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This document is the second edition of the study “Work Inclusion of Disadvantaged people -
European Research: barriers to employment of persons with disabilities: needs, issues, practic-
es and possible improvements in work inclusion of different able people 2024 edition” a survey
initiated by the European Digital Learning Network ETS - DLEARN as part of the DigitEdu
2024 project (Promoting collaboration and research to meet the digital needs in education and
training across Europe - Year 2). Conducted over recent months, this survey aimed to gather
perspectives on integrating disadvantaged individuals into the workforce. We received nearly
1400 responses from stakeholders including employers, managers, HR Directors, individuals
with disabilities, and experts on EU disability and employment policies. The goal was to identify
key factors influencing this issue and assess the current state of affairs in European countries.

Despite being relatively new, DLEARN - the European Digital Learning Network - has made
significant strides and achieved numerous milestones. The collective expertise, experience,
and strong relationships of its members, who are dedicated to amplifying the network’s voice,
have established us as a recognized and influential entity in the field of Education & Training.
EU authorities, institutions, and relevant organizations regard us as a dependable and profi-
cient partner.

We are at the forefront of efforts to highlight the importance of digital knowledge, a crucial
element for building a competitive economy and an inclusive society. We firmly believe in the
educational potential of digital technologies. This belief drives our network's creation and con-
tinued hard work: to develop and provide expertise, content, models, and solutions that will
shape the future of education at all levels. | am proud of our achievements and even more op-
timistic about the future advancements of our work.

| invite you to analyse this report and to contact us
if you wish to comment and give us your feedback.
To know more about our network, visit our website
www.dlearn.eu
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Executive
Summary




The 2024 edition of the report, “Work Inclusion of Disadvantaged People - European Research:
Barriers to Employment of Persons with Disabilities," provides a comprehensive analysis of the
challenges and opportunities related to the employment of individuals with disabilities across
Europe. Conducted by the European Digital Learning Network ETS (DLEARN) under the Dig-
itEdu 2024 project, the study gathered insights from 1,397 stakeholders, including employers,
HR directors, persons with disabilities, and experts on EU disability and employment policies.

Key Obijectives:

1. Understand Stakeholder Perspectives: The survey aimed to capture the views of var-
ious stakeholders on the work inclusion of disadvantaged individuals, particularly those
with disabilities.

2. Identify Barriers and Opportunities: The research sought to identify the key barriers
to employment and explore opportunities for improving work inclusion practices.

3. Influence Policy Development: The findings are intended to inform EU policy develop-
ment and contribute to a more inclusive European Education Area and Digital Education
Plan.

Major Findings:

= Significant Barriers: Disadvantaged individuals, especially those with disabilities, face
considerable barriers to employment, including physical inaccessibility, lack of inclusive
practices, and limited awareness among employers.

= Employer Readiness: While there is recognition of the need for inclusive practices,
many employers lack the necessary resources or knowledge to implement them effec-
tively.

= Diverse Responses Across Sectors: The study revealed a varied landscape across
different sectors, with the non-profit and public sectors showing higher levels of employ-
ment inclusion for individuals with disabilities compared to the private sector.

Methodology:

The survey employed a mix of qualitative and quantitative approaches, targeting three main
groups: employers and HR directors, persons with disabilities, and experts on disability and
employment policies. The outreach strategy was comprehensive, utilizing social media, news-
letters, blogs, and personalized emails to ensure broad participation.

Implications and Recommendations:

= Policy Development: The report underscores the need for targeted policy interventions
to address the identified barriers and promote inclusive employment practices across
Europe.

= Employer Engagement: There is a critical need for increased training and resources for
employers to foster a more inclusive work environment.

= Continued Research: The findings highlight the importance of ongoing research to
monitor progress and adapt strategies to emerging challenges in the digital and work
inclusion landscape.

The 2024 edition of this report serves as a vital tool for stakeholders across Europe, providing
actionable insights and recommendations to enhance the work inclusion of disadvantaged
individuals, particularly those with disabilities.

The full report is available for further analysis and discussion on the DLEARN website.

1. http://dlearn.eu



= Accessibility: Refers to the design of products, devices, services, or environments for
people with disabilities. Accessibility ensures that these individuals can independently
and safely navigate, use, and benefit from these products or services.

= Assistive Technology: A broad category of devices, equipment, software, or systems
that help individuals with disabilities perform functions that might otherwise be difficult
or impossible. Examples include screen readers, hearing aids, and wheelchairs.

= Digital Education Plan: An EU initiative aimed at supporting the sustainable and ef-
fective use of digital technologies in education and training. It includes measures to im-
prove digital literacy and skills across Europe.

= DLEARN (European Digital Learning Network ETS): An organization focused on
promoting digital learning across Europe. It works to support inclusive digital education
policies and practices, particularly in relation to disadvantaged groups.

« Disadvantaged Individuals: Refers to persons who face greater obstacles to success,
such as those with disabilities, those from low-income backgrounds, or other marginal-
ized groups.

= DigitEdu 2024: A project under the Digital Education Plan aimed at enhancing digital
skills and supporting inclusive educational practices across Europe.

= Employment Barriers: Challenges that prevent individuals, particularly those with
disabilities, from gaining or retaining employment. These can include physical inaccessi-
bility, lack of accommodations, and discriminatory practices.

= EU Disability and Employment Policies: Regulations and guidelines established by
the European Union to promote the employment of individuals with disabilities. These
policies aim to remove barriers and create inclusive work environments.

= Inclusive Practices: Workplace policies and procedures designed to ensure that all
employees, including those with disabilities, can fully participate in and contribute to
their work environment.



= Mainstream Technologies: Technologies that are widely available and used by
the general population, such as computers, smartphones, and standard software ap-
plications. In contrast to specialized or assistive technologies, mainstream technolo-
gies may need modifications to be fully accessible to individuals with disabilities.

» Stakeholders: Individuals or organizations with an interest or concern in a partic-
ular issue. In the context of this report, stakeholders include employers, HR directors,
persons with disabilities, and experts on EU disability and employment policies.

= Work Inclusion: The practice of ensuring that all individuals, regardless of their
background or abilities, have equal opportunities to participate fully in the workforce.
This includes providing the necessary accommodations and support to individuals
with disabilities.

= Workplace Accommodations: Adjustments or modifications provided by an
employer to enable people with disabilities to perform their jobs. Examples include
flexible work schedules, physical modifications to the workspace, and provision of
assistive technology.



The " Work Inclusion of Disadvantaged people - European Research: barriers to em-
ployment of persons with disabilities: needs, issues, practices and possible improve-
ments in work inclusion of different able people 2024 edition” report presents updated
findings on the work inclusion of disadvantaged individuals, particularly those with dif-
ferent abilities. This research is promoted by the European Digital Learning Network
ETS - DLEARN within the DigitEdu 2024 project (Promoting cooperation and research
to address the digital needs in the area of education and training in Europe - Year 2). It
is a project funded by the European Education and Culture Executive Agency (EACEA),
among whose goals is the will to raise awareness about and contribute to the achieve-
ment of the European Education Area and the Digital Education Plan and to contribute to
policy development at EU level on the topic of digital skills and digital transformation. The
survey aimed to gather insights from professionals, employers, HR directors, individuals
with disabilities, and experts in EU disability and employment policies.

The survey aimed to gather insights on the issues, practices, and potential improvements
in the work inclusion of disadvantaged individuals. The questionnaire explored various
factors impacting the current landscape.

The survey targeted three main groups:

. Employers, Managing Directors, HR Directors
. Persons with disabilities
. Experts on EU policies related to disability and employment

Respondents provided answers specific to their roles, offering detailed insights into the
current work opportunities for disadvantaged people.

Our goal was to present a comprehensive overview of the situation across these three
sectors, identifying needs, challenges, practices, and possible enhancements. The data,
analyzed both qualitatively and quantitatively, was used to formulate recommendations.
These recommendations, along with the detailed analysis, will be shared with stakehold-
ers actively working on the inclusion of disadvantaged individuals in the workforce.

The European Digital Learning Network (DLEARN), in collaboration with its partners, has
effectively promoted the survey through a multifaceted outreach strategy. This compre-
hensive approach ensured extensive coverage and participation across Europe. The pri-
mary channels used for promotion included:

= Social Media: Leveraging popular platforms such as Facebook, X, and LinkedIn,
we reached a wide audience by sharing engaging posts, updates, and calls to action.
These platforms enabled us to connect with diverse professional networks and
communities, amplifying our survey's visibility.



= Newsletters: Regular newsletters were dispatched to our extensive mailing lists,
providing detailed information about the survey’s objectives, importance, and how
to participate. These newsletters targeted both existing network members and new
potential respondents.

» Blog Posts: Informative blog posts were published on our website and partner
sites, highlighting the survey’s goals and encouraging participation. These posts
provided a platform for deeper engagement, allowing us to explain the survey's rel-
evance in greater detail.

= Websites: The survey was prominently featured on the DLEARN website and those
of our partners. This included dedicated landing pages with comprehensive informa-
tion about the survey, easy access to participation links, and ongoing updates about
the survey's progress.

= Emails: Personalized emails were sent to our network contacts, partners’ mailing
lists, and social media contacts. These emails provided direct invitations to partic-
ipate, ensuring that our message reached key stakeholders and interested parties.

By utilizing these diverse communication channels, we maximized the survey's reach and
engagement. Our strategy effectively disseminated the survey across Europe, leverag-
ing both DLEARN's and our partners’ extensive networks. This robust promotional effort
resulted in a substantial response, with a total of 1397 participants contributing valuable
insights to the research.

This comprehensive outreach approach not only facilitated wide participation but also
ensured that the survey engaged a diverse and representative sample of individuals from
various sectors and regions across Europe. The success of this strategy underscores the
importance of multi-channel communication in driving engagement and gathering mean-
ingful data for impactful research.

In the table below, you can see the count of respondents from different European Coun-
tries that participated in the research and the percentage reached.
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The countries which participated the most to the survey were: Italy 14%, Greece 10%,
Cyprus 9%, Spain 8%, France 8%, Germany 6%, Portugal 6%, etc. Other countries
participated on the survey in smaller amount, two countries did not reply. The data are
very similar to those collected in the 2023' Report and we can register just a very small
deviation.



The questionnaire also investigates some demographic data of the respondents.

18-24
14%

25-34

Above 54 36%

%

45-54
15%

35-44
24%

The biggest group considering the age of respondents is within the 25-34 years (34%)
followed by the group about 35-44 years of age (24%). Smaller groups are the participants
of 45-54 years of age (15 %) and above 54 (11%). The 0%, belongs to the youngest group
of the participants of the age of 18-24 years. The respondents were all the age above 18
years.

The situation was similar even in the 2023, as shown by the graphic below. The main devi-
ation is related to the biggest group of respondents: in 2024 we have collected the 34% of
respondent belonging to the 25-34 group age while in the 2023 edition, the biggest group
(28%) was composed by both 25-34 and 35-44 Y.O.

25-34

Above 54 28%

16%

45-54
19%

28%

The biggest group considering the age of respondents is within the 25-34 years and 35-
44 years of age (28 % each). Smaller groups are the participants of 45-54 years of age (19
%) and more, above 54 (16%). The smallest number of respondents, 9 %, belongs to the
youngest group of the participants of the age of 18-24 years. The respondents were all
the age above 18 years.



The gender of the participants, in 2024, was composed as followed:

Prefer not to say
5%

Male
39%

Female
56%

The biggest part belongs to female participants (56 %), followed by male respondents
(39 %). 5 % of participants preferred not to say and no one chose other option.

While in the 2023 edition the situation was the following:

Prefer not to say
3%

Male
44% Female

53%

The biggest part belongs to female participants (53 %), followed by male respondents
(44 %). 3 % of participants preferred not to say and no one chose other option.



As we can seg, there are non-substantial deviation or change related to the gender of the
respondents; the female group is a little bit bigger than the man’s one. Only the 5% prefer
not to say (against the 3% of the previous edition).

Based on the level of education, we have collected the following data in 2024:

No diploma or degree
7%

PhD or above
8.9%

Bachelor's degree
29.7%

Less than a High School diploma
1.9%

Master's degree
16.8%
High School diploma or equivalent degree
24.8%

We asked the participants also about the highest level of education they completed. The
answers showed that majority of participants have reached Bachelor Degree, the 30%. A
little less, 25 % of participants, reached the High School Diploma. Master's degree level
of education reached the 17%. No diploma or any degree has 7%. 12 % of participants has
Less than High School diploma or equivalent degree.

In 2023, the situation was the following:

High school diploma or equivalent degree
8%

No diploma or degree
8.9%

PhD or above
24.8%

Less than a High School diploma
1.9%

Bachelor's degree

22.8%
Master's degree

22.8%



We asked the participants also about the highest level of education they completed. The
answers showed that majority of participants have reached the highest level of educa-
tion (PhD and above), this group creates 25 %. A little less, 23 % of participants, reached
Bachelor's degree. Master’s degree level of education has the same percentage of par-
ticipants. Less than a High School diploma has 12 % of respondents. No diploma or any
degree has 9 %. 8 % of participants has High School diploma or equivalent degree.

As shown, the peopled interviewed in the 2024 have a high level of education, like in the
2023. We can detect only minor changes and deviation, that do not affect the evaluation
of the data.

Three sectors - groups of the respondents who participated this survey were these:

70
60
50
40

30

9% 21% 70%

An expert of EU policies A person with a disability An employer/Managing Director/
on disability and employment HR Director
60
50
40 -
30
20
10
0
12% 37% 51%
An expert of EU policies A person with a disability An employer/Managing Director/
on disability and employment HR Director

As we can see in the 2024 chart, the majority of participants, 70 %, are in the positions
of employers, managing directors and HR directors. Persons with a disability created
21 % of respondents and 9 % of them are experts of EU policies on disability and employ-

ment.



The European Commission highlights a significant employment disparity between per-
sons with and without disabilities, with only 50% of the former being employed, com-
pared to 75% of the latter. Furthermore, 28.4% of individuals with disabilities are at risk of
poverty or social exclusion, compared to 17.8% of those without disabilities. Educational
attainment also shows a gap, with only 29.4% of persons with disabilities achieving a
tertiary degree compared to 43.8% of those without disabilities. Additionally, 52% of in-
dividuals with disabilities report experiencing discrimination. These statistics underscore
the urgent need for action. The EU and its Member States are committed to improving
the social and economic conditions for individuals with disabilities. As the workplace
continues to evolve, new challenges and opportunities, such as digitalization, emerge.

In contrast, the one billion individuals with disabilities worldwide represent a significant
untapped resource with immense potential for employment and innovation. However, they
encounter daily challenges that impede their capacity to contribute fully and equitably to
society. This not only contravenes their rights but also detracts from the richness and
diversity of our communities. Furthermore, the economic impact is significant, given the
potential contributions these individuals could make if they were adequately supported.
In addition, people with disabilities encounter specific and significant barriers when try-
ing to enter the workforce. One of the main challenges is physical accessibility; many
workplaces lack necessary modifications such as ramps, elevators, and accessible
restrooms, which can make it difficult or impossible for individuals with mobility im-
pairments to navigate the workspace. Also, there is often a scarcity of assistive tech-
nologies and adaptive equipment, such as screen readers for the visually impaired or
specialized ergonomic furniture, which are crucial for enabling effective job performance.
Another substantial barrier is attitudinal. Employers and colleagues may have misconcep-
tions and prejudices about the abilities of disabled individuals, leading to discriminatory
hiring practices and a lack of workplace inclusivity. This can result in people with disabil-
ities being overlooked for job opportunities or promotions and can create a hostile work
environment that discourages them from staying in their roles.

Furthermore, there is a lack of tailored training and professional development pro-
grams. Many educational and vocational training programs do not accommodate the
specific needs of disabled individuals, leaving them at a disadvantage in acquiring the
skills required for many jobs. This gap in training can make it challenging for them to com-
pete with non-disabled peers in the job market.

Policies and organizational practices often do not provide adequate support for the
integration of disabled employees. For instance, flexible working arrangements, reason-
able accommodations, and disability-inclusive policies are not universally implemented,
creating additional hurdles for disabled individuals. These systemic issues contribute to
higher unemployment and underemployment rates among people with disabilities, em-
phasizing the urgent need for targeted interventions and inclusive practices in the work-
place.

In the following chapter, we will analyze the responses from the survey participants
and present the valuable insights gathered from them.



In order to facilitate the involvement of people with disabilities in the work process, it is
essential to first understand the three core elements that must be considered: the
needs, possibilities, expectations, and areas of improvement of these individuals.
The combination of the three main components will result in the desired outcome. In this
case, we are talking about the stakeholders who can provide the work opportunity. These
include management, employers, managing directors and human resources directors.
Despite being disabled in a certain way, these individuals want to contribute to society,
use their skills, creativity, abilities and finally, those who know the problems at the highest
level - the experts of EU policies on disability and employment. In this analysis, we will
examine each of the three sectors individually, posing questions designed to gain insight
into their circumstances and perspectives. This will enable us to identify the areas where
intervention is most needed.

The data presented in the graph indicates that the majority of our management-lev-
el participants are employed in private companies, accounting for 51% of the total.
This indicates that private sector organisations have a significant presence in the survey,
which may provide insights into corporate practices and policies regarding the inclusion
of disadvantaged individuals. The public sector, which accounts for 30% of participants,
also plays a pivotal role, reflecting governmental and institutional perspectives on em-
ployment inclusivity. Meanwhile, the non-profit sector, with 19% of participants, provides
valuable input from organisations that often advocate for social justice and support for
marginalised groups. The diverse range of respondents from different sectors enhances
the value of the survey results, providing a comprehensive overview of work inclusion
practices and challenges from multiple perspectives.

