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Foreword 

This Action Plan for Social Inclusion was developed as part of the project COESI – Change 

Organisations to Enable Social Inclusion. The project received funding from the European 

Commission, within the framework of ERASMUS+, from November 2017 until October 2019, 

and was headed by Lebenshilfen Soziale Dienste GmbH (Austria). Lebenshilfen provides 

services for people with disabilities and their families. The project was realised together with 

four partners, all of them European non-governmental organisations: 

• CUDV Center za usposabljanje delo in varstvo Črna na Koroškem, a Slovenian centre for 

qualification, work, and social care;  

• FENACERCI – Federação Nacional de Cooperativas de Solidariedade Social, the Portuguese 

National Federation of Social Solidarity Cooperatives;  

• GORABIDE – Asociación Vizcaina en favor de las personas con discapacidad intelectual, a 

Spanish association working on behalf of people with intellectual disabilities and their families 

in Biscay;  

• LMBHH – Leben mit Behinderung Hamburg, providing housing, work and advice for people 

with disabilities and their families.  

The project’s main aim is to focus disability care on the social inclusion of people with 

intellectual disabilities and to reveal and facilitate the structural transformation process of 

organisations. Along with the task of providing support, safety, and protection for people with 

disabilities, organisations should also empower them to facilitate their participation in society 

and to establish relationships with other people. The person-centred approach (described in 

the Assessment Tool for Social Inclusion) seems to be beneficial in accomplishing these 

goals, as it places people with intellectual disabilities at the centre of all phases, especially 

the implementation. The only logical starting point for social inclusion is the individual.  

Related activities in the project were to develop various kinds of materials (assessment tools, 

action plan, seminars, and curricula) to create a basic methodology for organisations on their 

way to enhance social inclusion. The materials address different target groups: professional 

staff in organisations (managers and executives as well as support professionals1 and 

assistants), the social support organisations for people with disabilities and their families 

(hereinafter organisations for short) as institutions, and people with intellectual disabilities.  

                                                

1 We understand support professionals to be people working with people with disabilities on a daily basis, in their 
daily routine (the frontline staff, so to speak).  



2017-1-AT01-KA204-035102 Action Plan for Social Inclusion   

 
 
 
 
 
 
 

 
 

4 

The Action Plan for Social Inclusion – Frame, 

purpose and usage  

The Action Plan for Social Inclusion intends to support organisations to implement adaptions 

that support their development towards the social inclusion of people with intellectual 

disabilities. It focuses on strategies for further developments on the individual, interpersonal, 

organisational, community-oriented, and socio-political levels and is based on the 

Assessment Tool for Social Inclusion, which aimed to conduct a qualitative analysis of an 

organisation’s actual progress towards the social inclusion of people with intellectual 

disabilities. The analysis was based on indicators which show the degree of inclusion in the 

respective organisation and their individual services. The main focus is on the interplay of 

organisational structures and the further development of social inclusion based on the 

person-centred approach. All the necessary theoretical background information for this is 

compiled in the Assessment Tool for Social Inclusion.  

As a tool, the Action Plan leads to the creation of more concrete strategies and gives 

recommendations for organisations. In accordance with the Assessment Tool for Social 

Inclusion, it follows a three-pronged structure: the organisational level, the interpersonal level 

and the community level. The Action Plan discusses the same three stages for each field that 

are described in the Assessment Tool for Social Inclusion. In addition, you will find some in-

between steps to be taken from the first to the second and then to the third stage. They are 

suggestions on how to move forward, towards a more inclusive organisation.  

Moreover, the partnership has developed an assessment tool for people with intellectual 

disabilities to evaluate and assess the services they use in organisations. This Assessment 

Tool for users is a questionnaire for people with disabilities to assess and evaluate the 

impact of the services with regard to parameters of social inclusion. In evaluating and 

analysing services, users develop awareness for the indicators of social inclusion. To deepen 

this awareness and to gain competencies to better reflect the levels of inclusion in various 

settings, users2 shall also get empowered in the COESI project. Our vision is for users to be 

involved in organisational development phases and for them to be better skilled to take on 

counselling roles inside and outside the organisations. To reach this target, the COESI 

project will develop a training for users to become “Fit for Inclusion” counsellors.  

                                                

2 The term “user” in this document emphasizes that people with intellectual disabilities are users of an 
organisation’s services.  
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How can you use the Action Plan for Social Inclusio n?  

The Action Plan can be used by all people working in organisations (managers, executives, 

carers, pedagogues, social workers, therapists, etc.). The plan’s main intention is for the 

organisations’ employees to plan and implement next steps towards inclusion. Since 

volunteers work in different ways and are also managed in different forms, they are not this 

particular tool’s target group. Nevertheless, in some cases and in some teams volunteer 

involvement may make sense. So, it is up to each team to decide who will be involved first in 

the assessment and now in the implementation of concrete steps. As with the Assessment 

Tool of Social Inclusion the best way to use the Action Plan is in teams: planning together, 

allocating responsibilities, implementing steps alone or together and collectively evaluating 

the progress.  

When starting to plan your action you can take the suggestions in this brochure for planning 

and implementing the next steps in your organisation. At the end of the brochure (chapter 3: 

Planning your action) you will find a template that you can copy and use. For concrete 

support, we also collected good practice examples in this plan. They are examples of 

successful steps taken by the partnership’s organisations and shall illustrate realities in 

various fields.  
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Section 1: The Organisational Level 

1. Corporate Culture – Person-Centred Approach on t he User Level 

The organisation is in the beginning stages of applying and implementing the person-

centred approach (PCA) on the user level. 

1.1 Defining goals and benefits in terms of implementing the PCA on the 

user level as well as the benefits for the support professionals 

 

1.2 Clarifying the meaning of PCA for users   

1.3 Defining ideas and recommendations (e.g., on methods) for the 

implementation of PCA 

 

1.4 Identifying necessary amendments and changes in the day-to-day 

routines when applying the PCA 

 

1.5 Defining the required basic knowledge on PCA for all applying 

persons and the knowledge transfer to them (e.g., through seminars, 

workshops, training, papers, online tools, etc.) 

 

1.6 Summing up all findings in a strategy plan in terms of implementing 

the PCA on the user level 

 

The organisation has developed a strategy plan with a clear definition of goals in terms of 

implementing the person-centred approach on the user level.  

