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5. Brief analysis/ assessment of the resolution and requests made in it:
With this resolution, the European Parliament expresses its concerns about persisting barriers that are making the participation of persons with disabilities in the labour market difficult. It stresses that persons with disabilities have the right to equal participation in the labour market and society, but they face multiple and intersectional discrimination and disadvantages. The resolution focusses on the Employment Equality Directive (Directive 2000/78/EC), which is the main legislative tool to protect persons with disabilities against discrimination in the labour market, but in fact it addresses the issue in the much broader context of the UN Convention on the Rights of Persons with Disabilities (UNCRPD).
The resolution calls on the EU institutions, mainly on the European Commission, and on the Member States to create inclusive, accessible and non-discriminatory labour markets, to intensify their work with persons with disabilities and their representative organisations and equality bodies. It calls for addressing multiple discrimination, social protection, to harmonise the definition of disability and to ensure mutual recognition of disability status across the Member States, to recognise and promote user-led personal assistance, to ensure that new technologies are accessible for persons with disabilities, and to support the capacity building of disability organisations. It welcomes the new Strategy for the rights of persons with disabilities presented by the Commission on 3 March 2021, and calls for setting measurable targets, collecting data, mainstreaming the rights of persons with disabilities into law, policies, programmes, ensuring that EU funds are not used for segregation or social exclusion.
6. Response to the requests and overview of the action taken, or intended to be taken, by the Commission:
On the call to reaffirm the EU institutions’ commitment to realising inclusive equality for persons with disabilities and the reference to the UNCRPD (paragraph 1), the Commission adopted the Strategy for the rights of persons with disabilities 2021-2030 - the Strategy - (COM(2021) 101 final) on 3 March 2021. It aims to improve the lives of persons with disabilities in the EU and beyond and is the main tool for the Commission to implement the UNCRPD. The Strategy covers all the aspects of the UNCRPD, including Article 27 on work and employment. As regards the UNCRPD Optional Protocol, as indicated in the Strategy, the Commission will closely follow the progress of accession by Member States and re-examine the EU’s ratification in that light.
On the Employment Equality Directive (paragraph 2), the Commission issued on 19 March 2021 a report (COM(2021)139 final) on the application of the Racial Equality Directive (Council Directive 2000/43/EC) and of the Employment Equality Directive, in which it assessed the current situation and developments since 2014, and identified the main existing issues and challenges. It noted that, in interpreting the directive, the Court of Justice of the European Union takes into account the UNCRPD[footnoteRef:1], for example as regards the notion of ‘disability’ and the denial of reasonable accommodation[footnoteRef:2]. The report does not point to a need to revise the Employment Equality Directive. The Commission proposed in 2008 an Equal Treatment Directive (COM(2008)426 final) which would extend EU legal protection against discrimination on the grounds of religion or belief, disability, age and sexual orientation beyond the areas of employment, occupation and vocational training, and regularly urges the Council to adopt that proposal and to close, thus, the gaps in EU law. The Commission notes that the absence of EU law in this regard and the fact that the Employment Equality Directive does not require the Member States to adopt positive action measures does not, in itself, constitute a violation of the UNCRPD. Moreover, the Employment Equality Directive lays down minimum requirements, thus giving the Member States the option of introducing or maintaining more favourable provisions. [1:  	Approved by a Council Decision 2010/48/EC, the UNCRPD is now an integral part of the EU legal order]  [2:  	For example, CJEU judgments of  18 January 2018 in case C-270/16, Ruiz Conejero, and of 11 September 2019 in case C‑397/18, DW v Nobel] 

For an inclusive and accessible workplace
On universal design standards and guidelines on the accessibility of environments, programmes, services and products (paragraph 3) the Commission requested the European Standardisation organisations to develop European Standards on the built environment, information and communication technologies, and accessibility following a design for all approach. To that end, the Commission issued Mandates 376, 420, 473 and 554. This results in European standards EN 17210 on accessibility of the built environment, EN 301549 on accessibility of information and communications technology, and EN 17161 on accessibility following a design for all approach. These standards are available and can be used for the accessibility of environments, programmes, services and products, including workplaces, their equipment and facilities.