There are no substantial deviation or variation with the numbers collected in the
2023.
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Non-profit sector
19%

As we can see on the graph, most of
our participants in the group of man-
agement are those working in the
private companies. They create 51
%. The participants from public sec-
tor make 30 % and non-profit sector
reached 19 %.

Private sector
51%

Public sector
30%

Non-profit sector
25.7%

As we can see on the graph, most of
our participants in the group of man-
agement are those working in the
private companies. They create 48 %
(525 participants). The participants
from public sector make 27 % (292
participant) and non-profit sector
reached 26 % with 281 participants in
the survey.

Private sector
475%

Public sector
26.7%

The data indicates that the majority of respondents are primarily engaged in the edu-
cation sector, representing 25% of the total. This significant presence underscores the
vital role that educational institutions play in addressing and promoting work inclusion
for disadvantaged individuals. The Health and Social Work sector follows closely behind
at 16%, underscoring its importance in providing support and services to marginalised
groups. The Transport and Communication sector, which represents 9% of respondents,
also makes a notable contribution, reflecting the necessity for inclusivity in essential pub-
lic services and infrastructure.

The diverse representation across various business areas enhances the value of the sur-
vey findings, providing a comprehensive view of how different industries address the
inclusion of disadvantaged individuals. The table below provides further detail on the
composition of our respondents, showcasing the varied sectors involved and their
respective contributions to the overall data. This variety ensures a comprehensive un-
derstanding of current practices, challenges and opportunities in fostering an inclusive
workforce across multiple domains.
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The results of the 2024 survey indicate that companies with 10 to 24 employees repre-
sent the largest group, accounting for 35% of all surveyed organisations. This substantial
figure indicates that small to medium-sized enterprises (SMEs) are actively engaged in
discussions about work inclusion for disadvantaged individuals. These companies often
have greater flexibility to implement inclusive practices, but may also encounter distinc-
tive challenges due to their size and resource limitations.

The second largest group is made up of smaller organisations, with fewer than 10 employ-
ees, at 25%. It is vital that they participate, as they represent a significant economic seg-
ment and can provide valuable insights into the barriers and opportunities for inclusion
within very small businesses.

The third largest group of respondents, representing 13% of the total, are companies with
100 to 249 employees. Mid-sized businesses have the potential to implement more struc-
tured inclusion programmes and policies, but may still encounter challenges related to
scalability and resource allocation.

The survey included 10% of organisations with 250 to 499 employees. Larger companies
are likely to have more resources and established HR practices, offering valuable insights
into advanced inclusion strategies and their effectiveness.

It is worth noting that only one company with more than 5,000 employees participated in
the survey. The input of such a large organisation, while limited, is still valuable as it can
provide insights into the complexities and successes of implementing inclusive practices
on a large scale.

The diverse range of company sizes represented in the survey provides a comprehensive
overview of the varying approaches and challenges faced by different types of
organisations in promoting work inclusion for disadvantaged individuals.

Only minor changes occurred between the 2024 and 2023 edition of the report, as
shown by the graphs below:
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The companies with the number of employees between 10 to 24 create the biggest group
in the survey. They make 35 % of all companies/ organisations. Smaller companies/ or-
ganisations are the second most represented in the survey with 25 % The third rank be-
longs to those with 100-249 employees (13) and the fourth position belongs to the com-
panies/ organisations with 250 to 499 employees (10 %,). This survey participate only one
company with more than 5 thousand employees.
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The companies with the number of employees between 10 to 24 create the biggest group
in the survey. They make 34 % of all companies/ organisations (376 respondents). Smaller
companies/ organisations are the second most represented in the survey with 26 % (280
respondents). The third rank belongs to those with 250 to 499 employees (16 %, 176 re-
spondents) and the fourth position belongs to the companies/ organisations with 100 to
249 employees (11 %, 123 employees). This survey did not participate any company with
more than 5 thousand employees.

In 2024, the responses to this question indicate a worrying lack of familiarity among em-
ployers with the legislative frameworks that govern the employment rights of persons
with disabilities. The most common response, at 32%, was “only a little," indicating a min-
imal understanding among a significant portion of employers. This lack of awareness can
impede the effective implementation of inclusive practices and compliance with relevant

legislation.



A further 23% of employers indicated that they were unaware of these critical legal frame-
works, selecting the second most common response, “not at all." This indicates a need for
more effective communication and training on disability employment rights. While 19%
of respondents indicated they are familiar with these laws “to some extent,’ there is still
much room for improvement in deepening their knowledge. It is encouraging to note that
22% of respondents indicated they were familiar with the legislation “rather much.” This
suggests that nearly a quarter of employers are well-informed and potentially more ca-
pable of creating inclusive workplaces. Nevertheless, this figure demonstrates that the
majority of employers lack the requisite knowledge.

Data collected are very similar to those belonging to the 2023 edition of the survey, as
shown by the images below.
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Very much Rather much  To some extent Only a little Not at all

In this question we asked the employers whether they were familiar with the main legis-
lative frameworks, national and international, regarding the employment rights of persons
with disabilities. The most common answer “was only a little”, answered by the 32 %. The
second most common answer with 23 % was “not at all” Only with 4 points less ranked
the third answer “to some extend” (243 respondents, 19 %). “Rather much” replied 22 %
while “Very much” was the answer stated by only 4 % .
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Very much Rather much  To some extent Only a little Not at all

In this question we asked the employers whether they were familiar with the main legis-
lative frameworks, national and international, regarding the employment rights of persons
with disabilities. The most common answer “was only a little’} answered by 408 partici-
pants (37 %). The second most common answer with 22 % - 246 participants was “not at
all”. Only with 3 respondents less ranked the third answer “to some extend” (243 respon-
dents, 22 %). “Rather much” replied 17 % (186 respondents) while “Very much” was the
answer stated by only 1 % (15 respondents).

We asked the respondents who manage companies or their respective parts whether
they had any policies or practices concerning persons with disabilities.
The most frequently cited answers were:

1 Recruitment (27%)

2. Adapting working hours as necessary (21%)

3. We do not have any policy (19%)

4, Adapting working patterns as necessary (15%)

5. Monitoring the number of persons with disabilities in the workforce (12%)
6. Equipment/personal support for disabled employees (8%)

7. Consulting with employees with disabilities on their needs (8%)

8. Encouraging the retention of employees with disabilities (6%)

9. Promoting disability awareness among employees generally (5%)

10. Training and development (4%)

1. Allowing for special leave necessitated because of the disability (4%)
12, Promotion (3%)

13. Redundancy or termination (2%)
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Interestingly, some options such as “Other” and “We do not have any policy” were sig-
nificant, with “We do not have any policy” chosen by 19% of respondents, highlighting a
critical area for improvement in policy implementation for disability inclusion in the work-
place.
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The survey data revealed that the most common response was “We hire persons with
disabilities to comply with legal obligations,’ selected by 27% of respondents. This was
closely followed by the response, “We proactively encourage applications from individu-
als with disabilities,’ which was selected by 27% of respondents.

The third most common response, selected by 18% of respondents, was, “We do not have
a specific stance or policy regarding the recruitment of individuals with disabilities.”

A further 14% of respondents indicated that they consider some roles to be more suitable
for candidates with disabilities than others. This reflects a perspective that job suitabil-
ity varies based on disability.

Finally, 13% of respondents stated, “We would not consider recruiting a person with a
disability,’ which highlights a significant barrier to inclusivity that still exists in some
organisations.

Comparing the 2023 and 2024 data, we can say that both graphs indicate that the most
common responses are a lack of specific policies (28%) and hiring to comply with
legal obligations (28%). However, the first graph shows a higher emphasis on actively
encouraging applications from persons with disabilities (27%) compared to the second
graph (13%). The second graph also highlights a slightly higher percentage of respon-
dents with no view or policy against recruiting persons with disabilities (28%). These
results suggest a need for more proactive and inclusive hiring practices across organiza-
tions.
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We actively We have no We see some jobs We would not We hire persons Other
encourage job particular view or as more suitable consider recruiting with disabilities to
applications from policy for or for persons with a person with comply with legal
persons with against recruiting disabilities than disability obligations
disabilities persons with others
disabilities

Based on the survey data, the most common response was, “We hire persons with disabil-
ities to comply with legal obligations,” chosen by 27% of respondents. Equally significant,
27% of respondents stated, “We actively encourage job applications from persons with
disabilities.”

The third most frequent answer, at 18%, was, “We have no particular view or policy for or

against recruiting persons with disabilities.”



Following this, 14% of respondents indicated, “We see some jobs as more suitable for per-
sons with disabilities than others,” and 13% stated, “We would not consider recruiting a
person with a disability.!
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“We have no particular view or policy for or against recruiting persons with disabilities”
was the answer of 312 respondents and with 28 % ranked the first position among the an-
swers. The second one with the same percentage but with the count of 309 respondents
was the answer “We hire persons with disabilities to comply with legal obligations” The
result of 13% (148 respondents)

We wanted to know from our respondents the percentage of persons with disabilities over
the total number of employees at their company/organisation and we explained to the
respondents that for the purposes of this survey we ask about the persons with disabilities
included those who had long-term physical, mental, intellectual, or sensory impairments
which in interaction with various barriers may hinder their full and effective participation
in society on an equal basis with others.

The bar chart reveals the distribution of employees with disabilities across various
companies. A small percentage (about 5%) of companies reported having no employees
with disabilities. The largest group (27%) indicated that less than 5% of their workforce
consists of employees with disabilities. Approximately 17% of companies reported having
5% to 10% of their employees with disabilities, with a similar percentage for the 10% to
15% and 20% to 25% ranges, showing moderate levels of inclusion. About 16% of
companies reported having 15% to 20% of their workforce as employees with disabilities.



Notably, there is no reported data for companies with more than 25% of their workforce
being persons with disabilities, indicating that higher representation is uncommon.
Overall, the data suggests that while some inclusion exists, many companies still have a
relatively low percentage of employees with disabilities, highlighting the need for
increased efforts to support equitable workplace participation.

2024

30

27%

The bar chart shows the distribution of employees with disabilities in various companies.
About 3% of companies reported no employees with disabilities, while the largest group
(27%) had less than 5%. Around 17% of companies reported 5% to 10%, 10% to 15%, and
20% to 25% of their workforce as employees with disabilities, indicating moderate
inclusion levels. Approximately 16% of companies had 15% to 20% representation. No
data is shown for companies with more than 25% of employees with disabilities, suggest-
ing higher representation is rare. This indicates a need for increased efforts to support
workplace inclusion for persons with disabilities.

2023

30%




The first position belongs to the answer “Less than 5%" (30% - 324 respondents).

The second most stated answer was “10% - 15%" (24 %, 259 respondents) and the third
ranked the option 15%-20% (18% - 203 respondents). As we see from the chart, people
with disabilities do not make more 25 % of employees in any of the companies/organisa-
tions, while 11 respondents (1%) answered the percentage of persons with disabilities over
the total number of employees at their company/ organisation is zero.

The two charts compare the distribution of employees with disabilities in companies
for 2023 and 2024. In 2024, only 3% of companies reported having no employees with
disabilities, up from 1% in 2023. The largest group in 2024, with 27%, had less than 5%
of employees with disabilities, down from 30% in 2023. Companies with 5% to 10% of
employees with disabilities increased slightly to 17% in 2024 from 14% in 2023. The 10%
to 15% range decreased significantly to 18% in 2024, from 24% in 2023. The 15% to 20%
category saw a minor decrease from 18% in 2023 to 16% in 2024. However, the 20% to
25% range increased to 17% in 2024 from 13% in 2023. There were no companies with
more than 25% of employees with disabilities in either year. Overall, 2024 shows a slight
decrease in lower percentage ranges but an increase in the 20% to 25% range compared
to 2023.

The chart illustrates the responses from employers regarding the reasons for employ-
ing persons with disabilities. A significant majority, nearly 60%, stated that no one with
a disability has ever applied for employment at their workplace. Around 20% marked the
question as “Not applicable,” indicating that the question did not pertain to their situation.
A small percentage of employers (around 5%) indicated that some persons with disabili-
ties have applied but were not recruited due to their disability. Similarly, about 5% noted
that applicants with disabilities were not recruited on grounds other than their disability.
Another 5% mentioned that some employees with disabilities were employed in the past
but subsequently left. A minor fraction, less than 5%, chose “Other” reasons. This data
suggests that many employers have not had the opportunity to employ persons with
disabilities, highlighting a potential gap in applications or recruitment practices.

If your company/organisation does not employ/recruit persons with disabilities,
is it because:
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has ever applied for not been recruited, on not been recruited due employed in the past,
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workplace disability was considered as a
barrier for a particular
job



We also wanted to investigate the other part of respondents among the employers,
those who stated that there are persons with disabilities among their employees,
and we asked them the reasons for employing them. The pie chart shows the reasons
for employing persons with disabilities. The most significant reason, at 47%, is company
culture, indicating a strong focus on inclusivity. Compliance with national regulations ac-
counts for 27%. Other reasons include employees developing care needs after employ-
ment (14%) and tax incentives (8%). Less common reasons, each at 1% or less, include
higher retention and productivity, expanding the consumer market, valuing diverse skills,
improving company reputation, and diversity-oriented hiring strategies. This data high-
lights the importance of company culture in promoting the employment of persons with
disabilities.

If there are persons with disabilities among your employees, is it because of
(select all that apply):

1%

Company culture B Need to comply with national regulations B Tax incentives B Not applicable
People developed support/care needs when they were already employed Bl Company reputation/image
Increase consumer market and revenue by addressing the disability community

Higher productivity of persons with disabilities B Higher retention of persons with disabilities

Value of different ways of thinking and skills in the team B Other

Implementation of an active diversity oriented hiring strategy



The pie chart displays employer opinions on whether better exploiting information and
communication technology (ICT) in the recruitment process could increase the num-
ber of persons with disabilities among their employees.

A significant portion, represented by the green segment, indicates that employers believe
ICT could help “to some extent.’ The blue segment shows that many employers think ICT
could help “very much,’ reflecting strong optimism. The red segment indicates that some
employers believe ICT could help “only a little,” while the purple segment shows a smaller
group who think it could help “rather much.” A minority, represented by the smallest seg-
ment, feels that ICT would not help “at all.’

Overall, the majority of employers see at least some potential for ICT to improve the
recruitment of persons with disabilities, with many expressing strong confidence in its
effectiveness.

2024 The pie chart illustrates employer
. opinions in 2024 on the potential of
9% ICT in increasing the number of em-
ployees with disabilities. A substantial
47% believe ICT could help “to some
extent,” while 25% think it could help
"very much.” About 19% feel ICT could
help “only a little,’ and 9% believe it
could help “rather much.” Notably,
no respondents think ICT would not
help “at all" Overall, most employers
see potential in ICT to improve the re-
cruitment of persons with disabilities,
with a significant portion expressing
strong confidence in its effectiveness.

Very much

25% To some exten

47%

Only a little
19%

2023

Rather much
8%

Very much

22%

To some exter
44%

Only a little
26%

Asking this question, we wanted to
know from the respondents wheth-
er they believe that the proportion of
employees with disabilities may rise
if they used information and commu-
nication technology (ICT) and ICT
tools more effectively during the hir-
ing process. 44 % (479 participants)
answered “To some extend” while
“Only a little” chose as an answer 289
respondents (26 %). Fewer of them,
240, replied “Very much” and make 22
% of answers. “Rather much” (90 par-
ticipants, 8%) was the last among the
chosen options. “Not at all” gained no
vote.



In both years, no respondents thought ICT would not help “at all.” The belief that ICT could
help “to some extent” remained stable, with a slight increase from 44% in 2023 to 47% in
2024. Optimism in ICT's potential grew, as those who thought it could help “very much”
increased from 22% in 2023 to 25% in 2024. Conversely, there was a decrease in those
who felt ICT would help “only a little,” dropping from 26% in 2023 to 19% in 2024. The be-
lief that ICT could help “rather much” saw a minor increase from 8% in 2023 to 9% in 2024.
Overall, confidence in ICT's ability to aid in the recruitment of persons with disabilities
appears to have strengthened slightly from 2023 to 2024.

The pie chart reflects employer opinions in 2024 on whether better exploiting ICT tools
on the job, such as providing reasonable accommodation, could increase the number of
employees with disabilities.

The largest segment, 35%, believes ICT could help “to some extent." An equal percentage
of employers, 26%, think ICT could help “very much” and believe it would not help “at all.’
Meanwhile, 11% feel ICT could help “only a little,’ and a small fraction, 2%, believe it could
help “rather much.”

Overall, the data suggests a significant portion of employers see at least some potential
for ICT to facilitate the inclusion of persons with disabilities in the workforce, with a
notable number expressing strong confidence in its effectiveness.

The pie chart shows employer opin-

ions in 2024 on using ICT to provide

reasonable accommodations for in-

creasing employees with disabilities.

To some extent 35% believe ICT could help “to some
35% extent,” while 26% think it could help
“very much.” Another 26% think it

would not help “at all;’ and 11% feel it

could help “only a little." A small 2%

believe it could help “rather much.’

This indicates that many employers

see potential in ICT for increasing
workforce inclusion, with a significant

Very much onlyalittle portion expressing strong confidence

26% % in its effectiveness.

Not at all
26%

Rather much
2%



In this case we were interested in the
ICT and ICT tools on the job and their
potential to increase the number of
persons with disabilities among the
To some extent employees. As it resulted, the most of
respondents, 350, incline to the an-
swer “To some extend” (32 %) while
265 of them (24 %) believe that it
doesn't have any influence. Instead,
256 preferences (23 %) gained the
answer “Very much”. “Only a little”
chose 204 participants (19 %) and
“Rather much” received 23 preferenc-
es (2%).