1.7 Committing to the use and application of the PCA on the 

management level 

 

1.8 Committing to the use and application of the PCA on the staff level   

1.9 Transferring knowledge on PCA (according the strategy plan) to all 

people in the organisation that apply the PCA 

 

1.10 Ensuring that all people in the organisation work actively on the 

implementation of the strategy plan 

 

1.11 Defining evaluation and monitoring measures to constantly review 

the PCA’s implementation process 

 

1.12 Monitoring and evaluating the process and implementation of the 

PCA regularly  

 

1.13 Ensuring that changes and amendments in accordance with the 

evaluation and monitoring results are implemented 

 

The strategy for implementing the person-centred approach on the user level is executed on 

all organisational levels, and all people in the organisation work actively on its 

implementation.  
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Good practice 

 

miPlan: methodological support for the introduction of 

person-centred planning 

 

Asociación Gorabide 

www.gorabide.com 

 

This project is part of a research concept focused on the person, supported by open 

innovation and developed in real scenarios. In 2011, as a result of a self-assessment 

process, GORABIDE identified the following areas of improvement in its individual planning 

methodology: (1) enhance the self-determination of people with intellectual disabilities and 

the participation of their families in the definition of their personalised plan, (2) improve the 

monitoring and evaluation system of the work plan; (3) improve and unify the planning, 

deployment, monitoring and evaluation processes. To address these challenges, literature 

on the subject was extensively reviewed and good practices analysed. In 2013, a support 

management methodology was defined, in line with person-centred planning, the support 

model and the quality of life model, which allows a systematic deployment based on the five-

component proposal made by Thompson et al. (2009): identify desired life experiences and 

goals, assess support needs, develop and implement the individualised plan, monitor 

progress and evaluation. Progressively, since 2014, this methodology has been 

consolidated in GORABIDE. In 2015, an adaptation was made for people with many support 

needs. From its start to today, 519 people with intellectual disbilities have benefited from this 

approach. The results show a high deployment of work plans and high satisfaction with the 

degree to which the objectives and goals set by people with intellectual disabilities have 

been achieved. 

We take as a reference the model of quality of life based on the eight dimensions proposed 

by Schalock and Verdugo (2002/2003) and the proposed five-component process by 

Thompson et al. (2009). In it, the first component refers to the identification of experiences 

and desired life goals; this implies an exercise of self-determination, for which the person-

centered planning model will be used (Holburn, Gordon and Vietze, 2007). The second 

component includes the assessment of support needs, for which we used the support 

model, more specifically the support intensity scale (see Thompson et al., 2004). The third 

component revolves around the development and implementation of a personalised plan. 

Here Schalock (2013) offers a proposal that integrates the concept of quality of life and the 

information of the intensity scale of support to set up an individual plan. The fourth 

component concerns the monitoring of deployment. In this framework we have introduced a 
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tracking system that allows the revision of personal goals based on the logic of the person-

centred plan. Along with that, goals related to the support systems are also reviewed. Each 

goal has a plan which is evaluated in the categories of realised, on-course, or non-realised. 

The fifth component consists of the evaluation of the degree to which personal results are 

being achieved. This includes the evaluation of the quality of life using psychometric scales 

that complement the evaluation of the different stakeholders involved in the process.  

This good practice is accompanied by a methodological guide available as a free download 

on the Plena Inclusión website (https://www.plenainclusion.org/sites/default/files/miplan.pdf). 

This document is currently being translated into English for wide dissemination. 
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2. Corporate Culture – Person-Centred Approach on O rganisational Level 

The organisation has committed to using the person-centred approach on all organisational 

levels (managing, leading, and developing the organisation and the people).  

2.1 Defining the scopes and goals of implementing the PCA on the 

organisational level and describing the values and benefits of 

applying the PCA for the organisation and/or the particular services 

 

2.2 Defining goals in terms of implementing the PCA focusing on the 

staff level (management and leadership) 

 

2.3 Giving ideas and recommendations for the implementation of PCA 

on the organisational level (e.g., tools for management and 

leadership, staff development, etc.) 

 

2.4 Identifying needed amendments and changes in the organisational 

structures and routines when applying the PCA on the organisational 

level 

 

2.5 Defining the requested basic knowledge on the PCA on the 

management and leadership level for all persons concerned and the 

knowledge transfer to them (e.g., through seminars, workshops, 

training, papers, online tools, etc.) 

 

2.6 Summing up all findings in a corporate policy in terms of 

implementing the PCA on the organisational development and staff 

level 

 

The organisation has developed a corporate policy on the person-centred approach with a 

focus on the staff level and the organisational development level.  

2.7 Defining settings to involve staff and users in the development of a 

PCA policy 

 

2.8 Choosing a participative path in developing a PCA policy   

2.9 Developing self-responsible supporter units (support professional 

teams) e.g. for the users’ future plans and wishes 

 

There is a comprehensive and fully transparent policy to apply the person-centred approach 

on all organisational levels. The policy was developed in a participative and inclusive 

manner. The policy defines not only the scopes and aims but also the values, necessary 

substantive amendments, and benefits. The change from organisation-centred to person-

centred thinking has been fully accomplished. 
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3. Corporate Culture – Social Inclusion 

The organisation is in the beginning stages of fostering their users’ social inclusion. Social 

inclusion is defined as one of the organisation’s goals.  

3.1 Defining the scopes and goals of the user’s social inclusion  

3.2 Identifying the organisation’s disabling and hindering conditions in 

terms of social inclusion and defining necessary changes and 

amendments 

 

3.3 Defining necessary facilitating conditions (tools and methods)  

3.4 Breaking down the goals and necessary amendments in particular 

steps and tasks and allocating the responsibilities for implementing 

them 

 

The organisation has developed an action plan that shows the organisation’s goals and 

efforts in terms of the social inclusion of people with disabilities. The action plan/criteria 

catalogue shows specific facilitating conditions.  

3.5 Creating settings to involve staff in the task of social inclusion  

3.6 Transferring knowledge and methods on social inclusion to all people 

in the organisation that are in charge of implementing and fostering 

social inclusion 

 

3.7 Ensuring that all people in the organisation work actively on the 

implementation of social inclusion 

 

3.8 Monitoring and evaluating regularly the process and results of social 

inclusion 

 

3.9 Ensuring the implementation of changes and amendments in 

accordance with the evaluation and monitoring results 

 

The organisation has developed a comprehensive and fully transparent policy to actively 

foster the users’ social inclusion that is known to all people. All people working in the 

organisation work actively and perceptibly on its implementation.  
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4. Vision and Mission Statement 

The organisation’s vision and mission statement show basic tendencies of the aim of social 

inclusion.  