On EU guidelines on reasonable accommodation (paragraph 4), the Commission launched in 2019-2020 the #EUvsDiscrimination campaign raising awareness of the rights and obligations deriving from EU equality legislation. During the campaign, the Guide of promising practices: how to put reasonable accommodation into practice was published[footnoteRef:3]. It contains examples of the provision of reasonable accommodation in the public sector, the private sector and from civil society. The Commission will continue to take action in this direction including by supporting the European Network of Equality Bodies (EQUINET), which works on this issue, as well as other actions such as supporting training for judges and legal practitioners. [3:  	https://ec.europa.eu/social/main.jsp?catId=738&langId=en&pubId=8341&furtherPubs=yes.] 

As regards the call on the Commission to launch infringement procedures in case of non-provision of reasonable accommodation (paragraph 4), the Commission notes that Member States have properly transposed Directive 2000/78/EC and provided for sanctions in case of violation of the directive’s requirements, including the non-provision of reasonable accommodation by the employer. However, the imposition in practice of ‘effective, dissuasive and proportionate sanctions’ by the competent national authorities, including courts, remains challenging. The 2021 application report (COM(2021) 139 final) deals with this issue and, as possible follow-up action, points to a closer monitoring by the Member States of the implementation of the directives, in particular in relation to the application of effective, proportionate and dissuasive sanctions. The Commission will offer support in this regard, for instance by commissioning a study on sanctions.
On the call to make the labour market more inclusive for persons with disabilities, and take action on skills (paragraph 10), in 2022, the Commission will present a package of measures to improve labour market outcomes of persons with disabilities, seeking cooperation with the European Network of Public Employment Services, social partners and organisations of persons with disabilities. In the European Skills Agenda, the Commission commits to join forces with the European Network of Public Employment Services to develop peer learning to shed light on the skills needed in the labour market and to step up the provision of guidance services for people in employment and for vulnerable groups, and on closing skills gaps. The Council Recommendation on vocational education and training (VET)[footnoteRef:4] for sustainable competitiveness, social fairness and resilience invites the Member States to design vocational programmes so they are inclusive and accessible for vulnerable groups, such as persons with disabilities. As announced in the Digital Education Action Plan 2021-2027 (COM/2018/022), the Commission will support the Member States in securing assistive technologies and in providing an accessible digital learning environment and content. The Member States can make use of the reinforced Youth Guarantee to support young persons with disabilities. On the call to monitor the Member States’ action on supporting the labour market outcomes of people with disabilities (paragraph 13), the Commission will continue monitoring the employment situation of persons with disabilities and the measures taken by the Member States via the European semester. Further, the Commission will address the fact that a large number of persons with severe disabilities do not work in the open labour market, but in sheltered employment. Such schemes are diverse and not all ensure adequate working conditions or labour-related rights for persons with disabilities, nor pathways to the open labour market. The Commission will, among others, explore the issue of quality jobs in sheltered employment, and pathways to the open labour market as part of its package to improve labour market outcomes of persons with disabilities. [4:  	Council Recommendation (2020/C 417/01).] 

On the use of EU funds (paragraph 17), the European Social Fund Plus (ESF+) Regulation requires the Member States to ensure that the ESF+ investments promote equal opportunities for all without discrimination, the inclusion in society of persons with disabilities on equal basis with others, and contribute to implementing the UNCRPD. These funds can also support employment opportunities for persons with disabilities in the open labour market. Moreover, the ESF+ should contribute to promoting accessibility for persons with disabilities to improve integration into mainstream employment, education and training, thereby enhancing their inclusion in all spheres of life. These principles should be taken into account in all dimensions and stages of preparing, monitoring, implementing and evaluating programmes.