Not at all
24%

Rather much
2%

Very much

23%
Only a little

19%

The pie charts compare employer opinions from 2023 and 2024 on using ICT to pro-
vide reasonable accommodations for increasing the number of employees with dis-
abilities. In 2024, 35% of employers believe ICT could help “to some extent,’ up from 32%
in 2023. The percentage who think ICT could help “very much” increased to 26% in 2024
from 23% in 2023. Conversely, 26% in 2024 think it would not help “at all," compared to
24% in 2023. The proportion of employers who feel ICT could help “only a little” decreased
to 11% in 2024 from 19% in 2023. The belief that ICT could help “rather much” remained
steady at 2% in both years. Overall, confidence in ICT's potential to improve the recruit-
ment of persons with disabilities increased slightly from 2023 to 2024,

The bar chart presents various challenges employers face in hiring persons with dis-
abilities in 2024. The most significant issues are the inaccessibility of standard recruit-
ment channels, cited by 23% of respondents, and the lack of knowledge on how to make
recruitment processes inclusive, cited by 22%. Physical accessibility of the work envi-
ronment is a challenge for 18%, while a mismatch between work demand and skills or
capabilities affects 16%.

Other challenges include the need to allow for flexible ways of working (10%) and provid-
ing additional on-the-job support or training (6%). A smaller percentage (5%) mentioned
“Other” reasons. The cost of adapting the workplace and providing assistive technologies
is a concern for 1% of employers, while digital accessibility and the time-consuming na-
ture of assessing candidates with disabilities were not cited as significant issues in this
survey.
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In both years, the inaccessibility of standard recruitment channels was the top
challenge, though it decreased from 30% in 2023 to 23% in 2024. The lack of knowledge
on making recruitment processes accessible remained significant but increased slightly
from 19% in 2023 to 22% in 2024. Physical accessibility issues remained consistent at 18%
for both years. The mismatch between work demand and skills saw an increase from 12%
in 2023 to 16% in 2024.
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The need for flexible working arrangements increased slightly from 9% in 2023 to 10%
in 2024, while the need to provide additional on-the-job support remained the same at
6%. Other unspecified reasons and the cost of adapting workplaces stayed relatively mi-
nor concerns, each remaining at 5% and 1% respectively. Digital accessibility and the
time-consuming nature of assessing candidates with disabilities were not cited as signif-
icant issues in either year.

Overall, while some challenges remained consistent, there were noticeable changes
in the perceived importance of certain issues, particularly in the accessibility of re-
cruitment channels and the mismatch between work demand and skills.

The bar chart outlines various strategies that employers believe could facilitate the
recruitment of persons with disabilities based on their company or organization’s
experience. The top suggestions, each cited by 16% of respondents, are improving the
physical accessibility of work environments and making specific requests to job centers
and career offices. Receiving training on how to be inclusive during recruitment process-
es is important for 15% of employers. Using job advertisements that welcome persons
with disabilities is seen as a beneficial strategy by 14%. Setting up dedicated recruitment
processes specifically for persons with disabilities is suggested by 12%, indicating a sig-
nificant interest in specialized recruitment pathways.

Other strategies include increasing the use of hardware and software specifically de-
signed for persons with disabilities (8%) and using dedicated platforms for their recruit-
ment (7%). Additionally, improving the digital accessibility of devices, technologies, and
websites, as well as adapting assessment tools to the disabilities of applicants, are each
seen as helpful by 7% and 4% of respondents, respectively.

Overall, the data suggests a multifaceted approach is needed, combining physical, digital,
and procedural improvements, along with targeted training and outreach efforts, to effec-
tively recruit persons with disabilities.
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The pie chart highlights the obstacles employers face in retaining employees with
disabilities in 2024. The biggest challenges, each cited by 17% of respondents, are the
mismatch between work demands and skills or capabilities and the lack of career
prospects for these employees.

Lack of training opportunities is a significant issue for 16% of employers. Additionally, 13%
pointed to the attitudes of colleagues, which can make employees with disabilities feel
uncomfortable. Another 13% of employers reported no specific obstacles or costs com-
pared to retaining employees without disabilities.

Providing additional on-the-job support or assistance, such as interpreters or signers for
hearing-impaired employees, is a concern for 12% of employers. The cost of adapting the
workplace and providing assistive technologies is mentioned by 9% of respondents, while
2% cited other reasons.

Overall, the data underscores various challenges, with skill mismatches and career
progression being the top issues, followed by training opportunities and social in-
clusion. Addressing these barriers is crucial for improving the retention of employ-
ees with disabilities.

17.2%
17.2%
B Mismatch between work demand and skills/capabilities Lack of career prospects for employees
Cost of adapting workplace and provide assistive technologies B Lack of training opportunities

B Cost of providing additional on-the-job support or assistance (e.g. provision of interpreters/signers for a person with
a hearing impairment)

Attitudes of colleagues making employees with disabilities feel uncomfortable Other

B No specific obstacle/cost compared to retention of people without disabilities
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a hearing impairment)

Attitudes of colleagues making employees with disabilities feel uncomfortable Bl Other

No specific obstacle/cost compared to retention of people without disabilities

In 2024, the main challenges were the mismatch between work demands and skills (17%)
and the lack of career prospects (17%). Lack of training opportunities (16%) and attitudes
of colleagues (13%) were also significant. Providing additional on-the-job support con-
cerned 12%, while the cost of adapting the workplace was cited by 9%. Only 2% men-
tioned other reasons.

In 2023, the top issue was the lack of training opportunities (25%). The absence of specific
obstacles was noted by 18%, and the mismatch between work demands and skills by 17%.
Lack of career prospects was also at 17%, with attitudes of colleagues at 12%. The cost of
adapting the workplace was mentioned by 6%, and providing additional support by 5%.
Other reasons accounted for 3%.

Comparing both years, training opportunities were less of a concern in 2024 (16%) than
in 2023 (25%). The perceived absence of specific obstacles decreased from 18% in 2023
10 13% in 2024, The mismatch between work demands and skills remained steady at 17%.
Addressing these evolving concerns is crucial for improving retention of employees with
disabilities.



Our respondents were asked to select top three answers from the offered options, and
this way to give us the feedback on the topic of removing barriers to the retention of
persons with disabilities according to their company/organisation’s experience. The
bar chart sets out the strategies that employers believe can be employed to remove
the barriers to retaining employees with disabilities. The most frequently recommend-
ed course of action, as identified by 23% of respondents, is the promotion of flexible work-
ing practices. The next most popular recommendation, at 22%, is to increase the use of
hardware and software specifically designed for persons with disabilities.

Specific training for persons with disabilities is recommended by 20% of respondents. A
further 14% of respondents believe that training colleagues of persons with disabilities
will foster a more inclusive environment. A strategy for the inclusion of persons with dis-
abilities is regarded as important by 12% of employers.

6% of respondents recommend raising awareness among employers, HR staff, and em-
ployees, while two percent suggest other unspecified strategies.

The data suggests that flexible working arrangements, specialised technology and target-
ed training are key strategies for improving the retention of employees with disabilities.

According to your company/organisation’s experience, what could you do, as an
employer, to remove barriers to the retention of persons with disabilities?
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Employing persons with disabilities may carry certain obstacles, but let's give a look at
the brighter side of the problematics - the benefits and opportunities of hiring persons
with disabilities according to the opinions of the survey participants. These are three most
voted benefits in the opinions of the respondents.

The bar chart displays the perceived benefits for employers in hiring persons with
disabilities in 2024. The top benefit, cited by 31% of respondents, is the improvement of
company reputation and image. Close behind, at 29%, is the enhancement of job morale
and corporate culture.

Increased productivity is noted by 11% of employers, while 10% see compliance with
government regulations and initiatives as a key benefit. Both tax incentives and the value
of different ways of thinking and skills in the team are cited by 9% of respondents.

No respondents mentioned reducing employee turnover or increasing consumer market
and revenue by addressing the disability community as specific benefits. Additionally,
0% indicated no specific benefit or opportunity compared to employing people without
disabilities, and no other unspecified benefits were cited.

Overall, the data suggests that improving company reputation and morale are the primary
motivations for employers to hire persons with disabilities, followed by regulatory
compliance and potential productivity gains.



The methodology employed to analyse data gathered from this issue simply gave a weight-
ed average to each option which requested a rate for the measures provided. Respondents

were asked to state how strongly they agree or disagree with each statement.

1. Cost of
Adjustments
vs. Recruitment

2. Attendance and
Punctuality

3. Impact on Staff
Relations and
Morale

4. Impact on
Company's Public
Image

5. Appropriateness
for Client-Facing
Roles

6. Comfort Level of
Staff

7. Benefit of
Adjustments

8. Productivity

41% believe that making
adjustments for an employee
who becomes disabled often
costs less than recruiting a
new employee

33% somewhat agree, 13% are
neutral, and 14% disagree

26% believe persons with
disabilities have better
attendance and punctuality
records

29% somewhat agree, 35% are
neutral, 5% somewhat
disagree, and 4% disagree

21% believe that recruiting/
retaining an employee with a
disability positively affects staff
relations and morale

40% somewhat agree, 30% are
neutral, 7% somewhat
disagree, and 2% disagree

30% believe it positively affects
the company'’s public image

38% somewhat agree, 10%
are neutral, 21% somewhat
disagree, and 1% disagree

Only 1% believe it is
inappropriate for employees
with disabilities to have
client-facing roles

3% somewhat agree, 30%
are neutral, 42% somewhat
disagree, and 24% disagree

7% believe most staff may feel
uncomfortable working with a
person with disabilities

7% somewhat agree, 1%
are neutral, 65% somewhat
disagree, and 21% disagree

22% believe adjustments made
for employees with disabilities
can benefit others

42% somewhat agree, 32%
are neutral, 3% somewhat
disagree, and 1% disagree

2% believe employees with
disabilities tend to be less
productive

33% somewhat agree, 31%
are neutral, 33% somewhat
disagree, and 2% disagree
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Most employers recognize the benefits of adjustments and inclusive practices for employ-
ees with disabilities, though opinions vary on specific impacts. There's a notable belief
in the positive effects on company image and staff morale, but some reservations
about productivity and additional management time. The use of ICT tools for recruit-
ment and accommodation is generally viewed positively, but there's room for improve-
ment in awareness and implementation.

The pie chart reflects a detailed analysis of the employment situation in 2024 of people
with disabilities, offering an insight into the current employment situation of this target
group, divided into different occupational categories. The response options included in
the survey reveal that the largest groups of respondents belong to the following catego-
ries: ‘Part time worker, ‘Full time worker’ and 'l have worked in the past, but | am currently
unemployed:



The aim of the graph is to provide a clear and concise view of the situation of working
conditions within the sample surveyed, offering useful insights into current employment
dynamics.

Analysing the 2024 responses, it
tirea TN emerges that the category with
) Paie ot the highest response rate (33%)
is part-time workers. The second
largest response group (26%) is
full-time workers. In third place is
the percentage (23%) that refers
to people who have worked in the
past but are unemployed at the
o VFu;I-'tyir:ze%wcrker moment.

I have worked in the past but | am currently unemployed
23%

Self-employed
10%

Only 5% of respondents say they have never worked. These data thus reveal a predom-
inance of part-time workers and a significant presence of the unemployed, with a varied
representation of other job categories.

Among the respondents of this

s survey the most of persons with

o N disabilities are those who work

T full-time. They create 35 % (278

persons). The second largest

group is “Part-time worker” which

makes 30 % with 233 votes. The

third one ranked the answer “/

have worked in the past, but |

N am currently unemployed” which

was chosen by 156 respondents
(20%).

I have worked in the past but | am currently unemployed
19.8%

Self-employed
4%

Retired people make 6% the respondents and the same percentage belongs to those
who have never worked. Self-employed respondents represent 4% of survey participants.
Among the respondents there is no trainee.

An analysis of the data on workers with disabilities in 2023 and 2024 reveals similar-
ities. In 2023, the majority of respondents were full-time workers (35 per cent), followed
by part-time workers (30 per cent), the unemployed who had worked in the past (20 per
cent) and those who had never worked (6 per cent). In 2024, part-time workers became
the largest group with 33%, followed by full-time workers (26%), the unemployed who
have worked in the past (23%) and those who have never worked (5%). An analysis of
the data for these two years shows that full-time and part-time workers remain the main
categories, although the group of part-time workers in 2024 exceeds the proportion of
full-time workers, rising from 30% to 33%, while the proportion of full-time workers falls
from 35% to 26%. A slight increase also emerges in the proportion of unemployed people
who have worked in the past (20% in 2023 and 23% in 2024). In 2023, then, 6% of the
respondents had never worked, while in 2024 this percentage dropped to 5%. The overall
analysis shows a slight but significant change in the employment dynamics of people
with disabilities, with a trend towards more flexible forms of work and a gradual increase

in the difficulty of maintaining stable employment.



The graph illustrates the distribution of employment sectors in which people with dis-
abilities who responded to the survey are employed. The answers relate to the private
sector, the public sector and the non-profit sector. This question complements the pre-
vious question in order to get a more complete picture of the occupational distribution
within the world of work of people with disabilities.

In 2024, the results show that the ma-
_ jority of employed persons with dis-
T abilities work in the non-profit sector
(40%), 37% work in the public sec-
tor and 23% of respondents are em-
ployed in the private sector.
Considering this distribution, it seems
that the non-profit and public sectors
may offer more inclusive employment
opportunities for people with disabili-
ties than the private sector.

Non-profit sector
40%

Public sector
37%

The non-profit sector seems to be the
most welcoming for persons with dis-
abilities, as it was chosen by 319 par-
e ticipants and with 40% it makes the
biggest part of the answers. It is fol-
lowed by private sector which gained
33 % (258 participants) and the least
voted with 27 % is the public sector,
which employs 212 of the respon-
dents.

Non-profit sector
40%

Public sector
27%

The analysis of the data on the employment sectors of people with disabilities in 2023
and 2024 shows a significant trend common to both years analysed, but with a differ-
ence in the distribution in minority sectors. In 2023, the non-profit sector stood out as
the most welcoming, chosen by 40% of the participants, followed by the private sector
with 33% and, finally, the public sector with 27%. In 2024, the non-profit sector retained
its dominant position with 40 per cent of employees, while the public sector saw a sig-
nificant increase to 37 per cent of employees, and the private sector saw a decrease to
23 per cent. These results indicate that the not-for-profit sector continues to maintain
greater opportunities for employment inclusion for people with disabilities. Certainly,
the percentage increase in the public sector is an encouraging finding, which may reveal
a trend towards more inclusive policies and practices in these areas.



The analysis relating to this question reveals a graph presenting a general overview of
the type of employment held by the persons with disabilities interviewed. The two
possible response options are employment ‘in the open labour market’ or employment in
“sheltered or protected” jobs.

Job in the open labour market
48%

The 2024 analysis returns a balanced proportion of respondents: 48% of respondents
work in the open labour market, represented by traditional companies or organisations,
while 52% are employed in sheltered or reserved jobs, which are often integrated within
facilities or programmes specifically designed to support people with disabilities. These
data suggest that, while a considerable proportion of people with disabilities manage to
find employment in the general labour market, a slight majority find opportunities in work
environments tailored to their needs, thus benefiting from policies and measures to
protect the employment of people with disabilities.

£1%

Job in the open labour market
59%

The respondents from the group of persons with disabilities told us what kind of job they
had. In the case of being retired or unemployed, we asked them to refer to their last expe-
rience. The results show that 59 % (468 participants) have or had job in the open labour
market and 41 % (321 participants) have or had sheltered/protected employment.



Analysis of the data for 2023 and 2024 shows a change in the distribution of employ-
ment types among people with disabilities. In 2023, the majority of respondents (59%)
were employed in the open labour market, while 41% were employed in sheltered or re-
served jobs. In 2024, we find this gap reduced, with a more balanced distribution between
the two categories: 48% of respondents say they work in the open labour market and 52%
in sheltered or reserved jobs. This change highlights from 2023 to 2024 an increase in
the integration of people with disabilities in sheltered employment, which may have been
generated as a result of policies or programmes aimed at supporting this segment of the
population. It is important to monitor this data over time because it can help us under-
stand the effectiveness of initiatives to promote a more inclusive type of employment and
ensure equal opportunities in the labour market.

The chart below shows the analysis of the question on the type of work that people
with disabilities interviewed carried out in 2024. The results show that the hotel and
restaurant sector employs 25% of people with disabilities, followed by health and social
work with 19% and the education sector with 17%. 22% work in other community, social
and personal services, while public administration employs 16%. Employment in sectors
that we can consider as belonging to the industrial and technical environment such as
agriculture, manufacturing, construction, trade, transport, etc. was not recorded. These
data show a significant concentration of people with disabilities in the service and public
sectors.
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Looking at the data for 2023, it is evident that although the percentages are slightly dif-
ferently distributed among the various sectors than in 2024, there is a common trend, that
of respondents belonging to the public and service sectors. Even in 2023, in fact, a lack of
respondents in the technical and industrial sectors is noticeable, confirming a linearity of
trend between the two years.

In conclusion, the data presented in the 2024 graph thus show a notable concentration in
the employment of people with disabilities in the service and public sectors. In particular,
sectors such as hotels and catering, health and social care, education and community
services account for a substantial majority of employment opportunities for people with
disabilities, especially when compared to the absence of respondents in more technical
sectors such as industry and commerce. This distribution highlights the necessity to
maintain the efforts to improve accessibility and representation across sectors,
promoting a more equitable and diverse workforce.
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The graph illustrates the distribution of job positions among people with disabilities
who responded to the survey.