4.1. Formulating a clear and explicit vision and mission statement 

referring on social inclusion and the PCA 

 

The organisation’s vision and mission statement clearly reflect the aim of social inclusion 

and the person-centred approach.  

4.2 Establishing a seminar, workshop, or any other setting to actively 

involve users and staff (and all other people) in the definition of a 

vision and mission statement which shall be a product of inputs from 

all relevant stakeholders  

 

4.3 Committing to the vision and mission statement on all organisational 

levels 

 

4.4 Regularly reviewing the vision and mission statement  

All people in the organisation were involved in the development of the vision and mission 

statement that clearly reflect the aim of social inclusion and the person-centred approach. 

All people commit to and follow the vision and mission statement.  

 

  



2017-1-AT01-KA204-035102 Action Plan for Social Inclusion   

 
 
 
 
 
 
 

 
 

 
9 

5. Responsibilities and Decision-Making – Corporate  Governance 

Responsibilities and decision-making authority are allocated based on the organisation’s 

hierarchical structures.  

5.1 Describing the particular functions3 in the organisation  

5.2 Developing a decision-making authority matrix based on the defined 

functions 

 

5.3 Allocation of decision-making authority to the respective functions  

Responsibilities and decision-making authority are allocated according to the functions 

people have in the organisation.  

5.4 Describing the particular roles4 in the organisation and involving 

users in the definition of particular staff roles 

 

5.5 Developing a decision-making authority matrix based on the defined 

roles 

 

5.6 Empowering staff to act highly autonomously in their respective roles  

5.7 Empowering teams to act with great self-guidance   

Responsibilities and decision-making authority are allocated according to the roles people 

have in the organisation and follow the principles of self-responsibility and self-guidance.  

 

  

                                                

3 We understand the term function to mean that staff has the responsibility to fulfil tasks related to their particular 
education and expertise. These tasks and functions are clearly described and clearly delimited.  
4 We understand the term role to mean that each staff member takes over responsibilities in a team/service not 
only related to the educational background but also to the needs of the users and/or the services. A role is 
broader than a function and also involves more self-responsibilities and self-guidance (cf. Laloux 2015, pp. 
115ff.).   
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6. User Involvement 

People with disabilities are seen as users of services and are informed about relevant and 

important changes and decisions that concern them. 

6.1 Conducting training for users in order to further develop their 

advocacy skills 

 

6.2 Establishing an assistive systems for the users in order to take over 

advocacy tasks  

 

6.3 Allocating resources (spatial, temporal, and monetary) to the 

establishment of a user’s advocacy and its continued implementation  

 

6.5 Involving the users’ advocacy in decision-making processes 

concerning the users directly 

 

The organisation establishes user advocacy. The users/advocates are involved in decisions 

that concern them directly. 

6.6 Supporting the users to become strong advocates within the 

organisation 

 

6.7 Setting regular meetings (at least one per quarter) between the 

management board and the user advocacy 

 

6.8 Involving user advocacy in the strategic planning processes of 

particular services and the organisation itself  

 

6.9 Establishing permanent inclusive concept days   

6.10 Planning to establish an inclusive board  

A user’s advocacy is concisely anchored in the organisation’s guiding principles. Based on 

the principle nothing about us without us, users or a user’s advocate are involved in the 

organisation’s strategic and operational development.  
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Good practice

 

Client’s Advocacy and Client’s Council  

 

Lebenshilfen Soziale Dienste GmbH 

http://lebenshilfen-sd.at 

 

For more than ten years, Lebenshilfen Soziale Dienste GmbH has had a client 5advocacy to 

better meet client needs and to offer them more opportunities of participation and 

representation. Initially, work groups consisting of clients, staff, management, and a steering 

committee developed the conditions and rules of a client advocacy, later summarizing them 

as guidelines: Role of client advocate; duties and rights; criteria for the election process; 

duties of the representative, etc. First experiences were collected and evaluated in a pilot 

phase. Based on these results, the steering committee developed the final implementation 

of the client advocacy’s structure. Since 2009, all clients of Lebenshilfen have been electing 

a client advocate for a two-year term.  

In 2013, the client council was installed to spearhead the client advocacy. Regular meetings 

between the client council, client advocates, department heads, and upper management 

served to exchange information and collect client requests and complaints. Cooperation in 

various work groups about important client and organisational issues has thus become a 

vital part of client advocacy. 

A smooth cooperation between client council and client advocacy requires the support of 

assistants. A central assistant position to the client council and to the client advocate, 

respectively, was installed and is available at certain designated hours. The mode and 

extent of the assistance depend on the respective needs of the person. The necessary form 

of support is negotiated by the assistant and the client representative and is checked 

regularly and, if needed, renegotiated. Support may be needed in the following situations: in 

asking questions, in understanding difficult texts, in providing reassurance in difficult or new 

situations, in writing down or illustrating what is being said or done to make important 

statements and requests visible in a way that is easy to understand. Various services also 

have their own liaisons on location who support the client representative if needed.  

Client council and client advocate are also supported by offering further training about 

certain subjects such as rights within the organisation (client charta, client agreements, etc.), 

UN Convention on the Rights of Persons with Disabilities, dealing with ideas and 

complaints, being a client representative (role, tasks, rights and responsibilities, etc.), being 

                                                

5 Lebenshilfe uses the term clients when talking about the users of the services.  
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a person of trust, working on the computer, political education, the art of conversation, etc. 

Furthermore, there are documents that are to support all people involved in recognising and 

carrying out their roles and functions: guidelines, presentations, log templates and checklists 

for meetings and observations, ideas and complaints forms, agreement forms for the 

representative’s assistance, information about the elections, ballots, election proceedings, 

and much more.  

What are the organisation’s advantages of installing client representatives? In our 

estimation, client representation is a positive for everyone at Lebenshilfen: It helps the 

organisation evolve and concentrate even more on the clients’ needs. Clients get the 

opportunity to help design individual services and to improve them. This increases 

satisfaction and quality.  

Several factors contribute to the success: It takes people with disabilities who want to take 

over a representative function as well as an environment that deems the cause worthy and 

provides various resources (time, assistance, spaces, equipment, mobility, training, budget, 

etc.). It takes department heads and managers who take the cause seriously and actually 

involve the client representatives in the organisation (reciprocal information, what do people 

with disabilities need and want? how do they see certain developments? what ideas, 

suggestions are there, etc.). 

