

(AD+SDH) in progress. 

 

Finally, the movement has recently started a new partnership with the 

Thessaloniki International Film Festival that will take place in November, 

and have carried out, with the cooperation of specialized enginners, a 

study for the improvement of accessibility of cinema theatre halls and the 

surrounding areas, and the adaptation of some films that are going to be 

screened during the festival, applying rules of accessibility. 
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