In the 2024 responses, most of these people, 82%, occupy positions in routine roles, (such
as cleaners, drivers, assemblers and porters). Only 11% hold intermediate occupations,
such as assistants to higher-level professionals, while none are represented in the cat-
egories of high or low management, entrepreneurs, or technical and supervisory roles.
Finally, 7% are in other unspecified job categories. This scenario shows a significant con-
centration in routine positions and limited participation in higher professional and man-
agerial roles, with a clear distribution of people with disabilities within the employment
landscape.
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Concerning the job position, the routine occupations, such as cleaners, drivers,
assemblers, porters, messengers etc., ranked the first position among the answers with
69 % (545 participants). The second most common was the answer Other which gained
27 % and was voted by 210 respondents. The third one ranked “Intermediate occupations
(Assistant to higher-level professionals)”, it is the job position of 33 respondents (4%). One
respondent chose the answer Lower managerial and professional (Administrator, manager,
supervisor) which represents 0 % among other answers. Job positions of “Higher manage-
rial and professional (CEQ, director)’; “Small employers and own account workers (Self-em-
ployed, employer with around 10 employees)’; “Lower supervisory and technical (draught-
spersons, telegraph and telephone line installers, precision instrument makers, electronic
fitters etc.)” and “Semi-routine occupations (shop workers, care workers, plumbers)” were
not voted by any respondent.

Comparing the data from the graphs on the job positions of people with disabilities in 2023
and 2024, some significant trends emerge. In 2023, the majority of respondents occupied
routine roles such as cleaners, drivers and assemblers, which accounted for 69% of re-
sponses. Intermediate positions were represented by only 4% of the respondents, while
managerial and higher professional categories had no representation. In 2024, there was
an increase in the percentage of people with disabilities employed in routine roles, rising
from 69% to 82%. The figure for intermediate occupations also increased from 4% to 11%.
With regard to managerial and entrepreneurial positions, however, the data reconfirms an
absence of representatives. Another significant figure relates to the ‘Other’ group, which
dropped dramatically from 27% to 7%. These changes indicate an increasing concentra-
tion of people with disabilities in routine roles and a persistently limited presence in
higher professional positions, suggesting a substantial stability in labour market seg-
mentation for this demographic group between the years examined.
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The graph below shows the responses of respondents regarding the factors that facili-
tated their entry into the world of work. In 2024, responses indicated that education and
training were the most important elements, with 33% of respondents identifying them as
the key factors. Work flexibility was equally important, ranking second in the analysis with
26%. Other relevant factors were ‘employer awareness of people with disabilities, which
ranked third in percentage terms with 25% of responses. Disability-specific recruitment

processes contributed only 11% of the total. Factors such as legislation, tax incentives for
employers, digitalization and government support were not considered significant, with
0% of respondents selecting them. Finally, ‘Other’ was selected by 5% of the respondents.
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As it is important to know what makes the difference and helps the persons with dis-
abilities to get the jobs, we asked the participants about their own experiences. In case
of being retired or unemployed, we asked them to refer to the last experience. The most
effective according to the respondents is Education and training, for this answer voted 46
% (366 respondents). The second most helpful is Flexible work with 168 preferences (21
%). The option “Employer’s awareness about persons with disabilities” received 134 prefer-
ences (17 %) and ranked on the third position. Follows the “Specific recruitment processes
for persons with disabilities” (67 preferences, 8 %) and the answer Other (54 preferences,
7 %). The options "Legislation (e.g., quotas for persons with disabilities)’, “Tax incentives
for your employer’, “Digitalisation” and “State aid” did not receive any vote.

Analysing the data on this question, it appears that the most effective factor in facilitat-
ing access to employment for people with disabilities is education and training. This
figure remained in line both in 2023 with 46% of responses and in 2024, although the per-
centage dropped to 33%. In second place in percentage terms is ‘work flexibility; which
is the second most important option in both years, but with an increase in preference
from 21% in 2023 to 26% in 2024. A relevant change concerns employers' awareness of
people with disabilities, which saw a significant increase from 17% of preferences in 2023
to 25% in 2024. Disability-specific recruitment procedures remained a minority, with a
slight change from 8% in 2023 to 11% in 2024. In both surveys, factors such as legislation,
tax incentives for employers, digitisation and government support were not considered
significant, with a preference rate of 0% in both years. The ‘Other’ option saw a slight
decrease from 7% in 2023 to 5% in 2024. These data show a central role of education
and training in the inclusion of people with disabilities in the labour market, with an
increase in the relevance of work flexibility and employer awareness.

This is similar to the previous question, but the aim here is to investigate not the factors
that helped people with disabilities find work, but the factors that help them in their
current job and in keeping it.

Among the factors considered by respondents, 19% consider legislation, such as quotas
for people with disabilities, to be of great assistance; another 19% emphasise the
importance of specific recruitment processes for people with disabilities. Slightly below,
with 18% of responses, are other unspecified forms of support, while 15% find education
and training useful. Only 9% mention work flexibility as a determining factor and even
fewer, 7%, consider employer awareness of people with disabilities to be relevant. Tax
incentives for employers and digitisation are each mentioned by 5% of respondents, while
only 2% consider state support to play a significant role. This gives a very significant
overview of the elements of support for people with disabilities already in employment.
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Answers Count %
Legislation (e.g., quotas for persons with disabilities) 17%

Specific recruitment processes for persons with disabilities -

Education & training

Employer's avarencsssbout prsons wihdsbifies |83 | %)

The “Legislation (e.g., quotas for persons with disabilities)” was the main help for the re-
spondents - persons with disabilities, on their job. This answer chose 137 participants (17
%). Other was the answer with 124 preferences (16 %) and the third one ranked “Specific
recruitment processes for persons with disabilities” with 120 preferences (15 %). The table
below shows the complete summary of the answers.

Comparing the data collected in 2023 and those collected in 2024 concerning factors
that support people with disabilities in the workplace, an interesting picture emerges of
the priorities and perceptions of the participants. For both years, the element considered
most supportive was ‘Legislation (e.g. quotas for persons with disabilities)' with 17% of
responses in 2023 and 19% in 2024, thus showing a slight increase. The latter figure ison a
par with that of ‘Specific recruitment processes for persons with disabilities’ with only 15%
in 2023. Education and training are similar, with 15% in 2024 and 13% in 2023. The data
thus show a continued preference for the factor of legislation, but also a diversification of
needs and preferences, indicating an increased awareness and appreciation of various
aspects of employment support for people with disabilities.



The pie chart investigates the correspondence between the participants’ work and
their qualifications or experience (CV). What is sought is a representation of the distri-
bution of participants’ qualifications or work experience in relation to the work they carry
out. This helps to understand whether respondents are doing jobs in line with their qual-
ifications or experience, thus highlighting situations in which highly qualified people are
doing jobs that do not require such qualifications, or the contrary.

To some extent
Not at all 19%

22%

Only a little
Rather much 18%

15%

Very much
26%

In 2024, the highest percentage figure was 26%, representing people who answered that
their job is very consistent with their CV or qualifications ('Very much’).

On the other hand, 22% stated that their job is not at all consistent with their qualifications
('Not at all’), 19% indicated a partial consistency ('To some extent’), while 18% (‘Only a lit-
tle') felt there was only a slight match. 15% felt that their work was rather consistent with
their qualifications (‘Rather much’). These data also include the experiences of those who
are retired or unemployed, referring to their last work experience.



To some extent

Not at all 20%

21%

Only a little
15%

Rather much
21%

Very much
24%

24% of the respondents (188 preferences) consider their jobs very much coherent with
their qualifications. Not at all was the answer second most voted by 166 respondents
(21%) and only four less votes received the answer rather much (162 preferences, 20.5 %).
156 preferences (20%) received the option “To some extend” and “Only a little” chose 117
respondents (15 %).

When comparing the data from the 2023 and 2024 surveys, a slight change in respon-
dents’ perceptions of the coherence between their job and their qualifications emerges.
Whereas in 2023, 24% of respondents considered their job to be very consistent with their
qualifications, in 2024 this percentage rose slightly to 26%, signalling a slight increase in
satisfaction with the consistency between job and qualifications.

However, the percentage of those who consider their job not at all consistent with their
qualifications increased from 21% in 2023 to 22% in 2024, indicating that a proportion of
respondents remain dissatisfied with this issue. Furthermore, in 2023, the answer ‘Rather
much’ had registered 20.5% of the preferences, but this percentage dropped to 15% in
2024, showing a decrease in the number of people who perceive a good coherence be-
tween their job and qualifications. In contrast, the response ‘To some extent’ increased
from 20% in 2023 to 19% in 2024, and the response ‘Only a little’ saw an increase from
15% to 18% over the same period. These data suggest a decrease in the perception of
intermediate consistency, with a proportion of respondents moving towards a perception
of less consistency.

The data therefore reveal that while a greater proportion of respondents in 2024 find
their jobs very coherent with their qualifications, there is also an increase in those who
perceive a total lack of coherence, reflecting a complex and varied

employment landscape.

This question is addressed to the persons interviewed who believe they do not have a
job consistent with their CV/qualifications, in order to try to understand the reasons why
these people, despite claiming to have the appropriate qualifications and a valid CV, are
unable to find a job in line with their skills and education.
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In 2024, the majority of the respondents to this question (72%) believe that the lack of
consistency between their job and their qualifications is due to their health condition
(iliness or disability). On the other hand, 22% of the respondents stated that they had
actively sought a type of job corresponding to their qualifications but had encountered
difficulties in the selection process or possible barriers in the labour market. Only 6% of
respondents indicated | am looking after family or home. No one chose the option ‘Other,
which suggests that the main reasons for job inconsistency are well represented by the
predefined categories. Overall, these results underline the importance of health condi-
tions and labour market dynamics as critical factors in the difficulty of obtaining employ-
ment in line with one’s qualifications.

2023

60 56%

2%
° 0%

| have actively | am unable to I am looking Other
looked for jobs but work due to after family
was never hired sickness/disability or home



Those respondents who did not find a job coherent with their CV/qualifications, we asked
about the reasons for this situation. The most of them stated that they have actively looked
for jobs but was never hired (25 votes, 56 %). The second reason, “/ am unable to work due
to sickness/ disability’; makes 42 % of answers (19 votes) and the answer “I am looking
after family or home” was voted only by one participant (2%).

Comparing analyses of data from 2023 and 2024, evident changes emerge in respon-
dents' perceptions of why their job is not in line with their qualifications. In 2023, the
maijority (56%) of respondents who had not found a job consistent with their CV indicat-
ed that they had actively sought employment without success, while 42% attributed the
difficulty to health or disability. By 2024, perceptions had changed significantly: 72% of re-
spondents considered their health condition as the main obstacle to consistency between
getting a job and the level of their qualifications and experience, with only 22% attributing
the difficulty to actively looking for work. The answer ‘Other’ was not chosen, suggesting
that the predefined categories adequately cover the main reasons. This change highlights
an increase in the awareness and impact of health conditions as a determining factor, and
also reflects changing labour market dynamics that influence access to and matching of
employment with occupational qualifications.

This chart shows data on the level of knowledge respondents have about the main
international and national frameworks on the labour rights of people with disabilities.

To some extent
15%

\
)\ Onlyalittle
n%

|
Not at all |

52%

Very much
7%

Rather much
15%

The majority of respondents, 52%, declare that they do not know these frameworks at all
(Not at all), while only 11% claim to have a limited knowledge of them (Only a little). The
percentages of those who say they have only partial knowledge of them and those who
say they have a fairly good knowledge of them are tied with 15%. Only 7% of the respon-
dents feel very well informed on these topics.

These data in 2024 paint a picture in which respondents have little general awareness of
the rights of workers with disabilities, suggesting the need for action in terms of
awareness-raising.
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Awareness of the respondents concerning their international and national frameworks
about the employment rights was the topic of this question. The result shows that more
than half of them have no such knowledge at all (58 %, 456 respondents). 28 % (224 re-
spondents) stated that they know rather much about their rights. The graph shows that
these two answers together create most answers, leaving the rest of the options only with
much smaller numbers.

Comparing the data of this question for 2023 and 2024 reveals consistent trends between
the two periods analysed.

In 2023, the majority of respondents (58%) stated that they had no knowledge at all about
their rights, while 28% stated that they had a fairly thorough knowledge. This picture
therefore shows a fairly clear and polarised distribution between the two cases. In 2024,
the majority of respondents still claim to have no knowledge of the frameworks, rising
from 58% in 2023 to 52% in 2024. The percentage of respondents claiming to have limited
knowledge also improved slightly, from 28% in 2023 to 11% in 2024.

Whereas in 2023 the intermediate answers were fairly insignificant percentages compared
to the polarisation of the larger groups, in 2024 the other answers are more evenly distrib-
uted between those with partial knowledge (15%), those with good knowledge (15%) and
those who feel very well informed (7%). This change suggests a slight increase in overall
awareness, although the level of knowledge remains generally low. The persistent lack of
awareness underlines the urgent need for targeted initiatives to raise awareness of
key international and national frameworks on the employment rights of people with

disabilities.



This question aims to investigate the perception respondents have regarding their
disability. In particular, what we want to investigate is whether they consider their disabil-
ity to be visible or invisible within the work environment.

This graph gives us an insight into how
respondents perceive the visibility of their
disability in 2024, 52% of respondents per-
ceive their disability as visible, indicating
that it is apparent to others and can be
easily observed. 26% perceive it as invis-
ible, suggesting that it is a condition that

visibie is not visible. 22% of respondents are not
sure how to classify their disability
according to the question.

Invisibile
26%

Don't know
22%

45 % of the respondents (355 preferenc-
es) consider their disability as a visible one,
while smaller number of them, 38 % (298
visibile preferences) as invisible disability.
o 136 participants (17 %) stated they did not
know the answer.

nvisibile
38%

Don't know
17%

When comparing the data for 2023 and 2024, some interesting trends emerge regarding
respondents’ perception of the visibility of disability. In 2023, 45% of respondents said
they perceived their disability as visible, the percentage of those who perceived their dis-
ability as visible increased significantly to 52% in 2024. There has thus been a rather sig-
nificant increase in the perception of visibility, which may suggest a greater awareness in
these terms. Furthermore, in 2023, 38% of respondents defined their disability as invisible,
with 17% not knowing how to classify their condition. In 2024, there was a slight change in
these numbers, with the percentage of those who considered their disability as invisible
dropping from 38% in 2023 to 26% in 2024, while the percentage of those who remained
unsure how to classify their condition increased slightly from 17% in 2023 to 22% in 2024.
These changes may reflect an evolution in disability awareness and highlight how the
perception of disability is still an evolving issue.



This survey aims to determine whether people with disabilities, the target demographic of
this research, have ever hidden or would consider hiding their disability from their cur-
rent or potential employer. Collecting data on this question is crucial to understanding
the perceptions of employees with disabilities within their work environments. In partic-
ular, it aims to assess whether these people perceive their work environment as safe and
inclusive and whether they feel comfortable disclosing their disability.

In 2024, 50% of respondents stated that
they have or could hide their disability from
their employer or a potential employer,
which is significant because it means that
half of the respondents do not feel com-
fortable sharing their disability status with-
in the world of work. 29% answered ‘no,

so% suggesting that a significant proportion
do not feel the need to hide their disability
and, finally, 21% are unsure of their

No position, which may reflect personal

o uncertainties or lack of experience.

Don't know
21%

Despite receiving quite equilibrated result,

Don't know anyway the answer Yes makes the biggest
1o part of the answers with 44 % and 345
preferences. It is followed by No with 320

preferences (41 %). 124 respondents chose

ves the answer Don’t know (16%)).
44%

No
40%

Comparing the data between the two graphs, a significant difference emerges between
2023 and 2024 in the responses to this question. In 2023, 44% of respondents stated
that they had or would hide their disability status from the employee or a potential em-
ployer, with only 16% saying they were unsure. In 2024 we have an increase in this figure,
with 50% of respondents stating that they have concealed or would consider concealing
their disability from their employer or a potential employer with 21% stating that they were
uncertain. The 2024 results indicate a negative trend noting that respondents feel less
confident about sharing their condition in the work environment. This could more gen-
erally indicate a lack of inclusion and support for people with disabilities within the
world of work.



This question follows on from the previous question in which those who answered in the
affirmative (i.e. that they have or could hide their disability status from their employer or a
potential employer) were asked to justify and provide more explanation for their behaviour.
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In 2024, the majority (38%) of people who answered in the affirmative when asked wheth-
er they had or could hide their disability from their employer or a potential employer in-
dicated that they ‘do not want to let their employer know about their disability. This was
followed by 31% of respondents who stated that ‘their employer has never asked about it!
Among the more alarming data, 7% expressed fear of discrimination in the workplace and
in the recruitment process and 5% mentioned discomfort in sharing information about
their disability. The emerging data points to a combination of personal and profes-
sional concerns that influence the decision to keep one's disability status confiden-

tial.
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Hiding one's disability to an employer or a potential employer was another question we
asked the respondents. We wanted to know not only whether they did or did not hide it,
but also what were their reasons for doing so. As it resulted, the most common reason
was that the person's disability does not interfere with my job/the job a person with dis-
ability would like to do. This option chose 28 % and gained 98 preferences. ‘I didn’t want
/ I wouldn’t want my employer to know” answered 89 respondents (26%). The third most
voted reason was “My employer never asked” chosen by 65 respondents (19%). Four
respondents voted for option Other but did not leave other comment.

Comparing the data from 2023 and 2024 regarding the choice to hide one's disability
from an employer or potential employer, some significant differences and commonali-
ties between the two years emerge. In 2023, the main reason why respondents chose
not to disclose their disability was for fear that it would interfere with their job (28% of
respondents), 26% did not want their employer to know about their disability, and 19%
said that their employer never asked about it. In 2024, on the other hand, the majority of
respondents in this category (38%) said they did not want their employer to know about
their disability, followed by 31% who indicated that the employer never asked about it. In
addition, 7% expressed fear of discrimination and 5% mentioned discomfort in sharing
information about their disability.