It is crucial that people with disabilities are given a say and the possibility of active 

participation. 
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7. Professional Development (Education and Training ) 

Staff education and training focus on people’s functions in the organisation. Staff have the 

possibility to express preferences of concrete training and educational programmes. 

7.1 Identifying the necessary competencies for the different professional 

profiles 

 

7.2 Designing training and educational programmes based on the 

competence assessments of each professional 

 

7.3 Integrating the inputs of self-evaluation, and the evaluation of a 

superior in competence assessments  

 

7.4 Measuring the impact of training and educational programmes in 

terms of the improvement of each professional’s competencies 

 

The person-centred approach and social inclusion are part of the strategic staff development 

in the organisation. The organisation explicitly fosters training and education that are 

relevant to PCA and/or social inclusion. 

7.5 Identifying the necessary competencies for the different professional 

profiles taking into account the PCP and social inclusion framework 

 

7.6 Designing training and educational programmes based on the 

competence assessments of each professional and always including 

the framework of PCP and social inclusion as backbone elements of 

the entire programme 

 

7.7 Integrating multiple inputs such as self-evaluation, the evaluation of a 

superior, colleague and users in competences assessments  

 

7.8 Measuring the impact of training and educational programmes in 

terms of the improvement of each professional’s competencies and 

personal results (quality of life, vital goals achieved, satisfaction, 

opportunities of social inclusion, etc.) for people with intellectual 

disabilities 

 

Offered/Consumed training and education is conducted under the principles of social 

inclusion (inclusive settings, trainer tandems, etc.) and PCA. 
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8. Innovation Processes 

The organisation sees itself as innovative and fosters an innovative culture. It provides the 

necessary resources for new ideas and innovation.  

8.1 Understanding itself as a learning organisation  

8.2 Establishing local and regional networks with other social support 

organisations for people with disabilities 

 

8.3 Establishing local and regional networks with organisations from 

different social sectors 

 

8.4 Establishing local and regional networks with organisations from 

different branches 

 

8.5 Offering possibilities to learn from other organisations  

8.6 Establishing an internal knowledge management   

The organisation promotes cooperation and networking with different partners and 

stakeholders from outside the organisation to usher innovation. 

8.7 Establishing an internal innovation management  

8.8 Participating in international/national conferences  

8.9 Participating in international/national projects  

8.10 Leading international/national projects  

The organisation actively takes part in regional, national, European, and international 

programmes for the development of innovation and/or exchange of good practises. Transfer 

of innovation and/or know-how is pursued on a national and international level and on a 

reciprocal basis.  
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9. Communication (Internal and External) 

Communication is oriented on the particular stakeholders or target groups (the language 

and documents used are suited to the particular target group).  

9.1 Providing some targeted information in accessible formats  

9.2 Defining various ways and media for communication tailored to the 

particular target groups 

 

9.3 Providing material for correct communication tailored to the particular 

target groups 

 

9.4 Summing up a communication strategy that refers to the different 

target groups and topics and shows awareness of this diversity 

 

9.5 Ensuring that all communicating parties understand and apply the 

communication strategy 

 

9.6 Supporting communication processes by corporate communications 

department 

 

There exists a communication strategy which that was complied with on all organisational 

levels. The communication strategy shows awareness of particular issues (like gender, 

cultural awareness, diversity) and target groups. 

9.7 Defining and developing a corporate design that also takes a clear 

position which is then conveyed in all communication processes 

 

9.8 Developing ways to communicate in various media according the 

claim of accessibility 

 

9.9 Providing easy to read versions of all documents and information   

9.10 Developing one communication for all: All documents and 

information are fully accessible and respect the universal design 

approach.  

 

The organisation’s communication strategy features a corporate design and attitude that 

complies with the organisation’s position on social inclusion. The entire visual and written 

language is barrier-free and accessible. 
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Good practice 

 

Effective Communication  

 

Asociación Gorabide  

www.gorabide.com 

 

Inaugurated in 2014, Effective Communication is intended to cover the specific 

communication needs of 19 people with intellectual and developmental disabilities who are 

users of 14 different services of Gorabide. Every Communication plan is built through a 

sequenced process based on the specific needs and goals of each person, including their 

environment, in their daily routines and contexts. 

This method increases the quality of life and tailors the use of alternative and augmentative 

communication systems (SAAC) to the respective person in all the contexts. 

The identification of the circle of support is essential in ensuring the assimilation and use of 

the system. Both the person who relies on SAAC and support professionals, fellow service 

users and family members learn the use of the communication system that is linked to the 

person and his or her life project.  

The model of rights lies in the essential foundation of the project as well as the model of 

quality of life. The project’s technical approach is based on two elements: the alternative and 

augmentative communication systems and the person-centred planning methodology. 

The combination of these two methodologies and strategies as well as other intervention 

factors have benefited in a meaningful way the development of personalised and effective 

communication systems. Each person’s abilities, wishes and realities have been taken into 

account in every step of the communication system’s adaptation; therefore, the development 

of the support system has been particular and unique. 

The use of tablets and smartphones as support tools is becoming a great SAAC platform. A 

single device can contain many different applications that can be used for communication in 

different circumstances. Applications are analysed and the accessibility features reviewed 

with regard to communication, behaviour, social skills, personal development, independent 

living, and inclusion. 

This flexible process defines each of the phases very clearly so that it can be used with a 

guarantee of success, both in the achievement of an adequate system for each person, and 

in the sustainability of its use and development. 

The programme identifies clear phases and tasks, provides adequate tools, and allows for 

results to be evaluated. 

This has allowed us to expand this practice internally by assigning responsible people in 
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each service where it has been implemented. 

This experience is highly transferable to different contexts (services, family, school, etc.) as 

well as different age groups, living standards or support needs. 

In this sense, although acknowledging that communication is a cognitive process, the 

appearance of specific communication needs can be adjusted not only to people with great 

support needs. People with minor support needs, too, have difficulties that we could cover 

with this process. 
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Section 2: The Interpersonal Level 

10. User Empowerment 

The users’ strengths are known, and their will, individual plans and life perspectives are 

taken seriously. 

10.1 Emphasising the person’s individual needs and wishes, involving the 

person with intellectual disabilities, his or her family or other persons 

and support professionals in the individual planning processes  

 

10.2 Monitoring and evaluating each individual plan by the professionals, 

the person with intellectual disabilities and his or her family 

 

10.3 Defining indicators in the organisational control panel that allow the 

people involved to monitor the activity resulting from each user’s 

individual plan 

 

10.4 Developing a system that allows the organisation to identify where 

improvement is needed and to set in motion actions to improve 

 

Person-centred practises are implemented and the individual social network of each user is 

seen as a useful resource.  

