
 

 

ACTIVITY ‘S NAME:   I stand up for my rights 

 

Type of activity:  interpersonal 

Number of participants: 10 

Participants’ academic profile(s): third cycle and secondary levels 

Participants’ average age: ≥18 years old  

Duration: 40 minutes 

Necessary materials:  

The situations presented in the activity description can be distributed to the 

groups using paper cards. 

The trainer/facilitator can use a whiteboard to transcribe the situations. 

The situations can also be displayed using a video projector. 

Aim or Purpose: 

To help young adults to understand: 

• which are their employment rights. 

• what are reasonable adjustments to the workplace. 

• what are excused absences from work. 

• what is discrimination on the grounds of disability. 

• Which entities provide advice and support. 

Expected Outcomes 

Basic notions about: 

• employment rights. 

• reasonable adjustments to the workplace. 

• excused absences from work. 

• discrimination on the grounds of disability. 

• entities providing for advice and support to employees. 

 

 

 



 

Competencies that will be developed: 

To be familiar with the employee´s rights. 

To know how to complain about discrimination on the grounds of disability. 

To be aware of the entities providing guidance and counseling on employment 

rights. 

To recognise the reasonable adjustments of the workplace. 

To identify the situations in which an employee can be absent from work with 

justification 

 

Skills that will be developed: 

To able to: 

• exercise the main employees’ rights. 

• stand for his/her rights as an employee. 

• contact the entities providing guidance and counseling to employees. 

Key terms / special vocabulary about/during the activity:  

 

• advice and support 

• be regular and punctual 

• confidential information 

• discrimination 

• excused absences 

• have his/her workplace adapted to his/her needs 

• terminate a contract 

• work with skill 

Preparation (what needs to be prepared beforehand to make the activity’s 

implementation successful): 

The trainees should read sessions 2 and 3 of module 3 before doing the activity, 

where they will find information on employment rights, responsibilities, advice 

and support. 

Activity’s step-by-step description: 

1. Trainees should be divided into small groups.  

2. Each group should be handed out cards with one of the following 

situations. 

3. Each group should explain what can be done and indicate where the 

workers can look for support or advice. 

 

 

 

 

 

 

 

 



 

 

a) Joanna, Melissa and Anthony work at a supermarket where they replenish 

missing products on the shelves. Joanna has a hearing impairment that in no 

way affects her professional performance. In conversation with her two 

colleagues, Joanna has realised that she doesn't earn the same salary, even 

though she has exactly the same working hours and the same job tasks. What 

should Joanna do? 

b) Anna is in a wheelchair and works for a property management company as 

an administrative assistant. However, Anna's desk doesn't allow her to work 

properly. She needs a taller, wider desk to fit her wheelchair. On the other 

hand, Anna has difficulties using the office bathroom as it is not adapted for 

people with reduced mobility. What can Anna do? 

c) Philip works in a warehouse for 4 years. However, his employer has bought a 

new, modern machine for packing fragile goods. Philip told his employer that 

he doesn't know how to use such a modern machine. The employer said that 

he didn't know how to use the machine either and that Philip would have to 

figure out how to do it, otherwise he wouldn't be able to continue working in 

the storage. What can Philip do? 

d) Melissa had to take two days off work due to illness. As soon as she felt unable 

to go to work, she informed her employer that she would be on sick leave. The 

employer was not satisfied and informed her that he would consider her 

absence unjustified and deduct those days from her salary. What can Melissa 

do? 

e) Michael obtained the qualification of Administrative Assistant. During his 

training course of Administrative Assistant he did an apprenticeship in a sales 

company where he obtained a very good grade. In the meantime, he went 

to a job interview in a town hall together with other candidates. However, 

despite his training, the experience he gained in the internship and the fact 

that he was ready to work, the employer did not admit him because, 

according to the employer Michael has autism, which could jeopardise his 

work at the town hall. What can Michael do? 

f) Theresa works in the kitchen of a restaurant as part of a team that prepares 

lunches and dinners. Theresa has a cognitive deficit. She is very hardworking 

and committed to her work. However, the Chef of the restaurant is constantly 

shouting at her in front of her colleagues, saying that she doesn't understand 

anything he says, which makes Theresa very upset and nervous. What can 

Theresa do about it? 