These data show a change in respondents’ motivations between the two years: in 2023
the most common reason was related to the perception that the disability could interfere
with one's job, while in 2024 the desire to maintain confidentiality about one's disability
prevails. An increase in concerns related to discrimination and discomfort in disclosing
one's disability in 2024 is evident, suggesting a work environment in which personal and
professional concerns play an increasing role in the decision to conceal one's disability.
This comparison highlights the importance of creating inclusive and informed work
environments that can reduce disability-related fears and concerns.



4.2 If not, when did you/would you first talk about your disability? ]

This question follows on from question 4, in which those who answered in the negative
(i.e. that they had not or would not hide their disability status from their employer or a
potential employer) were asked to justify and provide further explanation for their answer.
The graph represents the answers to the question ‘If not, when did you first talk about
your disability?.
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The data emerging from this graph indicate that the majority of people (70%) mentioned
their disability when applying for a job. A significant percentage (29%) preferred to talk
about it during the job interview. Only 1% waited until the beginning of the job to talk
about it. None chose to talk about it after accepting the offer or in other circumstances.
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Talking about one’s disability in the job application stage decided most of the respondents
(69 %, 220 preferences). Other chose 17 % (55 preferences) and the third ranked the op-
tion During the interview process with 14 % (45 preferences). These were the only answers
which gain votes.

Analyses of the 2023 and 2024 data on the declaration of one’s disability during the job
application process show a similar trend between the two years. In 2023, the majority
of respondents (69%) chose to talk about their disability during the application phase, a
trend that increased slightly in 2024, with 70% of respondents answering the same way.
In second place in the responses is represented by unspecified alternative options with
17% in 2023, a figure that falls to zero in 2024. In 2023, 14% chose to declare their disabil-
ity during the interview, this figure increased considerably to 29% in 2024. In 2024, there
was a considerable increase in the number of people (29%) who preferred to discuss their
disability during the job interview.

These data show an increasing openness in declaring one's disability during the job ap-
plication process, with a slight increase at the application stage and a significant increase
during the interview.

The graph shows the answers to the question ‘Is the average number of full-time working
hours in your country compatible with your disability?’ This question aim to understand
the extent to which standard working hours are suitable for people with disabilities
in the country of the respondents, gaining feedback on the perception that current work-
ing hours are excessive or adequate, highlighting potential needs for adaptations or work
flexibility.
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Most respondents, 41%, believe that working hours are compatible with their disability
only to a small extent ('Only a little’). A further 29% found it compatible ‘To some extent:
The most positive answers, ‘Rather much’ and ‘Very much; are both at 14%. Finally, only
3% of respondents state that the number of hours they work full-time is not at all compat-

ible with their disability (‘Not at all’).



These data indicate that, although a significant proportion of people with disabilities find
some compatibility, there is still a high level of general dissatisfaction about the compati-
bility of working hours with their needs.
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The length of the working hours and its compatibility with the needs of a person with
disability was objective of another question. The respondents replied in 29 % (228 pref-
erences) “Not at all” which means that the average number of hours for full-time work in
their country is not compatible with their disability at all. The second ranked the option
“Very much” with 24 % (187 preferences) and the third most voted was “To some extend”
with 21 % and 166 preferences.

Comparing the two graphs, in 2023, a large percentage of respondents (29%) considered
working hours to be not at all compatible with people with disabilities, 24% considered
the hours to be very compatible and 21% found them to be partly compatible. This dis-
tribution showed a high degree of dissatisfaction among disabled workers. In 2024, the
scenario shown by the data is different: the percentage of those who found the hours only
slightly compatible rose to 41%, followed by 29% who found them partly compatible. The
most positive responses (‘Somewhat compatible’ and ‘Very compatible') both stand at
14%, while only 3% consider working hours not at all compatible. These data suggest an
improvement in the perception of the compatibility of working hours with the needs
of people with disabilities, although considerable dissatisfaction persists. The overall
analysis shows a trend towards a perception of greater compatibility, but still highlights a
significant need for adjustments to fully meet the needs of this group.



6. Are your work tasks compliant with your disability? ]

The graph below relates to the question intended to investigate the experience of the
respondents and, in particular, whether their work tasks are in line with their disability.
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In 2024, the distribution of responses to investigate whether job tasks are in line with the
respondents’ disabilities shows that a significant proportion of respondents find their job
tasks poorly suited to their disabilities: 22% believe that they are not compliant at all and
23% think that they are only slightly compliant. On the other hand, a significant propor-
tion, 28%, state that their jobs are quite compliant, while only 19% think they are to some
extent. Finally, a small minority (8%) find their tasks very compliant with their disability.
These data suggest a significant dissatisfaction with the adequacy of job tasks in re-
lation to the needs arising from the respondents’ disabilities.
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In 2023, the responses were that the largest number of preferences, 276, were received
by the option ‘Only a little’ and accounted for 35%, second was the answer ‘Not at all’ with
265 preferences (34%), ‘Rather’ was chosen by 109 participants (14%),’To some extent’
was preferred by 87 participants (11%) and the least voted option was ‘A /ot with 52
preferences (7%).

Comparing data from 2023 and 2024 investigating whether respondents’ work tasks are
compatible with their disability, a change in participants’ perceptions emerges. In 2023,
the responses indicate a prevailing dissatisfaction with 35% of the participants stating
that their work tasks conform to their disability ‘only a little' and 34% believing that they
do not conform at all. Only a small minority (7%) felt that their tasks were ‘very' compliant.
In 2024, there is a slight change in the distribution of responses, with a significant reduc-
tion in the number of participants who consider their work tasks to be either not at all
compliant (from 34% in 2023 to 22% in 2024) or only slightly compliant (from 35% in 2023
to 23% in 2024). However, there is an increase to 28% of participants who state that their
work tasks are fairly compliant and an increase to 8% of those who consider their tasks
to be very compliant. 19% of participants indicated that their tasks are compliant to some
extent.

These data suggest a perceived improvement in the appropriateness of work tasks
with respect to participants’ disabilities, with an increase in those who find their work
tasks more suited to their needs. However, significant dissatisfaction persists, indicating
that there is still much work to be done to improve the appropriateness of work tasks in
relation to disabilities.

The chart below seeks to understand what type of accommodation employees have/
would need to perform their job and aims to explore various aspects of employees’
needs to perform their job effectively. This type of analysis can help employers better
understand the needs of their employees and create a more inclusive and productive work
environment, improving well-being and job satisfaction.
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In 2024, the most popular type of assistance is personal assistance at work, with 30% of
the preferences expressed by respondents. This is followed closely by three options each
with 22%: transport accessibility, assistive technology and special working conditions
(such as flexible hours or the possibility of working remotely). Only 4% of respondents
said they did not need any kind of assistance, while none chose the ‘Other’ option. This
indicates a variety of needs among workers, with an emphasis on direct assistance
and adaptable working conditions.
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"Accessibility of transport” is the most voted answer with 243 preferences (31 %), followed
by “Personal on-the-job assistance” (189 preferences, 24%) and the third most chosen
with 167 preferences and 21 % is “Special working conditions (flexible working hours,
possibility of remote working etc.)” “Assistive technologies” received 157 preferences and
for the option “None” voted 33 respondents.

Investigating what type of accommodation respondents have or would need to carry out
their work, we can compare the data from the 2023 and 2024 graphs, and note that some
significant changes emerge in the preferences expressed by respondents.

In 2023, the most popular option was ‘Accessibility of transport, chosen by 31% of respon-
dents, followed by 24% who selected 'Personal on-the-job assistance’ as their answer.
Equally, with 21% of responses, were ‘Special working conditions (flexible working hours,
possibility of remote working etc.) and “Assistive technologies” Finally, only 4% of the re-
spondents indicated that they did not need any assistance.

In 2024, preferences changed slightly. The majority of respondents answered ‘Personal
assistance at work’ with 30% of the preferences, an answer that had only reached 24%
in 2023. Three options followed closely behind, each with 22%: transport accessibility,
‘assistive technology’ and ‘special working conditions; which had reached 31% in 2023 (it
was the most popular answer in 2023) and 21% for the latter two, respectively.

Only 4% of respondents indicated that they did not need assistance, and none chose the
option ‘Other! These data indicate an evolution in the needs of workers, with an in-
crease in the importance attached to direct assistance in the workplace and flexible
working conditions, while maintaining a balanced distribution between different forms

of support.



In summary, although ‘Accessibility of transport’ was the priority in 2023, in 2024 the
preference shifted to ‘Personal assistance at work, showing an increasing need for per-
sonalised support. At the same time, the continued recognition of the importance of flex-
ible working conditions and assistive technology highlights the variety of needs among
workers, underlining the importance of offering a wide range of accommodations to meet
different needs.

The following chart answers the question: ‘What barriers, if any, did you face during the
job search?' and aims to explore what difficulties candidates for a position might encoun-
ter during the job search. Analysing this data can help identify the most common chal-
lenges and propose solutions to make the job search process fairer and more acces-
sible for all.
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The graph for 2024 shows that for 26% of respondents, the lack of special aids or equip-
ment in the workplace is the main obstacle during the job search. This is followed by the
lack of job opportunities appropriate to one’s condition, abilities and skills (19%) and the
lack of understanding on the part of employers regarding the disability of applicants (16%).
Lack of job search assistance was mentioned by 15% of respondents, while physical bar-
riers, such as mobility and building accessibility, were a problem for 9% of respondents.
On the other hand, attitudes of employers or recruiters, including unfair or discriminatory
treatment and unwillingness to respond to requests for reasonable accommodation, were
mentioned by 6% and, finally, digital barriers and lack of qualifications, experience or skills
were each reported by 4%. None answered ‘other!



25

20

10

Attitudes of Lack of Lack of job
Other Digital barriers Lack of Lack of special Physical barriers Lack of help or / )

(accessibility of qualifications, aids or (mobility, inthe | (un
devices and i or i at ibility of job search
technologies, skills the workplace buildings and
websites) facilities)

PP
suitable to my
by the employer condition,
unwillingness/unre about my capabilities and
adiness to respond disability skills
to reasonable
accommodation
requests)

“Lack of job opportunities suitable to my condition, capabilities and skills” with 168 pref-
erences gained 21% of all the answers and ranked the first position. The second barrier
pointed out by the respondents was the “Lack of knowledge / understanding by the em-
ployer about my disability” which had to face 148 of respondents (19 %). The third one
was “Attitudes of employers/recruiters (unfair treatment or discrimination, unwillingness/
unreadiness to respond to reasonable accommodation requests)” which effected 131
respondents (17 %).

The chart also shows the answers that ranked lower and caused issues in less cases.
However, we can say that the job opportunities for the persons with disabilities together
with the majority population’s knowledge, edification and understanding toward people
with disabilities are the main area to improve.

If we analyse the graphs of 2023 and 2024 concerning the barriers they encountered
when looking for a job, some significant changes in the main difficulties encountered by
candidates with disabilities emerge.

In 2023, 21% of respondents indicated that the main barrier they reported was the ‘Lack
of job opportunities suitable for their condition, skills and competences! This was fol-
lowed by ‘Lack of employer knowledge/understanding of disability’ (19%) and ‘Attitudes
of employers/recruiters, such as unfair or discriminatory treatment and unwillingness to
respond to reasonable accommodation requests’ (17%).

In 2024, on the other hand, the main obstacle reported was the ‘Lack of special aids or
equipment in the workplace; with 26% of responses (19% in 2023). The ‘Lack of suitable
job opportunities’ dropped to 19% (whereas in 2023 it was the first option with 21% of
responses). In contrast, ‘Lack of understanding by employers about disability’ accounted
for 16%. Other barriers, such as ‘Lack of job search assistance' (15%) and ‘Physical barri-
ers such as mobility and building accessibility’ (9%), emerged as major issues. ‘Attitudes
of employers/recruiters’ decreased significantly to 6%, while ‘Digital barriers’ and ‘Lack of
qualifications, experience or skills’ were each reported by 4% of respondents. None chose
the ‘other’ option.

These variations suggest that, although ‘Lack of suitable job opportunities’ and ‘Lack of
understanding from employers’' remain constant concerns, a growing concern for ‘Lack
of special aids or equipment’ emerged in 2024, indicating an urgent need to improve
conditions and support in the work environment. In parallel, there seems to have been
an improvement in the perception of employers' attitudes, with fewer reports of unfair or

discriminatory treatment.



The chart below investigates what would help overcome barriers related to the job search
of people with disabilities, prior to the job interview. In the 2023 and 2024 charts, several
factors influencing the preliminary phase of the job search will be examined. By analysing
these aspects, the chart could highlight which interventions and resources are perceived
as most effective by candidates to overcome initial job search barriers.
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In 2024, data on opinions on what could help overcome job search barriers (before the
interview) revealed that 33% believe that specific support from job centres would be
helpful, while 23% see the increased use of dedicated job search platforms for people
with disabilities as a key factor. 21% suggest that companies should actively encourage
applications from people with disabilities. Furthermore, 13% think that improving digital
accessibility is important, 6% highlight the need to improve application processes, and,
finally, 5% would like companies to disclose their policies towards people with disabilities.
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The respondents shared with us their experiences and opinions on what would make it
easier to go past obstacles in the job search before the job interview. The first ranked the
answer “Specific support from job centres” with 256 votes and 32%. With 203 preferences
gained the answer “Increased use of platforms dedicated to job search for persons with
disabilities by employers” 26 % and ranked the second. On the third position is the option

“Companies and organisations actively encouraging applications persons with disabilities”
which received 195 preferences and 25 %.

Comparing the data on overcoming barriers in job search before interviews in the years
2023 and 2024, we can see some similarities.

In 2023, 32% of respondents indicated that specific support from job centres was con-
sidered the most important factor in overcoming barriers in the pre-interview job search.
26% then indicated the idea of increasing the use of dedicated job search platforms for
people with disabilities by employers. Finally, 25% voted for the option suggesting that
companies and organisations should actively encourage applications from people with
disabilities.

In 2024, specific support from job centres remained in first place with 33% of the prefer-
ences, up one percentage point from 2023, which stood at 32%. However, the perceived
importance of platforms dedicated to job search for people with disabilities dropped from
26% in 2023 to 23% in 2024. The idea that companies should actively encourage appli-
cations from people with disabilities also decreased from 25% in 2023 to 21% in 2024.
New factors emerged: 13% of respondents indicated the importance of improving digital
accessibility, 6% stressed the need to improve application processes, and 5% suggested
that companies should disclose their policies towards people with disabilities.

The comparison between the two years shows a continuity in the importance at-
tached to the support of job centres, while the use of dedicated platforms and the
active encouragement of applications by companies lost weight. The emergence of
new priorities in 2024, such as digital accessibility and transparency of company policies,
suggests a greater awareness and diversification of the perceived needs of jobseekers
with disabilities.



The following chart analyses data on what respondents perceive would help to overcome
barriers in the recruitment process. The purpose of this question is to explore various
factors that influence the improvement of recruitment practices.
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In 2024, most respondents (25%) when asked what would help overcome barriers related
to the recruitment process, believe that a better understanding of company policy regard-
ing people with disabilities and the provision of reasonable accommodation would be the
most effective solution. In contrast, 19% indicated the importance of being able to talk to
other employees with disabilities within the company, while 16% would prefer to be able
to talk to someone who manages the accommodation process. 14% consider it useful
to have a better understanding of resources and the accommodation process, and 13%
would like a recruiter who is informed about their disability. Only 8% consider it useful for
a manager to know about their disability, and only 5% emphasise the importance of the
availability of accommodations during the interview process. No one indicated any other
solution.
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This part of analysis focuses on the barriers which the respondents face; this time we
wanted to hear their opinions on the improvements with potential to overcome barriers
which stand between persons with disabilities and their chances to get employed. “A
better understanding of the company’s policy regarding the persons with disabilities and
the provision of reasonable accommodation” was chosen by 226 respondents and makes
29%, which is the highest result among the answers. Follows “Ability to speak to other
employees with a disability in the company” with 165 preferences and 21 % and “A better
understanding of accommodation resources and process” with 123 votes and 16 % which
ranked third. The summary of the answers you can find in the following chart.

Comparing the 2023 and 2024 graphs on which strategies to adopt to overcome bar-
riers in the recruitment process for people with disabilities, a consistency in the main
responses emerges, with some significant variations. In 2023, the most popular response
(29%) was a better understanding of company policy and the provision of reasonable
accommodation, followed by the opportunity to talk to other disabled employees (21%)
and a better understanding of resources and the accommodation process (16%). In 2024,
the most popular response remains the same, albeit with a slight decrease, from 29% to
25%. However, there is a slight decline in the importance placed on being able to talk to
other disabled employees (19%) and understanding resources and the accommodation
process (14%). In addition, new concerns emerge in 2024: 16% want to talk to those who
manage the accommodation process and 13% prefer a disability-informed recruiter. Other
solutions, such as the manager’s knowledge of the disability (8%) and the availability of
accommodations during the interview (5%), are mentioned, but with smaller percent-
ages. No respondents suggested alternative solutions in 2024. These data indicate an
evolution in the priorities and perceptions of respondents on the most effective mea-
sures to overcome barriers in recruitment, highlighting a growing interest in direct
involvement with those who manage accommodation processes and increased in-
formation and awareness among recruiters.
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The following chart investigates the obstacles that respondents may have encountered
in the workplace. Understanding these obstacles would help identify disability-related
issues in the workplace, thus facilitating the formulation of targeted strategies to improve
the working environment and employee well-being.