Regarding the Commission as an employer and public institution:
The EU Staff Regulations prohibit any discrimination based on any ground such as disability in all areas pertaining to employment, notably selection and recruitment, career development, training, career advancement, transfers or any other employment benefit (paragraph 8). The Commission, as an employer, complies with its duty to provide reasonable accommodation for persons with disabilities in the workplace and ensures that staff members or job applicants with a disability have the same access to anything that is involved in obtaining, doing and keeping a job as staff without disabilities. The Commission has already adopted guidance on the duty to provide reasonable accommodation for persons with disabilities. The selection and recruitment process is merit-based and follows an equal opportunities policy. The selection of job applicants by managers is based on recruitment needs and applicants’ profiles and merits. In the invitation letters sent to candidates for vacant positions and for recruitment, the Commission invites candidates to indicate if they have disabilities, in order for the recruiting service to take appropriate reasonable accommodation measures, enabling participation in the selection/ recruitment process and the taking up of duties on an equal basis with others. Newly appointed/ recruited staff with disabilities are systematically informed by the competent service about possibilities regarding assistance and reasonable accommodation. In line with its commitment taken in the Strategy for the rights of persons with disabilities 2021-2030 and in its upcoming Human Resources (HR) Strategy, the Commission will further implement a proactive approach and further steps to promote greater diversity. As regards recruitment, equality and diversity screenings of recruitment processes, procedures and tools will be carried out to identify any potential risk of bias or discrimination and the remedial actions needed. Appropriate actions will be taken to ensure effective remedy of the issues identified by the equality and diversity screenings. This will be supported by an internal Commission communication campaign and training for staff, including managers and HR professionals (for whom training will be mandatory), to ensure a respectful working environment and act against bias and discrimination, including as regards persons with disabilities.
On the call to EU institutions to take active measures to safeguard non-discrimination for all (paragraph 20), the Commission as an employer is fully committed to this goal. All Commission buildings comply with the legal prescriptions in force in the host countries in terms of accessibility for persons with disabilities. The Commission strives to upgrade these facilities, where possible, to further improve their accessibility. In line with the Staff Regulations, reasonable accommodation is provided where needed to persons with disabilities throughout their career in the EU institutions. In addition, the Strategy for the Rights of Persons with Disabilities indicates that the Commission will ensure that by 2030 all Commission buildings follow European accessibility standards, subject to urban planning requirements of the host countries.
On the call to ensure equal labour and trade union rights and protection from all forms of violence (paragraph 20), each recognised trade union of Commission staff declares that their statutory aim is to defend the interests of all members of staff without any discrimination, including on the ground of disability. The Staff Regulations allow all officials and other agents to be voters or candidates in the election of the staff committee. The Staff Regulations forbid any form of psychological or sexual harassment among Commission staff members, including persons with disabilities. The Commission promotes a culture in which psychological and sexual harassment, like other forms of violence in the workplace, are considered unacceptable and are neither tolerated nor ignored. The Commission is currently reviewing its anti-harassment policy, which is based on a decision dating back to 2006.
The Staff Regulations include provisions on the support to workers with disabilities resulting from an accident (paragraph 23). The provisions establish that the employment of staff members who, in the course of their career, suffer from an injury resulting in disability will not be terminated on this ground, except in the event of total permanent invalidity preventing them from performing the duties corresponding to a post in their function group, in which case they will be entitled to an invalidity allowance. In line with the Staff Regulations and based on a case-by-case examination, the Commission provides reasonable accommodation in the event of disability incurred during the career, including via job re-structuring and modified working arrangements.
The Commission as an employer provides a dedicated hotline – which has been operational for nearly two years - for its staff with disabilities, where a social assistant provides answers addressing specific needs, next to the information centralised on a dedicated website. In addition, trained Career Guidance Officers are available to offer one-to-one, tailor-made support, such as counselling on professional development and training, job-search strategy and tools and interview coaching to all staff, including with disabilities. In addition, Career Guidance Officers are available to provide specific assistance where needed.