 

 

 

 

 



 

 

Recommendations (How to use the tool/resource) 

Possible solutions for activity 5: 

Preliminary information for the trainer/facilitator: 

 

Convention on the Rights of Persons with Disabilities 

Article 27 

Work and employment 

 

1. States Parties recognize the right of persons with disabilities to work, 

on an equal basis with others; this includes the right to the opportunity 

to gain a living by work freely chosen or accepted in a labour market 

and work environment that is open, inclusive and accessible to persons 

with disabilities. States Parties shall safeguard and promote the 

realization of the right to work, including for those who acquire a 

disability during employment, by taking appropriate steps, including 

through legislation, to, inter alia: 

a) Prohibit discrimination based on disability concerning all matters 

concerning all forms of employment, including conditions of 

recruitment, hiring and employment, the continuance of 

employment, career advancement and safe and healthy 

working conditions; 

b) Protect the rights of persons with disabilities, on an equal basis 

with others, to just and favourable conditions of work, including 

equal opportunities and equal remuneration for work of equal 

value, safe and healthy working conditions, including protection 

from harassment, and the redress of grievances; 

c) Ensure that persons with disabilities can exercise their labour and 

trade union rights on an equal basis with others; 

d) Enable persons with disabilities to have effective access to 

general technical and vocational guidance programmes, 

placement services and vocational and continuing training; 

e) Promote employment opportunities and career advancement 

for persons with disabilities in the labour market, as well as 

assistance in finding, obtaining, maintaining and returning to 

employment; 

f) Promote opportunities for self-employment, entrepreneurship, 

the development of cooperatives and starting one’s own 

business; 

g) Employ persons with disabilities in the public sector; 

h) Promote the employment of persons with disabilities in the private 

sector through appropriate policies and measures, which may 



 

include affirmative action programmes, incentives and other 

measures; 

i) Ensure that reasonable accommodation is provided to persons 

with disabilities in the workplace; 

j) Promote the acquisition by persons with disabilities of work 

experience in the open labour market; 

k) Promote vocational and professional rehabilitation, job retention 

and return-to-work programmes for persons with disabilities. 

 

2. States Parties shall ensure that persons with disabilities are not held in 

slavery or servitude, and are protected, on an equal basis with others, 

from forced or compulsory labour. 

 

a) Firstly, Joanna should talk to her employer to understand the reason for 

the difference between salaries. If she concludes that there is no valid 

justification for the difference and the employer is not willing to rectify the 

salary, Joanna may request support from ACT - Authority for Working 

Conditions whose attributions include the prevention of labour disputes 

and the verification and control of working conditions, supervising the 

compliance with labour laws. 

 

 

Complementary information for the trainer/facilitator:  

Article 59, no. 1, paragraph a) of the Constitution of the Portuguese 

Republic establishes the principle of equal pay for equal work, 

prohibiting discrimination and unfounded distinctions based on merely 

subjective criteria. This principle supposes that people are entitled to the 

same pay as anyone doing the same, or having a job of equal value, 

and there should be no discrimination concerning salary between 

workers that is not based on objective factors, such as seniority, 

professional category, etc. This same principle is contained in article 270 

of the Portuguese Labour Code.  

 

Article 85 of the Portuguese Labour Code also states that a worker with 

a disability or a chronic illness is entitled to the same rights and is bound 

by the same duties of other employees in accessing employment, 

training, promotion or professional career and working conditions, 

notwithstanding the specificities inherent in their situation. 

 

 

 

 



 

 

b) Anna should talk to her employer to make him aware of the need to 

acquire the necessary equipment and suggest to her employer the use of 

the IEFP Employment Centre to request financial support for Reasonable 

Adjustments of the Workplace and Elimination of Architectural Barriers. If 

the employer flatly refuses to acquire any type of equipment and to 

request financing, Anna can appeal to ACT - Authority for Working 

Conditions which is responsible for the inspection of the fulfilment of the 

labour laws. Anna may also appeal to INR - National Institute for 

Rehabilitation which supervises the application of the legislation regarding 

the rights of people with disabilities. 

 

Complementary information for the trainer/facilitator:  

Article 86 of the Portuguese Labour Code states that the employer shall 

take appropriate measures to enable a person with a disability or a 

chronic illness to 

have access to, or to pursue, a job, or to undertake professional training, 

unless such measures entail disproportionate burdens. This includes 

adjustments to the workplace. The charges shall not be considered 

disproportionate when they are offset by State support, according to 

specific legislation. 