10.5 Identifying and prioritising support needs based of each user's life 

project. Personal goals and support needs are the bases of each 

person-centred plan. 

 

10.6 Having a circle of support per user to which they can turn   

10.7 Monitoring and evaluating each PCP by the professionals, the 

person with intellectual disabilities and his or her family focusing on 

personal results, satisfaction and opportunities of social inclusion 

 

10.8 Defining indicators in the organisational control panel that allow the 

organisation to monitor the activity resulting from each user’s person-

centred plan: % of users with active PCP, % of working plans 

completed or in progress, % of users who participate actively in their 

PCP, % of families or guardians who participates actively in the PCP 

of their relatives, etc. 

 

10.9 Developing a system that allows the organisation to identify where 

improvement is needed in PCP and social inclusion and to set in 

motion actions to improve. 

 

Individual flexible solutions are compiled and implemented together with the users and their 

social network (circle of supporters).  
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Good practice 

 

Future planning workshops for groups  

 

Leben mit Behinderung Hamburg 

www.lmbhh.de  

 

Based on the ideas and methods of person-centred future planning workshops, Leben mit 

Behinderung Hamburg developed and adapted the tool of future planning for groups. 

Established in 2012, Wunschwege facilitates this kind of planning as well as person-centred 

future planning for individuals and offers this service to all users of Leben mit Behinderung 

Hamburg. 

Since 2012, about 20 groups have asked for a future planning session to work on issues 

concerning their group. Applying methods of person-centred work ensures that each group 

member has the opportunity to participate and be an active member of the process. 

Furthermore, solutions are developed which are based on the abilities and strength of all 

group members. To point out as many perspectives as possible, Wunschwege insists on 

involving people with disabilities in this process.  

The participants of the workshops included people with learning disabilities and staff 

members. Their main question was: How can we all together organise and arrange our daily 

life and what kind of support do we need for that? 

The basic idea of the workshop is that everyone has something to contribute and therefore 

must have the opportunity to be part of the process, and to get the time and the space he or 

she needs. This includes using a language everyone understands and documenting the 

results of the process in pictures or with symbols. To start, everyone was invited to say what 

she or he likes and what kind of skills she or he has. A very diverse picture emerged and 

was completed during the process. The two facilitators structured the workshop by letting 

the people work on different questions in different groups. Some questions begged to be 

discussed in the whole group, some needed to be prepared and talked about in smaller 

groups. The participants proudly presented the results. Almost everyone wanted to present 

the results. It was a good feeling for each person to notice that the whole group was 

listening to what the person is saying and to feel that each of them has something to say.  

In one of the workshops the attending staff members had no knowledge of the actual 

situation in the living accommodation in the morning. This was because the assistance 

needed in the morning was provided by other staff members belonging to a team which only 

works at night and in the morning. Therefore, the people with disabilities revealed to be the 

real experts of their life and living conditions.  
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Another interesting discussion was about a small group of women’s wish to go out in the 

evening. One of the women required someone to assist her. However this would disturb the 

intimate group. So, they discussed the question of how such assistance could be organised 

and arranged to satisfy all interests and to find a good solution that works for everybody.  

At the end of each future planning workshop the people left with concrete tasks for the next 

day. People with disabilities and staff members took the next steps to attain the desired 

results. Both groups were so enthusiastic that they had a second meeting. 

Several elements are crucial for conducting a future planning workshop. First, a good 

location is required that is accessible to all participants and has a positive work atmosphere. 

Also important is the question of food on this day. The meeting’s time and duration must be 

meticulously planned. It has proved beneficial to inform all participants about the structure 

and topics of discussion in the run-up to the meeting. Preparation also included thinking 

about which people to invite. 

A duo of moderators was tasked with conducting the workshop. Moderating the future 

planning workshop is a diverse endeavour and requires much concentration. Having two 

people moderate provides diversity and more security. The questions asked and methods 

used are tailored to the individuals and their styles. Important to maintain is the basic 

attitude that everyone has something to contribute and that participation has no 

prerequisites whatsoever. Each participant takes away different first steps. Visualising the 

results and the use of easy to understand language are part and parcel of the process. As 

the future planning workshop initiates a process of change it is paramount to clarify its 

implementation and the way it is accompanied beforehand in order to safeguard the transfer 

into daily life. 

The questions must be adapted so that each participant can identify; they must be oriented 

on their respective life worlds. Methods, framework (time and space) and all people involved 

must also be taken into consideration for the transfer from the instrument of the future 

planning workshop to be successful.   

This transfer will be particularly successful, if 

• the future planning workshop is embedded in other processes 

• it is the beginning of a process 

• the next parts of the processes are accompanied well 

• there is sufficient time and space for the topics 

• all participants are convinced of the importance and justification of this work and their 

participation and this is reflected in the allocation of resources for the process.  
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11. Staff Roles and Responsibilities 

Staff responsibilities depend on their individual function in the organisation and on their 

education for their particular job. 

11.1 Describing the necessary competencies in PCP and social inclusion 

for the organisation/the services/the teams 

 

11.2 Profiling the particular roles for the organisation/the services/the 

teams 

 

11.3 Drawing up job descriptions according to the profiled roles  

11.4 Implementing the role-focused approach on all organisational levels  

11.5 Defining additional criteria for the staff selection process   

The tasks and responsibilities of all staff are defined via their roles in the organisation. Their 

role descriptions clearly reflect the person-centred approach and social inclusion. Staff and 

users clearly know who is responsible for what and which role each of them plays in the 

organisation. There is a transparency of roles throughout the organisation.  

11.6 Launching the paradigm-shift from accompanying to assistance in 

the organisation/the services/the teams 

 

11.7 Defining the skills and competencies of an assistant (e.g. active 

listening and decoding, finding creative and new solutions, etc.) 

 

11.8 Enhancing the support professional’s competencies through training, 

collegial counselling and feedback… 

 

11.9 Ensuring that all people in the organisation actively work on the 

implementation of the assistance paradigm 

 

The employees working on the frontlines are seen as assistants. They get the necessary 

support to change their attitude and understanding in order to implement the vision of “lived” 

assistance in the organisation.  
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12. Decision-Making Processes (by the User) 

Users have the possibility to make their own choices (for their everyday lives and for their 

future plans). Information about possible choices is accessible in an easy-to-understand 

way. 