20

15

Other Not Lack of career  Lack of Mismatch My opinion  Inadequate Lack of Digital Physical  Attitudes of  Attitudes of
applicable  prospects opportuni between  doesn'tcount compensat Special aids barriers barriers colleagues emploxers
(never been ties to myjob  muchatwork ion relative or (accessibility  (mobility. (unfair
employed) improve interests tomy equipment ofdevices, accessibility treatment or
myskills  /skills and contributio atthe technologies of buildings discrimination,
the work | natwork  Workplace and and unwillingness to
do websites)  facilities) adapt
workplace and
policies
conditions)

The 2024 chart shows the obstacles that respondents have or may have encountered in
the workplace. Most respondents (19%) reported employer attitudes as their main
difficulty, which include unfair treatment, discrimination and reluctance to adapt the work
environment and policies. This is followed by lack of opportunities to improve one's skills
(14%), physical barriers related to mobility and building accessibility (12%) and lack of
career prospects (12%). Digital barriers, such as the accessibility of devices and technol-
ogies, account for 11%, while lack of special aids or equipment and inadequate pay
compared to work contribution are both at 8%. 7% of people indicated a discrepancy
between their interests and skills and the work they do. The attitudes of colleagues and
the fact that workers’ opinions do not count for much are less frequent obstacles, at 5%
and 2% respectively. Only 2% had never worked, and only 1% reported other types of
obstacles.
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The participants voted the “Lack of career prospects” to be the most common barrier at
the workplace (145 votes, 18%). The second one ranked “Lack of opportunities to improve
my skills” with 101 votes and 13%. Here we can see again the “Attitudes of employers (un-
fair treatment or discrimination, unwillingness to adapt workplace and policies conditions)
“to be the main barrier for 98 respondents (12%), this is the third most voted answer.
“Digital barriers (accessibility of devices, technologies and websites)” was the issue for 88
respondents (11%).

The following chart analyses respondents’ perceptions of what would help over-
come barriers to job satisfaction, which would help understand various factors that
influence employee well-being and contentment. This analysis could prove very useful
for companies in identifying and implementing the most effective strategies to improve
workplace well-being.

76



2024

20

18%

Increased Specific Increased Fair Fair Increased use Improved Improved Having a Other Not
awareness of company flexibility i itionof  of i i digital physical mentor applicable
employees policies for aboutwhen relative to my skills and and accessibility accessibility (never been
and employers  inclusion of and how ibuti iti icati (devices. of buildings employed)
on how to persons people work at work for on technologies, ~ and facilities
work with with professional  technologies websites)
personswith  disabilities development  (ICT)and ICT
disabilities tools

In 2024, the majority of respondents (18%) think that what could help overcome barriers
related to job satisfaction is greater awareness of how to work with people with disabili-
ties. 15% think it is necessary to have specific company policies for the inclusion of people
with disabilities (15%). For 13%, then, it is crucial to have an increase in work flexibility
(13%) followed by fair recognition of skills and professional development opportunities
(11%), improvement of the physical accessibility of buildings (10%) and fair compensation
in relation to work contribution (10%). In addition, improving digital accessibility and in-
creasing the use of information and communication technologies were indicated by 9%
and 8% of respondents, respectively. The presence of a mentor (4%) is seen as less rel-
evant, while only 1% stated that this issue was not applicable because they had never
worked, and another 1% chose ‘other:
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In this part we collected the opinions of the respondents regarding the potential help in
removing obstacles affecting workplace job satisfaction. In the table below we can see
the summary of all the answers. The most helpful would be according to the participants
“Increased awareness of employees and employers on how to work with persons with
disabilities” For this answer voted 123 participants (16 %). The second most preferred was
“Specific company policies for inclusion of persons with disabilities” with 111 preferences
and result of 14%. The third most chosen is the “Increased flexibility about when and how
people work” with 109 preferences and 14 %.

Comparing the analysis of data from 2023 and 2024 on the question of what would help
overcome barriers to job satisfaction, some similarities emerge. In 2023, the majority of
respondents leaned towards increased awareness of how working with people with dis-
abilities was the most effective measure, with 16% of participants considering it the main
solution. This view is also reflected in the 2024 data, where 18% of respondents continue
to consider awareness as a priority. However, in 2024, a diversification of responses can
be observed: in addition to awareness, other measures such as the adoption of specific
company policies for inclusion (15%), increased work flexibility (13%) and opportunities
for professional development and recognition of skills (11%) gain in importance. If one
compares these trends with those of 2023, one can easily see that the focus was more
on awareness and company policies, whereas in 2024, more interest emerges in physical
accessibility, fair compensation and digitisation.

The graph below investigates what added value respondents can offer their employer
as representatives of the disabled category.

20

15

Adaptability Specialised Positive Soft skills Productivity Positive Positive Other Reliability and
knowledge and ~ contribution to contribution contribution punctuality
skills company's to staff towards company's

public image relations & relation with

morale persons with
disabilities

(customers,

stakeholders)



In 2024, the highest response rate is attributed to ‘Positive contribution to company’s pub-
licimage' with 18%, followed by 'Specialised knowledge and skills' and ‘Positive contribu-
tion to staff relations & morale’ at 16% and 14% respectively. ‘Productivity’ accounts for
12%, while 'Soft skills' and ‘Other’ each have 10%. Adaptability’ and “Positive contribution
towards company’s relation with persons with disabilities” stand at 10% and 7%, respec-
tively, while "Reliability and punctuality” is the answer with the lowest percentage, at 2%.
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The answers we are going to look at tell us what additional benefits persons with dis-
abilities can provide for an employer according to their opinions. “Adaptability” (125 pref-
erences, 16%), “Specialised knowledge and skills” (123 preferences, 16%) and “Positive
contribution to company’s public image” (113 preferences, 14%) are three most successful
answers. The chart below collects all the answers and their results. Despite the option
“Other” gained 51 votes, remained without further comment.

Comparing the graphs relating to the question ‘What is the added value that you can offer
your employer?’ for 2023 and 2024, some significant trends and changes emerge in the
perceptions of people with disabilities who responded to the survey.

In 2023, the most valued answers were ‘Adaptability’ (16%), ‘Specialised knowledge and
skills’ (16%) and ‘Positive contribution to the company’s public image' (14%). These results
indicate an appreciation of the unique capabilities and favourable public perception that
employees with disabilities can bring. Interestingly, the ‘Other’ option received 51 votes,
but without further details, suggesting that there may be additional aspects not fully ex-
plored or understood.

In 2024, the most voted response became ‘Positive contribution to the company's public
image’ with 18%, followed by 'Specialised knowledge and skills’ and ‘Positive contribution
to staff relations and morale’ both at 16%. The significant change from the previous year
is the increase in the importance given to improving staff relations and morale, while
‘Adaptability’ has dropped to 10%. In addition, a greater diversification of responses is
observed, with a more balanced distribution between ‘Productivity’ (12%), ‘Soft skills' and
‘Other’ (10% each). This reflects a broader recognition of the different aspects of added
value that people with disabilities can bring, as well as a change in the priorities perceived
by respondents.



So while in 2023 the focus was mainly on adaptability and specialised skills, in 2024 there
emerges a broader and more complex recognition of the positive contribution to the
company'’s public image and internal relations. This suggests an evolution in the
perception of the added value that people with disabilities offer, emphasising a larger

range of benefits.

The following graph investigates the extent to which the use of information and com-
munication technology (ICT) tools facilitates the daily activities and tasks of the re-
spondents. The question aims to find out whether there are any problematic aspects or
limitations in the use of ICT and how these impacts can be optimised.
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In 2024, the majority of respondents be-
lieve that the use of ICT tools significantly
facilitates their daily activities and tasks,
this is revealed by 30% of respondents
who answered with ‘Very much. 29% an-
swered ‘Rather much; indicating a signifi-
cant but slightly lower perception of help.
22% of respondents find ICT tools helpful
‘To some extent, while 15% consider them
helpful ‘Only a little! Finally, only 4% of us-
ers believe that ICT tools do not facilitate
their daily activities at all.

“To some extent” was the most preferred
answer with 215 votes (27%). The second
one ranked “Very much” with 207 prefer-
ences and 26%. ICT tools facilitate one's
daily activities and tasks “Rather much”
according to 198 respondents (25%). “Only
a little” they help to 96 respondents (12%)
and “Not at all” replied 73 of them (9%). In
the following table we will learn about the
reasons why ICT tools were not able to pro-
vide help to the respondents who chose to
answer “not at all/only a little”



Comparing the graphs of 2023 and 2024, to investigate whether the use of information
and communication technology (ICT) tools facilitates respondents’ daily activities and
tasks, it can be seen that in 2023, the predominant response was “To some extent’, with
27% of respondents choosing this option, followed by “Very much” (26%) and “Some-
what” (25%). Only 21% considered ICT tools of little or no use, with 12% for ‘Only a little’
and 9% for ‘Not at all: This suggests that although most users recognise some usefulness
of ICT tools, there is a significant portion who find them less effective.

In 2024, we have an increase in the number of respondents (from 27% to 30%) who said
that ICT tools facilitate their daily activities ‘A lot; followed by 29% who find them ‘Some-
what' useful. The percentage of those who consider them useful ‘To some extent’ dropped
to 22%, while only 15% consider them ‘Only a little’ useful and a surprising 4% consider
them to offer no help at all. This change reflects a general increase in the positive percep-
tion of ICT tools, with a significant reduction in the share of general dissatisfaction.
Compared to 2023, there was an improvement in the perception of the effectiveness of
ICT tools in 2024. The higher percentage of positive responses in 2024 suggests that, over
the course of the year, there was an increasing satisfaction with the usefulness of ICT
tools in facilitating everyday activities.

The data below relate to the respondents who answered ‘not at all/not at all a little’
to the previous question on the usefulness of ICT, these data therefore want to inves-
tigate the motivations of those who believe that the use of ICT tools facilitates their
daily activities only a little or not at all. By analysing the data, we may learn of recurring
elements in the difficulties faced by users and offer insights into how to improve the effec-
tiveness of ICT tools so that they better meet the needs of all users.

Answers

The assistive technologies | need are too expensive

| don't know how to use them

Low level of accessibility
| don't need them
Not apphcable

From the data collected in 2024, it emerges that a lack of skills and the perception of not
needing ICT tools are the main reasons why some users consider these tools to facilitate
their daily activities only slightly or not at all. 33% of respondents say they do not know
how to use the technologies, indicating a possible gap in training or familiarity with the
devices. Another 33% do not perceive a real need for such tools, suggesting that they
may not find the technologies sufficiently relevant to their activities. Seventeen per cent
of respondents then reported a low level of accessibility and another 17% felt that the
assistive technologies needed were too expensive. Interestingly, no respondents selected
the options ‘Not applicable’ or ‘Other.



Answers

The assistive technologies | need are too expensive

| don't know how to use them

Low level of accessibility
| don't need them
Not apphcable

Too high prices of the assistive technologies create the main problem for 36 % of
participants of this group. Tightly after follows the lack of knowledge on their usage (32
%). “Low level of accessibility” chose as the answer 17 participants (23%). 10 % of
participants do not feel the need to use ICT tools. All the data regarding this question are
summarised in the following table.

Comparing analyses of the data for 2023 and 2024 for respondents who answered ‘not
at all/not at all a little' to the previous question on the usefulness of ICT shows that in
2023, the main difficulties reported were the high costs of assistive technologies (36%),
followed by the lack of knowledge about the use of such tools (32%). In addition, 23% of
users considered low accessibility a problem, while 10% did not feel the need to use ICT.
In 2024, the situation seems to reflect a similar trend, with lack of skills and the perception
of not needing such tools remaining the main limiting factors, each identified by 33% of
respondents. However, the perception of high cost of assistive technologies decreased in
significance to 17%, while low accessibility retains a share of 17%. In contrast to 2023, in
2024 there is an absence of answers such as ‘Not applicable’ or ‘Other, suggesting greater
clarity in users’ opinions or greater specificity in the options offered.

In summary, while lack of skills and perceived non-need continue to be the main barriers
in 2024 as in 2023, the cost and accessibility of technologies seem to have become
relatively less important, indicating possible changes in the availability of such tools
or in participants’ perceptions of their relevance and usability.

The following graph seeks to obtain information from respondents on the technologies
used in the work environment, to understand whether they are traditional technologies
(e.g. screen magnification) or special technologies (e.g. a braille terminal). This could be
useful to understand what adaptations the work environment has adopted with regard to
people with disabilities.



Special technologies

Both

Mainstream technologies
50%

33%

Mainstream technologies
48%

Special technologies
28%

In 2024, 50% of respondents employ
mainstream technologies, such as
screen magnification, which are widely
available and used. In contrast, 33% of
people use special technologies, such
as braille terminals, which are specifi-
cally designed for special needs.
Finally, 177% use a combination of both
categories of technologies. This picture
indicates a prevalence of mainstream
over special technologies, with a small
percentage integrating elements of
both types.

381 participants (48 %) use the main-
stream technologies while special
technologies need 217 (28%) respon-
dents. Both kinds use 191 participants
(24 %).

Having a look at the graphs for 2023 and 2024 concerning the use of mainstream and
special technologies, some significant trends emerge. In 2023, 48 per cent of participants
used mainstream technologies, while 28 per cent used special technologies, and 24 per
cent employed a combination of both categories. This shows a prevalence of mainstream
technologies, with a considerable percentage of users integrating both types. In 2024,
on the other hand, the number of respondents using mainstream technologies increases
from 48% to 50%, with 33% using special technologies (compared to 28% in 2023).
Furthermore, only 17% combine both types of technologies, suggesting a reduction in
the percentage of those integrating both. These figures indicate an increasing presence
of mainstream technologies compared to special technologies, with less integration be-
tween the two types of technologies compared to the previous year.



17. Do you think the price of digital assistive technologies is
affordable for individuals?

The following graph aims to investigate users' perceptions of the cost of digital assis-
tive technologies. The graph can reveal whether people believe the prices are fair, ex-
cessive or affordable, thus providing an overview of general satisfaction with the cost and

accessibility of these technologies.

2024

Very much
5%

To some extent

n%
Not at all
50%

Only a little

25%
Don't know
Verymuch  71%

6%

Rather much
4.8%

Not at all
40.5%

To some extent
1.9%

Only a little

In 2024, 50% of respondents em-
ploy mainstream technologies,
such as screen magnification,
which are widely available and
used. In contrast, 33% of people
use special technologies, such as
braille terminals, which are specif-
ically designed for special needs.
Finally, 177% use a combination of
both categories of technologies.
This picture indicates a preva-
lence of mainstream over special
technologies, with a small per-
centage integrating elements of
both types.

The opinions on affordability of
digital assistive technologies by
individuals are investigated in this
question. “Not at all” affordable
think 269 participants (34%) and
this answer makes the biggest
score; “Only a little” is the answer
on the second rank with 25% (199
preferences) and “Rather much” is
the third most chosen answer by
13 % of participants (101). Follows
“Don’t know"” (94 votes, 12 %), “To
some extend” (76 votes, 10 %) and
finally “Very much” (50 votes, 6
%).



Comparing the data from 2023 and 2024 regarding the prices of digital assistive technol-
ogies, a picture of growing dissatisfaction among participants emerges. In 2023, 34% of
respondents rated the price of technologies as ‘not at all’ affordable, whereas in 2024 this
percentage rose to 50%. Although the percentage of those who consider prices to be ‘only
somewhat’ affordable has remained stable (25% in 2023 and 25% in 2024), there is a sig-
nificant increase in the perception of total inaccessibility. In 2023, only 6% of respondents
considered prices to be ‘very’ affordable, while in 2024 this percentage dropped further
to 5%. Furthermore, 2024 saw a decrease in the share of ‘don’'t know’ answers from 12%
in 2023 to 5% in 2024. These data suggest an increase in awareness and concern about
the costs of digital assistive technologies, indicating a growing perception of affordability,
which seems to be the main concern among respondents.

This question aims to investigate respondents’ perceptions of their digital skills. Analysis
of this data will help identify specific training needs and guide e-skills development
strategies for people with disabilities.

Advanced (advanced
used of databases,
programming, and 15%
scripting)

Intermediate (shopping
online, using social 25%
media, using graphics
and multimedia)

Basic (using an internet

59 % browser, sending and

receiving emails, word
processing)

The 2024 chart shows that the majority of people, with 59%, rate their digital skills at a
‘Basic’ level, indicating familiarity with activities such as using a browser, sending and
receiving emails and word processing. Twenty-five per cent of respondents rank
themselves at an ‘Intermediate’ level, demonstrating abilities to shop online, use social
media, and handle graphics and multimedia. Only 15% consider themselves ‘Advanced,
with higher skills such as advanced database use, programming and scripting.



Advanced (advanced
used of databases, 19%
programming, and
scripting)

Intermediate (shopping
online, using social
media, using graphics 45%
and multimedia)

Basic (using an internet
36 % browser, sending and
receiving emails, word

Intermediate level of digital skills was the most voted answer by 358 participants (45 %).
“The basic level” received 285 preferences (36 %) and advanced level of digital skills have

19 % of participants (146 preferences).

Comparing the data from 2024 with that of 2023, some significant changes can be ob-
served in the way respondents rate their digital skills. In 2023, the ‘Intermediate’ level was
selected by 45% of the respondents, followed by the ‘Basic’ level with 36% and the ‘Ad-
vanced' level with 19%. However, in 2024, the ‘Basic’ level became predominant, selected
by 59% of the respondents, while the ‘Intermediate’ level dropped to 25%. The ‘Advanced’
level remained more or less stable with a slight decrease from 19% to 15%. These changes
indicate a possible shift towards a greater prevalence of basic digital skills over interme-

diate skills.

This question is addressed to survey respondents who are experts in EU disability and
employment policies and aims to investigate their level of knowledge of EU policies on

the employment of people with disabilities.



2024

50

46%

Very good Good Sufficient Poor

The 2024 chart shows how respondents perceive the data on the knowledge assessment
of EU policies on the employment of people with disabilities.