For a non-discriminatory workplace
On the call to advance the awareness raising on the benefits of diversity, equality and non-discrimination (paragraph 18), the Commission emphasises the importance of information and awareness raising of the rights and obligations stemming from EU equality legislation, for example during the 2019-2020 #EUvsDiscrimination campaign. Under the Strategy for the rights of persons with disabilities 2021-30, the Commission will work with the Member States to complement and support national campaigns, strengthen awareness-raising and combat stereotypes around disability. The Commission financially supports EU level disability organisations, including the European Disability Forum, and will continue to encourage information activities carried out by such organisations, and by supporting EQUINET, the European Equality Law Network, social partners and civil society. It will continue to support training for judges, lawyers and other professionals; and to organise dedicated events, notably to celebrate the International Day of Persons with Disabilities on 3 December. 
In addition, the Commission supports the work of equality bodies, including in their fight against discrimination on the ground of disability. The Commission financially supports EQUINET with an annual operating grant (C(2019)7824 final). EQUINET enables national equality bodies in Europe to share their expertise at the European level in order to learn from the successes achieved and the challenges raised during the implementation of their mandate at national level. In most Member States, this mandate includes combating discrimination against persons with disabilities. The 2018 Commission Recommendation on Standards for Equality Bodies (C(2018) 3850 final) promotes good practices on access and accessibility and encourages cooperation between equality bodies and the National Frameworks designated under the UNCRPD. The Commission Staff Working Document (SWD(2021) 63 final) on ‘Equality bodies and the implementation of the Commission Recommendation on standards for equality bodies’ recalls that it is essential that the premises of equality bodies are physically accessible for people with mobility impairment. Similarly, their online material and promotion campaigns must be accessible, among others, for people with visual or hearing impairments. In its report (COM(2021)139 final) on the application of the Racial Equality Directive and of the Employment Equality Directive, the Commission has also announced that it will assess whether to propose new legislation to strengthen the role of national equality bodies by 2022. 
The Commission agrees that the Istanbul Convention offers the most comprehensive framework at international level to combat gender-based violence against women and domestic violence. Supporting the finalisation of the EU’s accession to the Istanbul Convention remains a key priority for the Commission. In addition, as announced in the Commission’s Work Programme 2021, the Commission is preparing a legislative initiative to prevent and combat violence against women and domestic violence, which will include an intersectional approach, covering also disability.
On guaranteeing that inclusion policies pursued at sectoral and company level are established in consultation with workers’ representatives (paragraph 22), the Commission promotes social dialogue at EU level and provides support to national and European social partners. Issues related to inclusion policies can be addressed in the European Social Dialogue Committees organised by the Commission and through projects of social partners, which can receive financial support from the Commission under its call for proposals on social dialogue. In addition, the Commission will present a package of measures to improve labour market outcomes of persons with disabilities in 2022, seeking cooperation also with social partners and organisations of persons with disabilities, as well as the European Network of Public Employment Services.
On a preventive and inclusive approach to occupational safety and health (paragraph 24), the upcoming EU Strategic Framework on health and safety at work for the period 2021-2027 will aim at mobilising the Member States, social partners and other relevant stakeholders around common priorities on workers’ protection. Building on the well-established tripartite approach, the new Strategic Framework will have inclusiveness as an essential element; efforts will be made to reach all categories of workers, with special focus on return-to-work strategies.
