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On Today’s Agenda

• Conceptual clarifications

• Some statistical evidence of exclusion

o Worldwide evidence

o Differences across Europe

• Different exclusion mechanisms

o Macro: disability policies

o Micro: interpersonal dynamics

o Meso: disability inclusion practices & culture

• Self-employment by PWD



Persons with disabilities include those who have 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.
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How many people 

have a disability?

1 in 6 (1.1 billion people globally) have a disability

(WHO, 2020)

12.6% of the U.S. population (Kraus, 2017)

Likely to to double to 2 billion by 2050 because of 

ageing population (WHO, 2020)
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Changing meanings of disability

P R E I N D U S T R I A L  S O C I E T Y

• Dominated by religion and superstition

• Disability was equated to sin and persecuted

• Distancing out of fear

I N D U S T R I A L  C A P I TA L I S M

• Growth of scientific knowledge and rise of capitalism

• Disability as individual medical problem

• Evoked pity and societal obligation to fix the condition
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Changing meanings of disability

T H E  R I S E  O F  M E D I C A L  P O W E R

• Need to maintain an adequate labor supply

• Seperation of ‘fakers’ from those with ‘authentic’ 

impairments

• Physicians certifying the legitimacy of disabilities

• Growth of rehabilitation industry
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The medical model of disability

Traditional view of personal tragedy

Disability is caused by impairment

The individual who is impaired is the problem

The solution to the problem lies in medicine: 

curing
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The social model of disability

Activist and disability studies view

Disability is caused by social barriers

The problem lies with a maladapted society

Inaccesible environment: 

communication, services, built space

Attitudes: prejudice, stereotyping, 

discrimination

Organizations: inflexible procedures and 

processes, ableist discourses
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Ableism

Ableism refers to ideas, practices, institutions and social relations that presume able-bodiedness

or non-disability as a normative organizing principle against which all are assessed, generating a collective 

understanding of disability as a diminished state of being human (Campbell, 2009).
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Exclusion from the 

workplace

- Employment rates average 40% of the overall 

employment level, and unemployment rates are 

typically twice the overall average (WHO, 2011).

- Persistence of employment gaps over time (Geiger et 

al., 2017).

- Correspondence test: job application with and 

without mention of disability, net discrimination rate 

of 0.46*** (Baert et al., 2016).
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Countries’ rankings in disability employment across different surveys 2011/12

(Geiger et al., 2017)
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EU employment rates people with and without basic activity difficulty (2011)
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Why employment is important

• A right of each citizen

• Enhance health, physical and mental well-being, and 

sense of self-worth

• Economic independence

• Reduces dependency on social benefits

• Provides a meaningful place in society

• Ability to contribute talents and skills to the economy 

and civil society more broadly
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Exclusion inside the 

workplace

- pay gaps (Kruse et al., 2018), 

- temporary and part-time contracts (Pagán, 2012), 

- segregation into low-quality work and certain occupations 

(Maroto and Pettinicchio, 2014),

- lower job and pay satisfaction (Shantz et al., 2018), 

- lower performance evaluations (Lengnick-Hall et al., 2008),

- underemployment (Konrad et al., 2012)

- ill-treatment (Fevre et al., 2013). 

- more work-life balance problems (Jammaers & Williams, 2020

- more accesibility issues (Van Laer et al., 2020)
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Macro disability 

employment policies

• Quota with or without levy-grant system for private / public 

companies (Samoy & Waterplas, 2012)

• Wage subsidies (Samoy & Waterplas, 2012)

• Reimbursement of reasonable accommodation costs

• Interpreting hours

• Job retention

• Assistance in job search through PES and job coaching

• Targeted training in job growth areas (e.g., tech sector)

• Inclusive non-segregated schooling system

• Personal budget (non-work related)

• Legislation: anti-discrimination law of 2007 and CRPD 2006
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The Americans with Disabilities Act (2010)

- Civil rights law that protects around 15% of Americans with a disability

- ADA was revolutionairy because for first time it acknowledges systematic employment barriers for 

pwd whose difficulties were once attributed to individual problems

- ADA demands organizations to alter their workplace to enable pwd to participate on equal basis 

with majority workers = reasonable accommodations

- ADA requires case-by-case, fact-based approach to providing reasonable accommodations to 

individuals who are qualified to perform the essential functions of a job

- It should not impose undue hardship on the employer
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ILO website
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Examples of reasonable accommodation

Reasonable accommodations are changes in the workplace that allow people with disabilities to participate on the same par with other colleagues in the organizational life. 

It can be architectural or structural changes in the physical work environment as well as changes in the social organization of work.
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(Not) requesting reasonable 

accommodations

J a m m a e r s

Denying reasonable 

accommodation requests

Barriers to requesting reasonable accommodation:

- employers’ reluctance to recognize disabilities

- exploiting the knowledge-resource differential

Personal compensation strategies as alternative:

- Working harder and for longer hours

- Coming to work sick, in pain, or without adequate

sleep

- Putting in extraordinary effort

- Underemployment

- Using holidays for doctor appointments and sick relief

(Harlan & Robert,1998)

Reasons for not granting reasonable accommodation:

- employers perceive it as costly

- employers perceive it as disrupting the hierarchy:

- as a disruption to institutionalized class-based

divisions

- elevation of employee with disability above

able-bodied employee ( yet s/he is worth

less to organization)

- employers perceive it as undermining authority

(Harlan & Robert,1998)
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Disability Inclusion Best Practices

D e v e l o p  

t o p  l e a d e r s h i p  c o m m i t m e n t

Establish employment of people with 

disabilities as a clear priority, mobilize middle 

management, place people with disabilities in 

leadership positions.