The maijority of respondents (46%) rate their knowledge as ‘Very good: 26% give a ‘Good,
suggesting adequate but not excellent understanding. 19% consider their knowledge to
be ‘Sufficient; indicating a basic understanding but with room for improvement. Finally,
9% consider themselves ‘Poor, reflecting a perception of limited knowledge on the sub-
ject.

2023

50

1%

Very good Good Sufficient Poor

The respondent from the group of experts of EU policies on disability and employment
shared with us their knowledge of expertise in the mentioned topic. 101 participants (41
%) have very good knowledge, while second one ranked the answer “Good” chosen by 88
respondents (34 %). The third most common answer is “Sufficient” with 44 preferences
(17 %). "Poor" knowledge of EU policies on this topic have 21 respondents (8 %).



Comparing 2023 and 2024 data on respondents’ knowledge of EU policies on employ-
ment of people with disabilities, it emerges that in 2023, 41% of respondents claimed to
have a “very good” knowledge of the topic, in 2024, this percentage increased to 46%,
indicating an improvement in the perception of knowledge among respondents.

At the same time, the percentage of those who rated their knowledge as ‘good’ decreased
from 34% in 2023 to 26% in 2024. This might suggest that a proportion of those who
considered themselves to have adequate knowledge in 2023 now perceive themselves as
more knowledgeable.

As for the ‘sufficient’ response, there was a slight increase from 17% in 2023 to 19% in
2024, indicating that a growing minority of respondents recognise that they have basic
knowledge but with room for improvement.

Finally, the percentage of respondents reporting ‘poor’ knowledge increased slightly from
8% in 2023 to 9% in 2024. This small increase may reflect a greater awareness of their
own shortcomings among participants.

In conclusion, the data show a general trend towards an improvement in the percep-
tion of knowledge of EU policies on employment of people with disabilities among
EU disability and employment policy experts, with a significant increase in those who
consider themselves to be very well informed and a decrease in those who consider them-
selves to have only good knowledge. However, a small but growing awareness of gaps in
this type of knowledge persists among respondents.

The following graph aims to investigate the perceptions and opinions of EU disability
and employment policy experts regarding the effectiveness of policies and initia-
tives adopted at European level to facilitate the employment integration of people with
disabilities. This data can be used to assess the effectiveness of current measures and
identify areas in need of improvement.

According to the 2024 data, 34%

of respondents believe that the

issue of removing barriers to em-

ployment for people with disabili-

Very muich ot ties is only sufficiently addressed
18% at European level to a certain
extent, while 26% think it is only

minimally addressed. 18% of re-

spondents believe the issue is not

being addressed at all. Only a mi-

nority believe that significant ef-

forts are being made: 17% say the

Y oniy a ittie problem is being addressed rather

26% well and only 6% believe it is being
addressed very effectively. These

data indicate a prevailing percep-

tion of insufficient initiatives at EU

level to improve the employment

of people with disabilities.

Rather much
17%

To some extent
34%



The respondents expressed their opin-

ions whether according to them EU is

doing enough to address the issue of
Verymuch  Notatall . ..

7% 8% reducing obstacles to hiring people
with disabilities. The first rank belongs
to the answer “To some extend” with
97 preferences (37 %). “Only a little” is

Onlyalittle the second most voted answer with 72

2% preferences (28 %) and the third one is
“Rather much” (51 preferences, 20%).
“Not at all” would say 22 respondents
(8 %) and “Very much” is the answer of
18 participants (7%).

Rather much
20%

To some extent
37%

Comparing the data from 2024 with the data from 2023, which survey respondents’ per-
ceptions of the degree to which the elimination of barriers to employment for people with
disabilities is being tackled at European level, some significant differences in respon-
dents’ opinions emerge.

In 2024, 34% of respondents felt that the issue is only addressed to a certain extent, which
is down from 37% in 2023. The view that the issue is only being addressed to a small
extent was expressed by 26% of respondents in 2024, a decrease from 28% in 2023. The
perception that the issue is not addressed at all also increased significantly from 2023 to
2024, from 8% to 18%. On the other hand, the percentage of those who think the EU is
tackling the problem rather well decreased from 20% in 2023 to 17% in 2024. Finally, the
percentage of respondents who perceive that the EU is addressing the issue very effec-
tively remained relatively stable, with a slight decrease from 7% in 2023 to 6% in 2024.
Thus, a slightly more negative perception of the EU’s efforts to improve the employment
of people with disabilities can be observed in 2024, with an increase in the percentage of
those who feel that the issue is not being addressed at all and a decrease in more positive
views compared to the previous year.

The following table aims to investigate which of the proposed specific areas are perceived
as the most effective EU policies. This question allows us to identify the areas of great-
est positive impact according to stakeholders, enabling us to highlight the successes of
existing policies and potentially target future interventions and improvements based on
these perceptions.



Answers )
Accessibility 31%
Public employment services 22%

Workplace adaptations 9%

Education and training 8%
Equal treatment in employment and occupation 1%
Awareness raising on the living conditions of persons with 5%
disabilities
Mobility 5%
Digitalisation for social inclusion 4%
Financial incentives 3%
EU funding 2%
Other 0%

In 2024, respondents felt that EU policies were most effective in the area of accessibili-
ty, with 31% of respondents indicating this as their answer. This was followed by public
employment services, considered effective by 22% of respondents, and fair treatment in
employment and occupation, with 11% of preferences. These three areas were identified
as the areas where EU policies have had the most significant impact.

A SETE %
Accessibility 30%
Public employment services 18%
Workplace adaptations 12%
Education and training 10%
Equal treatment in employment and occupation 9%
Awareness raising on the living conditions of persons with 5%
disabilities
Mobility 5%
Digitalisation for social inclusion 5%
Financial incentives 3%
EU funding 2%
Other 0%




The areas of EU policies which have been most successful to help persons with disabil-
ities in opinion of the participants of the survey were mainly “Accessibility” with 79 pref-
erences (30%), “Public employment services” with 47 preferences (18 %) and “Workplace
adaptations” with 31 preferences (12 %). “Education and training” ranked fourth with 27
preferences (10 %). The least voted options were “Financial incentives” which received
only 7 votes (3%) and “EU funding” with 6 votes (2 %). The complete summary of the an-
swers is in the table below.

Comparing the 2024 figures with those of 2023 regarding the areas in which EU policies
were most effective according to respondents, it emerges that in 2024, the area of acces-
sibility continues to be the most popular, with a slight increase from 30% in 2023 to 31%
in 2024. Public employment services retain the second position, but with an increase from
18% to 22%. However, workplace adaptations, which were the third most selected area in
2023 with 12% of the preferences, drop significantly to 9% in 2024.

As for education and training, the perception of their effectiveness decreased in 2024 from
10% in 2023 to 8%. Financial incentives and EU funds remain among the least selected
options in both years, with 3% and 2% of preferences in both 2023 and 2024 respectively,
showing stability in the perception of their lower effectiveness.

Overall, although some areas have seen a slight improvement or deterioration in the
perception of their effectiveness, accessibility and public employment services re-
main consistently the most selected areas, reflecting a continued focus and commit-
ment of EU policies in these areas.

The following data aims to investigate the priorities and areas of action considered
most urgent or neglected at European level in the field of disability. This chart aims
to identify the main challenges and needs perceived by experts in order to orient future
EU policies and initiatives towards improving the living and working conditions of people
with disabilities.

Answers %

Accessibility 26%

Public employment services
Workplace adaptations 6
Education and training 189

Equal treatment and non-discrimination in employment and occupation

2 2
SIS

o

Awareness raising on the living conditions of persons with
disabilities

o
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In 2024, 26% of the respondents consider that issues that should be addressed more
thoroughly at EU level include accessibility. 18% of respondents mentioned both educa-
tion and training and digitisation for social inclusion. Then 14% selected equal treatment
and non-discrimination in employment and work as their answer. Financial incentives
were cited by 10%, while workplace adaptations were selected by 6% of respondents.
Public employment services and mobility, both at 3%, are considered less crucial, as are
other issues, which gather 2% of the preferences. No importance was attached to raising
awareness of the living conditions of people with disabilities or to EU funding, both
mentioned by 0% of respondents.

Answers

Accessibility

Public employment services
1 (o)
Workplace adaptations
Education and training
Equal treatment and non-discrimination in employment and occupation

Awareness raising on the living conditions of persons with

disabilities

Digitalisation for social inclusion -

We asked the respondents also about topics, in their opinion, which should be addressed
at the EU level more thoroughly. 30 % of participants believe it should be “Accessibility”,
this option received 77 preferences and ranked at the first position. The second most
voted option is “Education and training” with 44 preferences (17%). The “Digitalisation
for social inclusion” received 43 votes which is 17 %, too. Follows "Equal treatment and
non-discrimination in employment and occupation” with 38 votes (15 %). Considering
financial help while “EU funding” did not receive any vote, “Financial incentives” with 27
votes, which is 10.4 % of all votes, is the 5th most voted answer. The complete list of
answers and the votes is in the table below.

Comparing the figures of 2024 with those of 2023 with regard to the issues that, according
to the respondents, should be most thoroughly addressed at EU level, some significant
variations emerge.

In 2024, accessibility remains a priority, albeit with a slight decrease in consensus com-
pared to 2023. In fact, in 2024, 26% of respondents mentioned accessibility as their main
issue, whereas in 2023 it was 30%. Education and training still had many preferences,
with 18% of responses in 2024 compared to 17% in 2023. Digitalisation for social inclusion
saw a slight increase, from 17% in 2023 to 18% in 2024.

Equal treatment and non-discrimination in employment were rated similar in both years,
with 14% in 2024 compared to 15% in 2023. Financial incentives maintained a constant

relevance, with 10% of the preferences in both years.



In conclusion, although some priorities remained constant, others showed slight varia-
tions, reflecting an evolution in the perceptions and priorities of respondents as to which
issues need to be addressed more thoroughly at EU level.

The following chart aims to explore how EU policy experts perceive the impact of digi-
tisation on employment opportunities for people with disabilities. The aim is to assess
whether and to what extent digital technologies can improve access and inclusion in the
labour market for this category of individuals, highlighting experts’' perceptions of the
benefits, challenges and areas of potential development.

Very low

6%

Very high
26%

Low

20%

Neutral
20%

28%

Very low
51%

Very high
37.4%

Neutral
10.1%

High
303%

In 2024, most of the EU disability and
employment policy experts
interviewed consider the potential of
digitisation to improve the employabili-
ty of people with disabilities to be ‘high!
26% of the experts consider the poten-
tial to be ‘very high! In contrast, 20% of
the experts have a 'neutral’ view of this
potential, and less optimistic views see
20% of the sample with a ‘low’ rating
and 6% with a ‘very low’ rating. This
scenario shows a prevailing confidence
that digitisation can be a significant re-
source for improving the employment
inclusion of people with disabilities, al-
though a minority of experts with more
sceptical views persists.

The potential of digitalisation to help
persons with disability to be suitable
for paid work is “very high” according
to opinion of 37 % of respondents (97
preferences). 79 votes received the
answer (30 %) received the option
“High” and ranked the second most
voted. In contrary, “Low” potential
chose for their answer 43 participants
(17 %). 27 participants remained
neutral and “Very low” was the answer
with 14 preferences.



Comparing the graphs of 2024 and 2023 regarding the experts' opinion of the potential
of digitisation in relation to the employability of people with disabilities, some significant
differences emerge.

In 2023, 37% of experts rated the potential as ‘very high; whereas in 2024 this percentage
dropped to 26%. Similarly, in 2023, 30% of the experts rated the potential as ‘high,
whereas in 2024 this percentage decreased slightly to 28%.

As for the most critical assessments, in 2023, 17% of the experts rated the potential as
‘low; while in 2024 this percentage increased to 20%. Similarly, ‘very low' answers
decreased from 14% in 2023 to 6% in 2024. Finally, the percentage of 'neutral’ responses
remained constant at 20% in 2024, compared to 27% in 2023.

The general confidence in the potential of digitisation in relation to the employability
of people with disabilities seems to have decreased in 2024 compared to 2023. This
could indicate a growing awareness of the challenges and limitations of digitisation, al-
though most continue to have a positive view of its overall potential.

The following graph aims to investigate how EU digital initiatives and strategies can
improve access and employment opportunities for people with disabilities. In par-
ticular, the graph aims to explore experts' perceptions of how digital technologies and
related policies can break down employment barriers, foster employment inclusion and
support the integration of people with disabilities into the labour market.

In 2024, 48% of respondents
rated the potential of the EU
digital agenda for the employabil-
ity of people with disabilities as

Low ‘high! Only 30% had a neutral

Very high 4%

18%

Neutral
30%

High
48%

position regarding the impact of
this agenda, while a minority of
experts considered the potential
to be low (4%) or very low (0%).
These data reflect a generally
overall view of the effectiveness
of EU digital policies in improv-
ing employment opportunities for
people with disabilities.



“High” (112 votes, 43%) and “Very high”
(96 votes, 37 %) are two answers which
o together make vast majority of votes.
2% - “Neutral” chose 47 respondents (18 %)
“ 18% and “Low” voted only 5 respondents (2
%). The option “Very low” did not
receive any preference. The potential of
the EU digital agenda in relation to em-
ployability of persons with disabilities
is clearly significant and so deserves
the attention of the leaders.

Very high
37%

43%

Comparing the 2023 and 2024 data on respondents’ perception of the potential of the EU
Digital Agenda in relation to the employability of people with disabilities, some significant
differences and continuities emerge. In 2023, the majority of respondents, 43%, rated the
potential as ‘High' and 37% rated it as ‘Very High. Only 18% chose a ‘Neutral’ position and
just 2% voted ‘Low, with no preference for ‘Very Low. These results indicated a consensus
among the majority of respondents on the importance and effectiveness of the EU Digital
Agenda in increasing the employability of people with disabilities.

In 2024, this trend is confirmed, with 48% of respondents considering the potential to be
‘High! However, there is a significant increase in the ‘Neutral’ position to 30% (which was
18% in 2023), signalling some growth in uncertainty or balance of opinion. The percentage
of those rating the potential as ‘Low’ rises slightly to 4%, while ‘Very Low’ remains at zero.
These data suggest that, the majority continue to view the EU digital agenda positively,
although some respondents have other opinions regarding its effectiveness.

Thus, although respondents confirm a positive trend of the EU Digital Agenda’s abil-
ity to improve the employability of people with disabilities, a greater variability in
opinions emerges in 2024 than in 2023. This trend underlines the importance of con-
tinuously monitoring and adapting digital policies to meet different expectations and
ensure optimal results.

The following graph aims to investigate the opinions of the experts interviewed on the
effectiveness of the legislation in terms of improving employment opportunities for people
with disabilities.

The graph will display the experts’ perceptions of the impact of the legislation on employ-
ability, providing an overview of the confidence placed in the ability of European legisla-
tion to promote employment inclusion.



2024

35 33%

Not at all Only a little To some extent Rather much Very much

In 2024, the majority of the experts surveyed (33%), believe that the impact of the
implementation of the European Accessibility Act will be moderate. In contrast, 29%
believe that it will be quite significant. Furthermore, 11% believe that the effect will be very
significant. However, a considerable proportion of experts are more sceptical: 24% think
the increase in employability will be minimal, and only 3% believe there will be no impact
at all.

2023

40 37%

Not at all Only a little To some extent Rather much Very much

The European accessibility act is a directive that intents to improve the functioning of the
internal market for accessible products and services, by removing obstacles created by
Member States’ divergent rules. We asked the participants whether, in their opinion, its
implementation will help the employability of disabled persons. The first ranked the
answer “To some extent” with 95 preferences (37 %), the second follows the option
“Rather much” with 84 votes (32 %) and “Only a little” chose 49 respondents (19%).



Comparing the data on the potential impact of European law on the employability of peo-
ple with disabilities, a clear evolution emerges in the perceptions of experts between 2023
and 2024. In 2023, the predominant answer among respondents (37%) was ‘To some
extent! followed by 32% with ‘Rather much’ and ‘Only a little’ with 19% of responses. This
suggests moderate confidence in the effectiveness of European law, with the majority
believing that it can have a positive, albeit limited, impact.

In 2024, however, opinions diversified. The majority of experts (33%) still believe the im-
pact will be moderate, but a significant share (29%) believe it will be quite significant, and
a further 11% think the effect will be very significant. On the other hand, 24% of experts re-
main sceptical, expecting a minimal increase in employability from these European laws,
and only 3% believe there will be no impact. This variation in responses highlights an in-
crease in positive expectations among experts, with a growing minority expecting a more
significant impact than in the previous year, but also a persistence of some scepticism.
Thus, while the general perception of the potential impact of the European law on the
employability of people with disabilities seems to have improved in 2024, there remains a
division between those who are optimistic and those who remain doubtful about its real
impact on the employability of people with disabilities.

The following graph aims to explore the perception and commitment of organisations to-
wards the integration of digital technology as a tool to improve employment opportunities
for people with disabilities. The chart aims to highlight the level of awareness, current
initiatives and strategies adopted by organisations to use digitalisation as a means to
foster the employment inclusion and employability of this category of people.

40

30

20

Not at all Only a little To some extent Rather much Very much



In 2024, the majority (36%) of respondents believe that digitisation can contribute to the
employability of people with disabilities to some extent. A considerable number, 18%,
shared a rather positive view of the impact of digitisation, indicating that it can have a
significant influence. In contrast, another 18% of respondents do not see any contribution
of digitisation in this area. A share of 17% believe that the contribution is minimal, while
only 11% of the experts expressed a very strong belief in the effectiveness of digitisation in
improving the employability of people with disabilities.