12.1 Training support professionals in supported decision making  

12.2 Counselling users based on their individual needs by a department in 

the organisation  

 

12.3 Giving users an overview of the people and structures in charge of 

supporting their decision-making 

 

12.4 Giving users the opportunity to get in touch with the counselling 

department in a low-threshold manner 

 

12.5 Giving users all needed support to make their own decisions  

12.6 Acting together (counselling department with the user and his/her 

circle of support) to ensure the right support for the respective 

targets  

 

All the necessary support is offered in the decision-making process. It is clear who supports 

and what this support looks like. The support is also managed via the circle of support. 

12.7 Establishing trainings for users and supporters according to decision-

making processes  

 

12.8 Developing easy-to-apply tools for monitoring and evaluating the 

decisions made and the particular follow-up processes to support 

users in keeping or changing their targets 

 

12.9 Giving support professionals the responsibility of supporting the 

monitoring and evaluation together with the user (if the user needs 

support in doing so)  

 

12.10 Giving support professionals the responsibility of initiating changes in 

the decisions made together with the user (if the user needs support 

in doing so) 

 

12.11 Providing supported decision-making to all users, regardless of the 

level of support needed  

 

Decision-making processes and the subsequent developments are evaluated regularly. The 

organisation aims to actively groom and strengthen the user’s competencies in decision-

making, making choices and planning further steps. 
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13. User’s Responsibilities, Rights, and Duties 

The users’ responsibilities, rights and duties are defined and imparted to them.  

13.1 Making sure that the users know their rights (dignity, autonomy, 

privacy, PCA, etc.) and duties by providing understandable and 

adapted information (Easy Reading, Pictograms, Audios, etc.) 

 

13.2 Making sure the users know about internal norms in the centres and 

services and guaranteeing that this information is available and 

understandable 

 

13.3 Providing support that guarantees that the users know the procedure 

to process a complaint or suggestion 

 

13.4 Ensuring that the users are aware of the UN Convention on the 

Rights of Persons with Disabilities and its implications for their daily 

lives 

 

13.5 Ensuring that users can participate in the elaboration/review of the 

Document about Rights and Duties at the organisation 

 

The users were involved in the process of formulating their responsibilities, rights and 

duties.  

13.6 Ensuring that users can make decisions about their duties and 

responsibilities, according to their capacities, needs, habits, and 

interests 

 

13.7 Ensuring that users can participate in the specification of rules and 

standards of functioning (timetable, visiting hours, housework, etc.) 

at their centre or service 

 

13.8 Ensuring that users can take part in the committee in charge of 

mediating conflicts related to user rights 

 

Users are met on equal terms and with equal rights. The users’ responsibilities, rights and 

duties are formulated in accordance with the principles of person-centredness, taking into 

account the users’ needs, habits, and interests instead of focusing on the interests of the 

organisation (e.g., house rules).  
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14. Social Networks of Users (Circles) 

The users are supported in cultivating relationships with their closest confidants (family and 

friends).  

14.1 Having a social network map for each user that shows his/her 

relationships and friends  

 

14.2 Having a community network map for each user that shows his/her 

opportunities in taking part in activities and/or organisations that 

meet his/her individual interests and wishes 

 

14.3 Understanding the circle of support as cooperation between a broad 

network of professionals and non-professionals from inside and 

mainly outside the organisation 

 

Network maps are drawn up together with the users to support them in establishing and 

cultivating relationships and friendships. These contacts and relations are seen as 

resources for the users.  

14.4 Supporting users in their own projects by intermingled networks 

(professionals and non-professionals) 

 

14.5 Supporting users in individually taking part in community activities  

14.6 Supporting the users and the people from the community in the right 

way to act together in community activities. The support 

professionals understand themselves as a “bridge” in this process.  

 

The users are supported in being part of the community. Being part of the community is 

understood as both participating and being valued by the community because of their 

presence.  
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15. Teams  

The organisation is aware that cooperation in multi-professional teams, with volunteers and 

various other support systems, is the basic component of high quality in a person-centred 

practise. 

15.1 Experiencing diversity as enrichment and opportunity  

15.2 Mentioning diversity as one issue in the mission statement   

15.3 Having diversity sensitisation measures as a standard   

15.4 Taking different skill and experience backgrounds into account for 

team combinations and seeing diversity on personal, professional, 

social, methodological levels as important factors 

 

The planning of staff resources is based and oriented on the users’ individual needs 

(support needs). The implementation and realisation of flexible solutions is in progress. 

15.5 Clarifying individual needs at the beginning and evaluating them 

regularly and taking this as the basis for the particular support and its 

duration 

 

15.6 Collecting the resources the user brings and has access to   

15.7 Using supporting resources (by the diverse teams, other supporting 

persons, things or systems) according to the defined individual 

needs 

 

15.8 Reflecting the basic objectives and use of resources together with 

the user regularly 

 

Expertise and resources of a multi-professional team and a circle of support are available to 

the users in planning and implementing further steps.  
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Section 3: The Community Level 

16. Community Connecting – user’s level 

Cooperation with the community is one main goal in the support services for users. The 

users take part in community activities in groups and together with support professionals. 

16.1 Mapping the social environment, the resources and opportunities in 

the community are part of a network analysis 

 

16.2 Comparing the user’s interests as well as his/her strengths and 

talents and the resources of and in the community to sound out 

individual possibilities of cooperation 

 

16.3 Supporting users in participating in public activities and events and 

gaining experience 

 

16.4 Evaluating users' experiences and giving them the opportunity to 

immerse themselves in certain activities or to reorient them 

 

Participation: users are supported in getting access to the community. Cooperation activities 

with the community and relations to the community are cultivated and strengthened. 