 

c) Philip should reiterate his position to his employer that he needs adequate 

information and specific training to operate the new equipment properly, 

warning the employer of the possible safety risks and consequences of 

incorrect use of the new equipment. Philip may appeal to ACT - Authority 

for Working Conditions, which is responsible for monitoring compliance 

with labour law. 

Complementary information for the trainer/facilitator: 

Article 127, no. 1, paragraph d) of the Portuguese Labour Code 

determines that the employer shall contribute to raising the productivity 

and employability of the worker, in particular by providing him with 

adequate professional training to develop his qualification, in which it is 

included the professional training adequate to the changes in the 

workplace. On the other hand, paragraph i) of the same article states 

that the employer shall provide the worker with adequate information 

and training to prevent the risk of an accident or illness. 

 

 

 

 

 

 



 

 

d) Melissa should give her employer the declaration or medical certificate 

proving her illness and, if the employer considers the absence unjustified 

and deduct those days from her monthly salary, Melissa can appeal to 

the ACT - Authority for Working Conditions, which is responsible for 

monitoring compliance with labour laws. 

Complementary information for the trainer/facilitator: 

Article 249, no. 2, paragraph d) of the Portuguese Labour Code states 

that absences are considered justified when motivated by the 

impossibility of providing work due to a fact not attributable to the 

worker, namely compliance with medical prescription following an 

illness. 

 

e) Michael can appeal to the INR - National Institute for Rehabilitation whose 

duties include monitoring the application of the legislation on the rights of 

people with disabilities and the conduct of administrative offence 

proceedings in the area of the rights of people with disabilities based on 

a submitted complaint of discrimination. 

Complementary information for the trainer/facilitator: 

The employer is free to hire the workers he wishes according to his 

preference. It cannot, however, justify the non-recruitment of someone 

with an aptitude for work based on their disability.  

Law 46/2006 of 28 August, paragraph 1, establishes the prohibition of 

direct or indirect discrimination on the grounds of disability, in all its 

forms, and the sanctioning of acts which result in the violation of any 

fundamental rights, or the refusal or conditioning of the exercise of any 

economic, social, cultural or other rights, by any person, on the grounds 

of any type of disability. It includes the adoption of a procedure, 

measure or criterion, directly by the employer or through instructions 

given to its employees or to an employment agency that results in the 

termination of an employment contract or the refusal to hire depending 

on physical, sensory or mental nature factors. 

 

 

 

 

 

 

 

 



 

 

f) Theresa should talk to her employer saying that she will no longer tolerate 

the Chef’s incorrect behaviour and if no action is taken by the employer 

to change this behaviour, Theresa should appeal to the INR - National 

Institute for Rehabilitation, whose attributions include monitoring the 

application of the legislation regarding the rights of people with disabilities 

and instructing legal actions processes in the area of the rights of people 

with disabilities, namely based on the complaints submitted to it, and 

forward them to the competent entities.   

Complementary information for the trainer/facilitator: 

Article 1, paragraph 1, of Law No. 46/2006 of 28 August establishes the 

prohibition of direct or indirect discrimination on the grounds of 

disability, in all its forms, and sanctions the practice of acts that result in 

the violation of any fundamental rights, or the refusal or conditioning of 

the exercise of any economic, social, cultural or other rights, by any 

person, on the grounds of any disability. It includes the adoption by the 

employer of practice or measure that discriminates an employee in the 

scope of the employment relationship.  

On the other hand, Article 29, no. 1 and 2 of the Portuguese Labour 

Code states that the practice of harassment is forbidden. Harassment is 

understood to be unintentional conduct, including discrimination based 

on access to employment or employment, work or professional training, 

is defined as harassment with the purpose or effect of disrupting or 

dignity, or creating an intimidating, hostile, degrading, humiliating or 

destabilizing environment. 

In addition, it is forbidden to dismiss, sanction or prejudice by any other 

means a disabled worker due to the exercise of a right or to take legal 

action against a discriminatory practice (article 5, no. 2 of Law 46/2006 

of 28 August). 

 

 

 

 

 

 

 



 

 

Evaluation:  

The facilitator could ask a few follow-up questions in order to consolidate and 

assess the activity’s results: 

- What did you learn during the activity?  

- Have you discovered anything new?  

-  Can you identify reasonable workplace adjustments? 

- Can you identify situations of discrimination on the grounds of employment and 

disability? 

 