30
25

20

10

Not at all Only a little To some extent Rather much Very much

The organisations of the respondents make efforts to understand whether digitalisation
can contribute to the employability of persons with disabilities “To some extent”, as ex-
pressed by 77 participants (30%). “Only a little” is the answer of 68 respondents (26 %)
and no efforts are being made in organisations of 47 participants (18 %). Despite it seems
quite a negative result, last two options “Rather much” (42 preferences, 16 %) and “Very
much” (26 preferences, 10 %) give a good sign for persons with disabilities.

Comparing the data for 2024 with the data collected in 2023 on respondents’ perceptions
of how they rate their organisations' efforts to understand how digitisation can contribute
to the employability of people with disabilities, variations over time emerge.

In 2024, 36% of experts believe that digitisation can contribute to the employability of
people with disabilities ‘to some extent,; up slightly from 30% in 2023. This suggests a
growing confidence in the potential of digitisation in this area. However, the percentage
of those who see only a small contribution fell to 17% in 2024, down from 26% the year
before, indicating a possible reduction in scepticism.

Furthermore, the percentage of experts who believe that no effort is being made in this
area remained stable at 18% in both years. This figure reflects a continuity in the percep-
tion of some organisations regarding the lack of initiatives in this area.

On the other hand, respondents who believe that digitisation can contribute ‘quite a lot'’
increased from 16% in 2023 to 18% in 2024, while those who believe it can contribute ‘a
lot’ increased from 10% to 11%. This increase, albeit slight, indicates an improvement in
confidence regarding the effectiveness of digitisation for the employability of people with
disabilities.

In summary, although reservations remain, the 2024 data show a slight increase in the
positive perception of the impact of digitisation compared to the previous year, sug-
gesting a trend of greater optimism and recognition of its potential contribution to

the employability of people with disabilities.



In the previous sections we analysed in detail the quantitative and qualitative results of the
survey, the demographics of the participants and then addressed three - sectors, groups
of participants. The data collected in 2024 was compared with the same research
conducted in 2023, in order to analyse and assess the similarities and variations
between these two periods, so as to monitor the trend in the employment inclusion of
disadvantaged people.

The analysis of the data collected on the 2024 topic of employment inclusion of people
with disabilities reveals a very complex picture, marked by significant progress but also
by many persistent challenges. In this concluding section, we will attempt to draw final
conclusions on the data analysed in the report and make recommendations, which
may be useful to stakeholders in this field.

PR

The first part of the research, as seen, relates to the sector of the of em-
ployer, Managing Director, HR Director. As in 2023, this group is also the
largest among the 2024 research respondents. Most of them also come
from the private sector and the education, health and social care sectors.
The results of the interviews conducted with this target group highlight
several areas for improvement and opportunities to promote greater inclu-
sion in the workplace.




A study of this group's comprehension of
the principal international and national legal
frameworks pertaining to the employment
rights of persons with disabilities revealed a
lack of familiarity with these issues. The
maijority of respondents indicated a limited or
absent knowledge of the subject matter. This
suggests the necessity for enhanced
awareness and training on existing legislation
and regulations, with the objective of ensuring
that company policies are aligned with legal
standards. This picture is confirmed by the
responses regarding specific company poli-
cies for people with disabilities, which are still
limited. Indeed, the analysis of the responses
shows that companies still have much to do
in terms of specific recruitment policies,
inclusive training and development, and
adaptation of working hours. Furthermore,
many companies have yet to activate poli-
cies in this regard. This underlines the need
to develop and implement more inclusive and
structured policies.

Another noteworthy area of investi-
gation is the stance of organisations
towards the recruitment of individu-
als with disabilities. This is a crucial
aspect of corporate inclusivity poli-
cies, yet it is observed that there is
considerable variation in attitudes. It
is encouraging to note that the ma-
jority of respondents indicated that
their company actively encourages
applications from individuals with
disabilities and hires in accordance
with legal obligations. However, it
also emerged that a considerable
proportion of companies do not
even consider hiring individuals with
disabilities. It is evident that there is
scope for enhancement in the per-
ception and practice of inclusive hir-

ing.

The necessity for enhanced pro-
tection policies towards individuals
with disadvantages in the workplace
is also corroborated by another in-
dicator. From the responses of the
interviewees, it becomes evident
that the majority of companies have
a low percentage of employees with
disabilities (less than 20%). Howev-
er, it is noteworthy that only a neg-
ligible percentage of companies do
not employ individuals with disabil-
ities, which is a positive indication.
This implies that, although the pres-
ence of people with disabilities in the
workplace is not insignificant, there
is still a significant need to safe-
guard their recruitment and contin-
ued presence in the workforce.
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In examining the obstacles to recruitment, the respondents identified inaccessibility to
conventional recruitment channels and a dearth of knowledge regarding the implemen-
tation of accessible selection processes as the primary impediments. Additionally, the
respondents identified a lack of career advancement opportunities and training, as well as
a negative work environment, as significant issues that require targeted intervention and
inclusion strategies. The respondents’ perception of the advantages of including people
with disabilities is favourable, with improvements in corporate reputation, morale and cul-
ture identified as a key finding. However, there is a limited perception of direct economic
benefits, such as increased productivity and tax incentives. This indicates a need for evi-
dence and communication of the economic benefits of inclusion, in addition to the ethical
and cultural advantages.

The utilisation of information and communication technologies (ICT) is perceived as a
crucial opportunity to enhance the recruitment and retention of individuals with disabili-
ties. Nevertheless, a considerable number of organisations contend that the deployment
of these technologies in the workplace does not influence inclusion. This suggests either
a reluctance to embrace change or a lack of awareness of the potential of assistive tech-

nologies.

Obstacles to Recruitment

The two primary challenges: Other issues needing action:
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Perception of Inclusion Benefits

Limited view of
economic benefits:
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Benefits of including disabilities:
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Employment Factors

Most of the respondents work part
time and in the non-profit sector. The
data collected in this section suggest
that education and training were the
primary facilitating factors in obtain-
ing employment, with work flexibility
and employers’ awareness of disabili-
ties also playing a significant role.

The second part of the research in-
vestigates the perceptions of people
with disabilities with regard to the
employment inclusion of the group
they represent. This section investi-
gates the perceptions of people with
disabilities with regard to the em-
ployment inclusion of the group they
represent.

Employment Barriers

Nevertheless, the lack of suitable em-
ployment opportunities and the pres-
ence of physical and digital barriers
continue to represent a significant
challenge, as does the absence of ap-
propriate assistive devices and equip-
ment,
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> Work Mismatch & Accommodation Needs

While discriminatory attitudes on the part of employers were
not widespread, many participants reported that their actual
work tasks and responsibilities did not align with their quali-
fications and experience as outlined in their CVs. The primary
accommodation requirements include the provision of personal
assistance, accessible transportation, and assistive technology.

T T WORN
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»

> Job Obstacles & Support Needs

The absence of appropriate assistive devices and a lack of aware-
ness among employers represent the primary obstacles encoun-
tered during the job search process. It is recommended that job
centres provide support and that dedicated platforms be used
more frequently. To enhance job satisfaction, it is crucial to foster
greater flexibility and awareness among colleagues and employ-
ers.

> Inclusive Employment: Skills & Support

The participants highlighted the positive contribution they can
make in terms of public image, skills and internal relations. The
majority of them use mainstream technologies, but the cost of
assistive technologies is considered excessive, and their digital
skills are mostly basic. In summary, the employment inclusion of
people with disabilities requires action on several fronts, including
education, specific support, increased awareness and flexibility,
and improvements in physical and digital accessibility, in order to
ensure a more inclusive and supportive work environment.

Perceptions:
Disability Views

Inclusion:
Employment
Integration

Employment:
Work
Opportunities

Flexibility:
Work
Adjustments

Barriers:
Accessibility
Challenges

Assistive:
Supportive
Devices

Discrimination:
Employer
Attitudes

Support:
Job Centre
Assistance

Accessibility:
Physical and
Digital

Skills:
Digital
Proficiency



The third and final area of the survey was the EU disability and employment policy experts.
The third group represents a smaller proportion of respondents than the other two groups.
However, it is essential to analyse their data in order to gain a more comprehensive under-
standing of the current situation and the perceptions of experts in this field at the European

level.

The data collected in 2024 indicates
that the majority of experts possess
adequate or good knowledge of Eu-
ropean employment policies for peo-
ple with disabilities, with a notable
proportion rating their knowledge
as very good. Nevertheless, the con-
sensus on the adequacy of the EU's
measures to remove employment
barriers presents a complex picture,
with a significant proportion of in-
terviewees indicating that the issue
has only been partially or inade-
quately addressed. The EU’s policies
were deemed most efficacious in
the realms of accessibility and pub-
lic employment services, while those
pertaining to financial incentives and
EU funding were considered less so.

In terms of the areas requiring the
most attention, education and train-
ing, and digitisation for social inclu-
sion emerge as the main areas for ac-
tion, with a considerable proportion
of experts indicating both as priority
areas. The majority of respondents in-
dicated that they believe digitisation
has the potential to enhance the em-
ployability of individuals with disabil-
ities. However, a notable proportion
of respondents expressed neutral or
sceptical views on this matter. The EU
Digital Agenda is perceived as a ben-
eficial factor with regard to employ-
ability, with the majority of experts as-
sessing itsimpact as high or very high.
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Moreover, the implementation of the EU
Accessibility Act is perceived as a promising
initiative by experts. Nevertheless, a mere
handful of organisations are investing
considerable resources into understanding
how digitisation can facilitate this objective.

The data suggest that there is an increasing
awareness and recognition among experts of
EU policies, which is perceived as an
important step towards greater inclusion of
people with disabilities.

Nevertheless, it is evident that there is a
need for further efforts to enhance the
overall efficacy of inclusive policies, par-
ticularly in the domains of digitisation and
education, in order to guarantee that em-
ployment barriers are addressed in a more
systematic and inclusive manner.

> Progress & Challenges in Workforce Inclusion

In conclusion, this report has demonstrated the considerable progress made in the inclu-
sion of disabled people in the workforce, while also identifying the persistent challenges
that persist in this sector and require further attention. Despite advancements in com-
pany policies and a heightened awareness of disability issues, significant gaps remain in
legislative knowledge, inclusive recruitment policies and accessibility. The data indicate
that, although there is representation of people with disabilities in the workplace, there is
a clear need for more structured policies and greater integration of assistive technology
to ensure their inclusiveness. It is of paramount importance to invest in training,
awareness-raising and innovation in order to overcome existing barriers and promote a
truly inclusive and accessible work environment for all and at all levels.

In light of the preceding conclusions and the analysis of the results of the three sectors,
the following recommendations are derived. These recommendations have been
classified as cross-sectoral, that is to say, they are valid for all sectors, and specific, that
is to say, they are valid for a particular sector.



The European Disability Forum (EDF) published its
7th Human Rights Report in 2023, which provides a
comprehensive overview of the employment situation
for people with disabilities in Europe. The report
identifies several critical challenges, including:

A variety of supported employment models have
been implemented across Europe to assist people
with disabilities in finding and maintaining jobs.
Some notable examples include:
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The European social economy has also played
a significant role in promoting the employment
of people with disabilities. A report by Social
Economy Europe, supported by the European
Commission, outlines 12 best practices from
social enterprises across the EU that success-
fully integrate people with disabilities into the
workforce. These initiatives typically focus on:

The employment of people with disabilities in Europe is supported by a variety of ini-
tiatives and frameworks that aim to tackle the persistent challenges of discrimination,
poor job quality, and lack of access. Reports from organizations like the EDF and Social
Economy Europe highlight the importance of both policy and practical support mecha-
nisms in improving employment outcomes. Continued focus on inclusive practices, legal
protections, and financial incentives for employers is crucial to ensuring that people with
disabilities can fully participate in the European labor market.



5. Recommendations - Transversal Issues

Promoting Continuing
Education

It is essential to implement regular
training programmes for employ-
ees and managers on the topics that
proved to be less known in the report:
legislation, inclusion and assistive
technology. Ongoing training in this re-
gard can help improve awareness and
implementation of best practices in the
field of employment inclusion of people
with disabilities.

Specific policies for the inclusion of
people with disabilities should be ad-
opted and updated in the workplace, in-
cluding a focus on recruitment, training
and professional development practic-
es. It is important that these policies
are well communicated and integrated
into day-to-day business practices.

Improve Accessibility and
Access to Assistive
Technology

Investing in assistive technologies and
ensuring the accessibility of work en-
vironments, both physical and digital,
is critical to ensuring the participation
and integration of people with disabil-
ities in the work environment.




Implement Inclusive
Recruitment Procedures

Review and adapt recruitment pro-
cesses to ensure they are accessible
to all candidates, including those with
disabilities. This includes creating ap-
propriate recruitment channels and
training recruitment staff.

Foster a corporate culture that val-
ues diversity and inclusion by raising
awareness at all levels of the organ-
isation of the benefits and practices
of inclusion. Promoting a positive and
welcoming work environment is crucial
for inclusion.

Establish monitoring and evaluation
systems to measure the effectiveness
of inclusion policies and practices, an-
alysing data regularly.




6. Recommendations for employers,
managing directors/HR Directors

Investing in
awareness-raising
and training

It is essential to provide aware-
ness-raising and training initiatives
for staff and management to increase
awareness of the rules and benefits of
including people with disabilities in the
company

Implementing training programmes
for hiring managers, directors and HR
managers on laws and regulations re-
lating to the employment rights of peo-
ple with disabilities.

Development and
implementation of
inclusive policies

Developing and adapting specific com-
pany policies for the recruitment, train-
ing and development of people with
disabilities. On the one hand by cre-
ating adaptive procedures for working
hours and environments that meet the
needs of employees with disabilities.
On the other by regularly reviewing
and updating D&l policies to ensure
their effectiveness and alignment with
industry best practice.




Improving inclusivity in
recruitment

Enhancing recruitment strategies to
include channels accessible to people
with disabilities, developing or imple-
menting inclusive selection processes
that ensure fairness and accessibility at
all stages of recruitment.

Promoting an inclusive corporate cul-
ture through awareness-raising cam-
paigns and training programmes for all
employees to create an environment
free of discrimination and injustice.

Including ongoing support and mon-
itoring programmes, and providing
career and continuing education op-
portunities to ensure the professional
growth and internal mobility of people
with disabilities.




Addressing barriers and
improving the work
environment

By identifying and removing physical
and cultural barriers that hinder the in-
clusion and participation of employees
with disabilities. In parallel, promoting
a positive and inclusive work environ-
ment through targeted interventions
to combat discrimination in the work-
place.

Using Assistive
Technology and ICT

Investing in assistive technology and
ICT to improve the recruitment and
employment of employees with dis-
abilities. Also providing ad hoc training
on the use of assistive technologies for
employees and managers to ensure ef-
fective integration of these tools.

Implementing monitoring systems to
regularly assess the effectiveness of
inclusion policies and practices and
collecting feedback from employees
to identify possible areas for improve-
ment.




7. Recommendations for person with
a disability

Enhance your training
and skills

Continue to invest in your training and
the acquisition of new skills. This not
only improves your employment op-
portunities, but also demonstrates your
commitment and preparation to poten-
tial employers.

Take advantage of the resources of-
fered by job centres and platforms ded-
icated to labour inclusion. These tools
can support you in your search for job
opportunities suitable for your condi-
tion and in preparing your applications
for interesting job positions.

If you need personal assistance or as-
sistive technology to do your job, do not
hesitate to request it. Be sure to clearly
communicate your needs to your em-
ployers to enable you to do your job as
effectively as possible.




Be proactive in
communicating with
employers

When applying for a job, clearly express
your expectations regarding the adap-
tation of the work environment and the
support tools you need. Transparent
communication can prevent misunder-
standings and improve your standing
in future jobs.

Take advantage of
flexibility

If possible, look for job opportunities
that are flexible, both in terms of work-
ing hours and working arrangements.
Flexibility can contribute to a more
inclusive working environment that is
adapted to your needs.

Participate actively in
creating an inclusive
environment

Share your experiences and skills with
colleagues and employers. Your con-
tribution can help promote greater
awareness and understanding of dis-
abilities and improve the overall work-
ing environment.

Report physical and
digital barriers

If you encounter physical or digital bar-
riers, report these problems to your
employers and seek appropriate solu-
tions. Your report can help improve ac-
cessibility for you and other colleagues.




8. Recommendations for expert of EU
policies on disability and employment

By investing more in training and ed-
ucation programs that prepare people
with disabilities for the labour market
and collaborating with educational
institutions and companies to devel-
op specific curricula and courses that
meet the professional needs of people
with disabilities.

By supporting projects and initiatives
that use digitisation to improve access
to employment for people with disabil-
ities and by promoting and funding re-
search and initiatives to identify best
practices and technologies that facil-
itate the participation of people with
disabilities in employment.

Strengthen the
effectiveness of financial
incentives measures and

EU funds

By reconsidering and seeking to op-
timise EU financial incentive policies
and funding mechanisms to make
them more accessible and effective,
while also ensuring that resources are
strategically allocated to support com-
panies that employ people with disabil-
ities and to develop innovative projects
in the field.




Stimulate awareness
and collaboration among
stakeholders

By creating collaborative initiatives be-
tween experts, institutions, companies
and non-governmental organisations
to share and exchange knowledge and
best practices. In parallel, promoting
awareness-raising and training cam-
paigns to raise awareness about the
benefits of employment inclusion of
people with disabilities.

Implementing mechanisms for ongo-
ing monitoring and evaluation of poli-
cies and practices to ensure that they
respond to the real needs of people
with disabilities, adapting strategies to
new challenges and opportunities that
emerge in monitoring.

That promote innovation in inclusive
work models, such as teleworking
and workplace adaptation. It also en-
courages the creation of research and
development networks focused on
innovative solutions to overcome em-
ployment barriers.

Directly involving this group in the de-
sign and evaluation of employment
inclusion policies, ensuring that their
experiences and suggestions are taken
into account in policy and administra-
tive decisions, and representing their
needs.
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