16.5 Knowing the needs of the community which could be covered by the 

organisation and/or the persons (users) there 

 

16.6 Supporting users in building and maintaining their contacts outside 

the organisation – in the community – as individually needed 

 

16.7 Encouraging and supporting users in being active in workshops or 

other settings and/or as self-advocates and in providing other people 

insight into their life realities  

 

16.8 Supporting users in their political and social participation  

16.9 Supporting users in feeling and acting as citizens that actively shape 

the community 

 

Giving value to the community: The organisation connects the community with users with 

regard to the users’ strengths and potentials (added value, e.g. in the labour market, in 

voluntary work, in a club or association).  
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Good practice 

 

Social involvement of persons with intellectual dis abilities in 

CUDV Črna na Koroškem sheltered workshops 

 

CUDV Črna na Koroškem 

http://www.cudvcrna.si/  

 

For over 45 years, the inhabitants of Črna na Koroškem community have coexisted with 

people with intellectual disabilities. Such cooperation could be an example at home and 

abroad. A survey carried out in 20166 more specifically describes the integration of people 

with intellectual disabilities from CUDV Črna na Koroškem sheltered workshops from three 

aspects. From the perspectives of people with intellectual disabilities, of Črna citizens and of 

employees in companies where people with intellectual disabilities are involved in regular 

work processes. 

People with intellectual disabilities at CUDV Črna na Koroškem want to participate in various 

activities in the area. They go shopping alone, go to a coffee shop or a nearby restaurant, 

and attend various events. Those involved in regular work in Cablex Mežica D.o.o. 

Company and the community services of Črna na Koroškem autonomously use public 

transport. A smaller group of people with intellectual disabilities provide cleaning services for 

apartment blocks and provide lunch packs to elderly people living in homes in the 

municipality of Črna na Koroškem. The people with intellectual disabilities go to work by 

themselves and deliver the lunch packs themselves. 

Črna na Koroškem inhabitants are accepting people with intellectual disabilities in their 

midst, which is evidenced by the involvement of people with intellectual disabilities in 

different interest groups. Citizens receive help or services from people with intellectual 

disabilities such as cleaning common areas of residential blocks as well as delivery, service 

and washing dishes after lunch at elderly people’s homes. The positive effect is also evident 

in the following statements recorded in a survey (Kropivnik, 2016, p: 54): 

“They are part of our town, and we live with them all the time.” 

“Over the years, our cohabitation became a matter of course.” 

In both companies, people with intellectual disabilities as workers are well accepted. 

Employees in the both companies oversee people with intellectual disabilities at their work, 

taking care of their safety and the quality of work. People with intellectual disabilities say that 

                                                

6 Kropivnik, J. (2016). Social involvement of persons with intellectual disabilities in CUDV Črna na 
Koroškem sheltered workshops. Maribor, Doba faculty.  
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other employees remember their birthdays and they give them small gifts. To quote some 

employees (Kropivnik., 2016, p. 45):  

“Because they deserve the opportunity to live in our community and they are part of our 

society.” 

“They usually finish their work with a pleasure.” 

“I think that they should be involved in working processes as well as in society.” 

“It’s right that they are involved in the society.” 

The survey also shows that most people people know working is very important to people 

with intellectual disabilities, because it is a source of income (monetary reward) and also a 

way of socialising with friends and gaining new skills. 

Our users participate as active writers in the writing of the first collection of novels in easy to 

read form with writer Aksinja Kermauner, a well-known Slovenian author and president of 

the Society of Slovenian Writers. These novels are distributed at different levels, at the local 

and national level. One of our users is also a member of the project Easy to Read and 

deputy president of the association for accessible communication, Labra. 

That our users are involved in regular work processes in these companies has its roots in 

cooperative work. Professionals from CUDV Črna na Koroškem and managers of 

companies where our users are involved in regular work processes have jointly set up 

workplaces that are suitable for users. Users were assigned a mentor who monitored each 

of them individually. The mentor was responsible for the communication between the user 

and the employer. Mentors were also assigned by the employer. The mentors’ tasks were to 

monitor progress, to educate users, and to solve and prevent adverse situations. We 

created workplaces and presented the work process to the users in a user-friendly way.  

We achieved the greatest success in all inclusions with a personal approach at all levels. 

Listening, identifying and facilitating users' requests, based on person-centred planning, 

assisting and identifying the needs of the employer, supporting users in the work process, 

and providing day-to-day support to the employer, the users, and the communities they are 

involved with.  

In order to ensure success and satisfaction on all sides, we need to listen, to see and find 

the wishes of employers, users and communities. 
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17. Community Connecting – organisational level  

Community Connecting is one main goal and mission in the shaping and realisation of 

services.  

17.1 Mapping the neighbourhood/community of the service/location of the 

service 

 

17.2 Finding opportunities to cooperate with services/clubs, etc. in the 

neighbourhood/community 

 

17.3 Offering support also outside the usual facilities  

17.4 Using “normal” services and activities in the neighbourhood and 

involving the users there 

 

17.5 Inviting people and organisations from the neighbourhood to use 

spaces or services 

 

17.6 Ensuring, when staffing, that a team also includes people who live in 

the particular region 

 

17.7 Paying attention to structures that promote inclusion (small units, 

community-based services, principles of normalisation, etc.) in 

organising services 

 

Staff and users are familiar with the community’s activities and services, the neighbourhood, 

educational programs, leisure activities, sport clubs etc. and participate there. Additionally, 

the organisation also offers services to the community or services which can be used by 

other people. 

17.8 Establishing an understanding about the organisation/the service/the 

team as a powerful part of changing communities that influences 

change in the society towards inclusive societies 

 

17.9 Offering training and education that focuses on changed roles of staff 

and organisations according to the aim of social inclusion and 

community connecting 

 

17.10 Conducting activities in the community rather than only inside the 

organisation 

 

The assistants are “bridges” to the community and support the users in establishing 

themselves in e.g. sports clubs or associations. Such a process is successful when other 

people (e.g., from the club) take on partial responsibilities (e.g., picking up the user and 

taking her/him to an appointment). 
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Good practice 

 

Goratu Program  

 

Asociación Gorabide  

www.gorabide.com 

 

The GORATU Program’s main goal is to promote a deeper knowledge of as well as more 

positive attitudes toward people with intellectual disabilities. To achieve this goal, a group of 

nine people with intellectual disabilities have been trained to conduct workshops and talks 

about the subject of “intellectual disability”. Those workshops and talks are directed to 

different stakeholders (students, professionals, families, volunteers). The programme was 

the result of an evaluation process within the organisation and a compromise to enhance 

self-determination and participation of people with intellectual disabilities in the community. 

From the beginning, in 2014, the GORATU team has given 150 talks, and more than 3,500 

people have attended GORATU talks (at primary and secondary schools, universities, 

health centres, social services, etc.). 

The coaches with intellectual disabilities have elaborated several tools and methodological 

supports to carry out GORATU workshops (videos, slides, key questions, role-playing, etc.). 