As regards pay discrimination (paragraph 25), on 4 March 2021, the Commission proposed a Directive on pay transparency to strengthen the principle of equal pay for equal work between men and women (COM (2021) 93). The proposal recognises that gender-based pay discrimination may involve an intersection of various axes of discrimination, including on the ground of disability. A new definition aims at clarifying that, in the context of gender pay discrimination, such combination should be taken into account, thus removing any doubt that may exist in this regard under the existing legal framework. This will ensure that the courts or other competent authorities take due account of any situation of disadvantage arising from intersectional discrimination. Moreover, the Commission acknowledges the need to address intersectionality in all its equality strategies[footnoteRef:5]. It has offered its support for the effective recognition of multiple and intersectional discrimination at national level by commissioning studies[footnoteRef:6] and co-organising a seminar where government officials were able to explore challenges and good practices in addressing it in legislation and policymaking[footnoteRef:7]. [5:  	These include the Gender Equality Strategy 2020-2025 [COM(2020)152 final], EU anti-racism action plan 2020-2025 [COM(2020) 565 final], the new Roma strategic framework for equality, inclusion and participation [COM(2020) 620 final], LGBTIQ Equality Strategy 2020-2025 [COM(2020) 698 final] and the Strategy for the Rights of Persons with Disabilities 2021-2030 [COM(2021) 101 final]]  [6:  	See, for example: https://www.equalitylaw.eu/downloads/3850-intersectional-discrimination-in-eu-gender-equality-and-non-discrimination-law-pdf-731-kb]  [7:  	The seminar was organised in cooperation with the Greek Ministry of Labour, Social Security and Social Solidarity and brought together the members of the EU High‑Level Group on Non‑Discrimination, Equality and Diversity on the issue] 

On paragraph 29 on safety and health at work, the Commission monitors the application of Directive 92/85 on improvements in the safety and health at work of pregnant workers, workers who have recently given birth or are breastfeeding, as well as Directive 2010/18 on the revised social partners’ framework agreement on parental leave. In addition, the Commission assists the Member States in the implementation of the Work-Life Balance Directive 2019/1159, which aims at improving access to work-life balance measures and needs to be transposed by August 2022. In monitoring the implementation of these directives, the Commission takes as much as possible an intersectional approach. Especially the Work-Life Balance Directive requires the Member States to assess whether the conditions of access to and the detailed arrangements for parental leave should be adapted to the specific needs of parents in particularly disadvantaged situations. The Member States are also encouraged to assess whether the exercise of the right to paternity leave, carers' leave and flexible working arrangements should be adapted to particular needs (including those of single parents, adoptive parents, parents with a disability, parents of children with a disability or a long-term illness, or parents in particular circumstances, such as those related to multiple births and premature births). The Commission will monitor compliance with these obligations once the Directive is implemented into national law. Also, to help ensure that people can exercise their right to family-related leaves without losing their pension rights, the Commission and the Social Protection Committee are analysing the provision of pension credits during care-related career breaks in the 2021 Pension Adequacy Report, planned to be adopted in May 2021.
On the call on the Commission to propose legislation on the standards for equality bodies (paragraph 30), the Commission Staff Working Document on ‘Equality bodies and the implementation of the Commission Recommendation on standards for equality bodies’ (SWD(2021) 63 final) concluded that key cross-cutting challenges remain. These include equality bodies’ inadequacy of resources, which impacts negatively on the execution of all their responsibilities and activities, including data collection. Other challenges include a low awareness of the equality bodies’ existence, limited independence (or insufficient legal safeguards to independence) and limited mandate for legal standing. In addition, not all equality bodies are competent for all the fields and grounds put forward by the Recommendation. The partial and uneven implementation of the Commission Recommendation leads to an unequal protection of victims of discrimination across the EU. Therefore, the Commission will assess whether to propose new legislation to strengthen the role of national equality bodies by 2022.
The Commission has been financially supporting organisations that work for the inclusion and the rights of persons with disabilities (paragraph 31) through the Employment and Social Innovation Programme and the Rights, Equality and Citizenship Programme in the 2014-2020 programming period. Through multi-annual cooperation mechanisms, these programmes have been supporting nine EU-level networks of NGOs (non- governmental organisations) whose statutory aim is to promote and protect the rights of persons with disabilities. These 4-year Framework Partnership Agreements (2018-2021) allow the networks to benefit from operating grants amounting to approximately a total of EUR 4 million per year. This support will be continued under the new Multiannual Financial Framework 2021-2027, via new Framework Partnership Agreements for the period 2022-2025. The objective is to promote, protect and monitor the rights of persons with disabilities, to ensure full participation in society and the economy on equal basis with others. This partnership strengthens the capacity of these NGO networks and is of key importance to develop and implement evidence-based and impactful policy-making. This support contributes to implementing the UN Convention on the Rights of Persons with Disabilities and promotes the involvement of the national member organisations in the implementation.