A s s i g n  

r e s p o n s i b i l i t y

Put someone in charge of 

attracting, engaging, and 

advancing employees with 

disabilities.

F i n d

a  p a r t n e r

Find a partner in the 

placement business (e.g., 

State VR agency or local 

area community service 

provider)

(Linkow et al., 2012)
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Disability Inclusion Best Practices

E s t a b l i s h  b u s i n e s s  

r e s o u r c e  g r o u p s

Identify leaders with interest in disability. 

Create inter-unit partnerships, conduct 

accessibility assessments, get involved in 

recruiting.

M a k e  m a n a g e r s  

a c c o u n t a b l e

Incorporate disability goals into 

performance plans for managers 

and supervisors.

M e a s u r e  f o r  u n d e r s t a n d i n g  

a n d  r e s u l t s

Include disability in employee 

surveys, measuring both 

performance and importance. 

Link to measures of employee 

engagement.

(Linkow et al., 2012)
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Disability Inclusion Best Practices

M a k e  i t  s a f e  

t o  s e l f - i d e n t i f y

Most employees with disabilities are 

unidentified, or become disabled post-hire.  

Make disclosure safe, provide solid reasons to 

disclose (e.g. flexible work options, access to 

accommodations).

R a i s e  u n d e r s t a n d i n g  

a n d  s k i l l  l e v e l s

Train everyone on etiquette, 

understanding. Reduce fear of 

interacting with people with 

disabilities. Ensure managers 

understand their roles and 

accountabilities.
(Linkow et al., 2012)



• Reserved jobs and quota

• Monitoring of % PWD

• Outsourcing to sheltered 

workshops

• Offering internships to 

jobseekers with disability

• Arranging special job fairs for 

PWD

• Action plan to increase the 

number of PWD

• Adaptations in the recruitment 

phase/selection tests

• Adaptations in the physical 

work environment

• Adaptations in the organization 

of work (workhours / locations / 

tasks…)

• Adaptations during trainings and 

courses

• Clear and central contact person in 

charge of accommodation requests 

• Structural meetings between PWD 

and line manager about the disability 

and changed accommodation needs

• Written document that summarizes 

made agreements on 

accommodations

• Sensitization on disability for 

managers and colleagues 

• Specific attention for disability of 

customers

• Using internal staff with disability for 

enhancing knowledge on disability 

and appropriate practices

• Transparency in the way wage 

subsidies are used

• Contact with specialized 

disability agencies

• Training the use of the 

evacuation chair 

• Voluntary disclosure policies

• Internal special unit for 

diversity and/or disability 

• Regular audits for 

antidiscrimination during 

hiring/promotion  

• Re-integration policy 

• Line manager visits to PWD in 

the hospital

J a m m a e r s

24 disability inclusion practices

(Jammaers, under review)
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Reasons for career failure 

of people with disabilities

• stereotypes or negative attitudes of employers and  coworkers

• disability-job fit stereotypes

• discourses of lower productivity

• fear of costs of accommodations

• lack of employer knowledge of reasonable accommodations

• assumptions disabled people are not interested in progress

• not being identified as a high potential and missing out on the 

‘grooming’ activities

• lack of access to critical feedback

• lack of access to role models and mentors

• lack of socialisation due to isolation

• organizational values and norms that discourage help-seeking, 

requesting accommodation, or signal tolerance for disability-based

discrimination

(Beatty et al. 2019)
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Ingredients for a disability inclusive HR policy

(Jammaers, 2016)
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Entrepreneurship by PWD

• the number of self-employed PWD in Flanders increased 

from 16 193 in 2009, to 25 751 in 2016. 

• 1 in 9 employed PWD is self-employed 

• lack of clarity on how to get governmental support

• respondents’ rely instead on employer organizations and 

family or friends

• need for more flexible taxation options for carrying out an 

activity as a secondary occupation to allow for adjusted 

working hours

• in theory wage subsidies but in practice these fail

(Van Rampelberg, 2018)
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Barriers, motivators and talents of EwD

M O T I VAT I O N S

more opportunities to accommodate 

the disability; 

flexible working schedule; 

a greater independence; range of 

choices and level of self-determination;

greater job satisfaction; necessary 

push…

B A R R I E R S

discouraging financial structures by 

the government; lack of support from 

vocational rehabilitation counsellors;

counsellor’s lack of knowledge on how 

to start a business; inaccessibility of 

the built business environment; 

discrimination by banks, customers 

and suppliers

S P E C I A L  TA L E N T S

problem-solving skills; 

resourcefulness: flexibility; creativity; 

Impulsivity; willingness to ask for 

help; perseverance and superior 

discipline; tolerance for risk 

(Jammaers & Zanoni, 2020)
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See also following websites



LOCATION

LSM School of Management

Place des Doyens, 1

B310

HOURS 

Available after appointment

CONTACT US

Eline.jammaers@uclouvain.be

MORE INFO

Available by mail from Monday to 

Friday, 08:00-17:00
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Questions regarding this 

presentation?