They themselves decided on what they wanted to speak about (their experiences, needs, 

expectations, rights, etc.). The GORATU team is supported by a professional who 

accompanies them during the workshops and talks. Each workshop lasts about an hour and 

a half. 

Once the workshop has finished, assistants are asked to fill out a questionnaire evaluating 

several aspects related to the GORATU session: topics, methodology, audio-visual media, 

expectations, trainers’ competences, etc. In addition, attendees are asked to complete a 

questionnaire on attitudes towards disability before and after the workshop in order to 

assess the real impact of the experience (pre–post evaluation). 

Finally, attendees are invited to access to GORATU microsite to get more in-depth 

information about people with intellectual disabilities (https://gorabide.com/programa-

goratu/).  

The key aspect to transfer this practice is to have a group of people with intellectual 

disabilities interested in reflecting about their personal experiences, learning how to share 

their experiences with others effectively, and helping others to become more aware of and 

empathetic to the needs, goals and rights of people with intellectual disabilities. 
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18. Staff’s roles in the community connecting proce ss 

Support professionals accompany the users to activities in the community.  

18.1 Finding individual solutions for users in the community.   

18.2 Training the support professionals to implement individual solutions for 

users in the community 

 

18.3 Using staff’s networks optionally to anchor user’s interests and 

opportunities to community 

 

The support of the professionals aims to find individual solutions for their users to take part in 

community activities. 

18.4 Clarifying the support professionals’ roles (alongside the principle of 

assistance) and giving the possibility to reflect on roles and tasks 

 

18.5 Understanding itself (the organisation/the service/the team) as a 

coordinating pillar supporting the users directly in the community 

 

18.6 Coordination between different organisations is based on a common work 

methodology guided by the full inclusion of everybody 

 

Support professionals focus on the best support for both the users and the community 

members to act together without the support of professionals. Support professionals are 

agents in terms of connecting users and community members. 

 

  



2017-1-AT01-KA204-035102 Action Plan for Social Inclusion   

 
 
 
 
 
 
 

 
 

 
32 

19. Self-Advocacy of Users/User Advocacy 

The organisation brings topics to the attention of self-advocates outside the organisation. 

19.1 Supporting the users in becoming strong advocates outside the 

organisation 

 

19.2 Promoting groups of self-advocates and providing support and 

resources for their proper functioning as well as promoting their self-

advocacy skills 

 

19.3 Giving self-advocates the opportunity to participate in meetings with 

other groups on a regular basis and providing the needed support  

 

19.4 Supporting users in achieving a self-advocacy level outside the 

organisation, displaying a role of self-representation 

 

19.5 Giving self-advocates opportunities to speak up within the 

organisation as well as in the community (giving talks, participating in 

mass media, etc.) 

 

19.6 Guaranteeing that the users know their rights (UN Convention) and 

can exercise them, with the support they need 

 

The organisation actively supports the establishment of self-advocacy or a user’s advocacy 

and also supports the possibility to network with other self-advocates or groups active in this 

field. 

19.7 Giving self-advocates the opportunity to participate in reflection 

processes linked to strategic planning 

 

19.8 Giving self-advocates the opportunity to participate in processes of 

evaluation and continuous improvement of the organisation 

 

19.9 Giving self-advocates the opportunity to be part of decision-making 

processes, for example, through commissions, collaborating with 

management board 

 

19.10 Providing procedures and materials accessible to self-advocates 

(easy reading, pictograms, etc.) to guarantee a meaningful 

participation in the organisation 

 

19.11 Providing procedures and support to encourage self-advocates 

displaying leadership roles inside and outside the organisation 

 

The organisation actively involves self-advocates or a user’s advocate in its strategic 

planning and decision-making processes.  
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Good practice 

 

Grupo SOMOS – self -advocates group  

 

CERCI Lisboa  

http://www.cercilisboa.org.pt/ 

 

The group started in 2010 and exists ever since. It started as a Clients Participatory Group 

(in the organisation), aiming at giving an active voice to the clients. Each client had the 

opportunity to express their feelings, thoughts and wishes. This group aimed at giving a 

voice to all clients. 

Since 2010, we have consolidated our practices around the concepts of self-advocacy, 

informed choices and decision-making, empowerment and autonomy, rights and citizenship. 

We understand the important role we can play in raising awareness and dissemination 

around those issues to our peers, staff, families and the community in general. 

Today, we focus on PARTICIPATIVE CITIZENSHIP through self-advocacy; on being 

INFORMED and INVOLVED in all matters of our lives; and EMPOWERMENT through 

training. 

We have become more and more active within our organisation: we have invigorated the 

self-advocacy department by making presentations and posters with information about the 

subjects we have learned and consider important for the whole CERCI organisation and the 

community in general; we send a letter to the Board  every year with the activities that we 

want to do; we hold meetings with the General Director; we take part in the CERCI General 

Meetings; we are involved in the Quality Management System within the framework of 

EQUASS and we cooperate in the writing and design of the organisation action plan and 

reports. 

We are developing our skills and strategies for teamwork and agenda management to 

gradually take over the dynamics of our group sessions. 

The group has ten elements of the different services: Occupational Activities Centre, 

Vocational Training Centre and Residential Home. 

We have two facilitators (who are staff members). 

Group members and facilitators are elected every year by the entire group. 

The General Director validates the proposals and actions of the group. 

The group has developed its own dynamics: it started off with work meetings and discussion 

of themes according to common needs, opportunities and expectations, and then it focused 

on the formation of group elements with the premise of updating knowledge, the 

establishment of partnership networks and bench learning for the continuous improvement 
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of our practices and dissemination to peers, families and collaborators. 

An accessible registration system with formal organisation tools (e.g., attendance sheets 

and meeting records) was created, complemented by the creation and adaptation of new 

tools. 

Our work is framed by the concepts of Self-advocacy, the CRPD and the concepts mirrored 

and worked from the Capacitar para a Cidadania project (FENACERCI, 2014) and the 

TOPSIDE + (Inclusion Europe) project. 

We can replicate this good practise by: 

• Taking part in benchmarking actions and sharing the experience with the group; 

• Creating self-advocacy groups to raise awareness of themselves, their capacities 

and their rights; 

• Encouraging self-advocacy, training and peer support. 
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Planning your action 

 

Chosen topic:  

 

 

 

  

 

The very first step:  

 

 

 

 

Who:  

  

By when:  

 

     

 

The needed support:  

 

 

 

 

 

Who: 

  

  

By when: 

 

     

 

This step is successful 

when… 
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