On a common definition of disability and mutual recognition of disability status across Member States (paragraph 32), as envisaged in the Strategy for the rights of persons with disabilities 2021-2030, the Commission will propose creating a European Disability Card by end of 2023 with a view to be recognised in all the Member States. It will build on the experience of the ongoing EU Disability Card pilot project in eight Member States and upon the European parking card for persons with disabilities. The study assessing the implementation of the pilot action on the EU Disability Card and associated benefits should be published in 2021. Moreover, the Commission will undertake a feasibility study for the new initiative on a European disability card that will provide also analysis of the legal environment. In addition, the Commission will work with the Member States to expand the scope of the mutual recognition of disability status, that is under the competence of the Member States, in areas such as labour mobility and benefits related to conditions of service provision.
On the promotion of user-led personal assistance (paragraph 33), the Commission recognises the importance of personal assistance for independent living. Under the Strategy for the rights of persons with disabilities 2021-2030, the Commission will by 2023 issue guidance recommending to Member States improvements on independent living and inclusion in the community, in order to enable persons with disabilities to live in accessible, supported housing in the community, or to continue living at home (including personal assistance schemes).
The accessibility of new technologies including Artificial Intelligence (AI) developments (paragraph 34) is addressed through legislation like the European Accessibility Act Directive 2019/882 and through European standards such as EN 301549. The Horizon Europe programme offers opportunities for research in the area of assistive technologies including robotics, digital technologies and artificial intelligence.
Further targeted actions and mainstreaming the rights of persons with disabilities
On the relation between the Strategy for the rights of persons with disabilities 2021-2030 and the UNCRPD (paragraph 35), the Strategy covers all the provisions of the UNCRPD and pays significant attention to employment. It announces a package to improve labour market outcomes of persons with disabilities, seeking cooperation with the European Network of Public Employment Services, social partners and organisations of persons with disabilities. It also pays attention to proper monitoring. The Commission will set up a framework to monitor the implementation of the Strategy, which will also provide input for the European Semester; and a new monitoring dashboard will present progress made in implementing the activities at EU level under this Strategy as well as those in which the Commission calls on Member States for action. The Commission intends to publish in 2024 a mid-term report of this Strategy, assessing the progress of its implementation and, if deemed necessary, updating its objectives and actions.
On the call for the collection of EU-wide disability-related data (paragraph 36), the Commission will develop new disability indicators in the coming years, including indicators for children and the situation of persons with disabilities in employment, education, social protection, poverty and social exclusion, living conditions, health, and the use of new communication technologies. The Commission will reinforce data collection in areas where gaps have been identified, integrating an intersectional approach.
On the close cooperation between EU and national institutions, persons with disabilities and their representative organisations (paragraph 37), active involvement of civil society organisations representing persons with disabilities is essential and will be promoted throughout the whole policy cycle, from design to implementation of relevant Commission’s initiatives in accordance with the principle ‘nothing about us without us’. The Commission also involves and consults the organisation of employees with disabilities and parents of children with disabilities in relevant matters. The Commission closely cooperate with EU level disability organisations and supports them via operational grants.
On mainstreaming the rights of people with disabilities (paragraphs 38 and 39), apart from the employment measures proposed in the Strategy for the Rights of Persons with Disabilities 2021-2030, the Commission will make efforts to mainstream disability into the general employment policies and measures. In addition, the Commission considers that mainstreaming of disability in EU policies, legislative initiatives and financing programmes is essential for ensuring rights of persons with disabilities and their equal access to employment. Moreover, the Commission acknowledges the need to address intersectionality in all its equality strategies. Equality mainstreaming is one of the tasks of the Task Force on Equality composed of representatives from all Commission’s Directorates-General and the European External Action Service. The Commission will reinforce the Better Regulation toolbox to enhance disability-inclusiveness and ensure UNCRPD consistency. It will ensure the coherent inclusion and assessment of disability matters in impact assessments and evaluations where relevant, including through training of staff. Other EU institutions and agencies are also encouraged to promote disability mainstreaming in both, policy development and human resources in line with the UNCRPD. The Commission will also call on all EU institutions and bodies, agencies and delegations to designate disability coordinators for their institutions and disability strategies. The Commission will step up cooperation of EU institutions and Member States on disability mainstreaming as underlined by the Strategy for the Rights of Persons with Disabilities 2021-2030.
On the full compliance of Union law with the UNCRPD (paragraph 41), the Commission will initiate work with the Council to update the EU declaration concerning the competence of the EU on matters governed by the UNCRPD, as recommended by the UNCRPD Committee in 2015[footnoteRef:8]. The number of relevant EU legal acts has considerably increased from about 40 listed in the declaration of 2008 to over 130 as identified in the progress report on the European disability strategy 2010-2020 (SWD(2017) 29 final). [8:  	https://documents-dds-ny.un.org/doc/UNDOC/GEN/G15/226/55/PDF/G1522655.pdf?OpenElement] 

On specific provisions in the New Pact on Migration and Asylum (paragraph 43), the Common European Asylum System (CEAS) sets out common protection standards and co-operation mechanisms to address the specific situation and needs of vulnerable applicants for and beneficiaries of international protection, including persons with disabilities. The Commission has made proposals to reform the Common European Asylum System by making it more resilient and effective while reinforcing also the applicable protection standards. The Commission will also support persons with disabilities under the Asylum Migration and Integration Funds (AMIF) and the European Asylum Support Office will facilitate training for protection officers and interpreters dealing with asylum claims by vulnerable persons, including persons with disabilities. The Strategy for the Rights of Persons with Disabilities 2021-2030 addresses the risks of multiple disadvantage faced for example by women, children, older persons, migrants and refugees with disabilities, and those with socioeconomic difficulties. The Commission will ensure synergies in the implementation of this Strategy with the Action Plan on Integration and Inclusion (2021-2027) [COM(2020) 758 final]. One of the core principles of the Action Plan is ‘inclusion for all’, taking account that migrants with disabilities can face multiple forms of discrimination.
On guaranteeing that EU funds respect EU and international human rights standards and conventions (paragraph 47), the Commission will support Member States to use EU Funds in compliance with the UNCRPD and respecting accessibility, ensuring that EU funds do not support actions that contribute to segregation or exclusion. The rules for the effective and efficient use of EU funds covered by the Common Provision Regulation for 2021-2027 require Member States to meet so-called horizontal ‘enabling conditions’. These aim to ensure that the necessary conditions are in place for the effective application and implementation of the EU Charter of Fundamental Rights and UNCRPD. There are also thematic conditions requiring national or regional strategic policy frameworks and measures to prevent and combat segregation in all fields, to ensure social inclusion and poverty reduction and to promote the shift from institutional to family- and community-based care. The partnership with all relevant stakeholders remains a key principle to follow in the design and implementation of cohesion policy programmes. Stakeholders including at regional and local level, fundamental rights bodies and non-governmental organisations promoting the rights of persons with disabilities should be involved in the design and implementation of the programmes and as part of the monitoring committees. The Common Provisions Regulation also requires that accessibility for persons with disabilities be taken into account throughout the preparation and implementation of Member States’ operational programmes.
The Commission will support national, regional and local authorities in their efforts for deinstitutionalisation and independent living, including through the 2021-2027 shared management funds, the Renovation Wave, the Renovation Component of the Recovery and Resilience Plans, and the Technical Support Instrument.

