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[bookmark: _Toc233283374][bookmark: _Toc236848899][bookmark: _Toc236906070][bookmark: _Toc236906462]Executive Summary
[bookmark: _Toc236848900][bookmark: _Toc236906071][bookmark: _Toc236906463]Background
Ireland’s disability employment gap is below the EU average.(1) Research by the OECD found that employer engagement and support for employers is critically important for the improvement of the labour market situation for persons with disabilities in Ireland.(2) The employment of disabled people is one of five pillars of Ireland’s new Human Rights Strategy for Disabled People. There are commitments in the strategy to have targeted employer initiatives to increase their disability competence and to improve their awareness of the range of supports available to them for the employment of disabled people. 
Much of the literature in relation to the employment of disabled people is from the perspective of the benefits to business or from the perspective of the disabled person. There are fewer reviews that examine the attitudes and experiences of employers. It is important to understand these in order to inform the development of effective actions that will reduce the attitudinal barriers for employers and allow them to be more receptive to hiring disabled people. 
In this context the NDA has produced this literature review that explores the attitudes and experiences of employers to the employment of disabled people. 
[bookmark: _Toc236848901][bookmark: _Toc236906072][bookmark: _Toc236906464]Methods
A search of academic and grey literature was conducted from 2010 to 2026 on attitudes and experiences of employers in employing disabled people. Papers that included concerns and challenges of employers were included. A narrative synthesis approach was employed to summarize and integrate findings across the included studies.  
[bookmark: _Toc236848902][bookmark: _Toc236906073][bookmark: _Toc236906465]Findings
The review indicated that employers’ attitudes, experiences and hiring decisions towards people with disabilities are complex and influenced by a range of different factors. While many positive attitudes were identified, negative attitudes and negative hiring intentions towards the employment of disabled people persist. Attitudes were found to vary by disability type with more negative attitudes towards people with mental health conditions or intellectual disabilities compared to other disabilities. (3–9)Some employers also expressed concern about legal problems, safety, attendance, impact on co-workers and costs of insurance, noting that these issues ultimately impacted hiring intentions. (3)
Three main barriers impacting the hiring of disabled people were identified; perceived reduced productivity and performance, perceived costs, and low knowledge and awareness of disability. Concerns about productivity and performance included disabled workers being perceived as less productive, unable to fulfil job requirements, a general fear of the unknown regarding work performance, absenteeism, sick leave, and being absent to attend medical appointments. (3,5,10) Issues related to costs were specifically the perceived costs associated with providing accommodations. (3,11,12) Costs were more of an issue for small organisations as they tend to have more limited resources. (3,4) Many gaps in employers’ knowledge of disability and managing disabled people in the workplace including knowledge of government regulations were identified. (6)
Organisations and managers who had pro-social motivation (the desire to protect and promote the well-being of others) or previous experience working with or knowing disabled people were more favourably disposed to employing disabled people. (4–6,12,13) Administrative and government support were viewed as important for many employers to support employment of disabled people.(4,8,14–16) Awareness raising and targeted strategies within organisations have been highlighted as ways to reduce stigma and dispel misconceptions relating to different types of disabilities. (12)
[bookmark: _Toc236848903][bookmark: _Toc236906074][bookmark: _Toc236906466]Conclusion
The review is somewhat limited as the papers included largely rely on subjective reporting from employers on their attitudes and there was a lack of objective measures. There may therefore have been an element of social desirability bias in some studies. Further research is required such as examining supports provided by employers across the working life of disabled employees and examining the effectiveness of various approaches to change the attitudes and behaviours of employers. 


[bookmark: _Toc231561007][bookmark: _Toc233283375][bookmark: _Toc236848904][bookmark: _Toc236906075][bookmark: _Toc236906467]Introduction
Ireland ratified the UN Convention on the Rights of Persons with Disabilities (UNCRPD) in 2018. Article 27 encourages state parties to “recognise the right of persons with disabilities to work, on an equal basis with others”.(17) In Ireland, almost half (49.3%) of people with disabilities of working age are at work, compared to 70.8% of people without disabilities. This means that the difference in employment rates between people with and without disabilities, i.e., the disability employment gap, is 21.5 percentage points (18). Comparing across EU countries using data from the Survey on Income and Living Conditions Ireland’s disability employment gap is 30.5 compared to the EU average of 24.2.(1)
Inclusion in the labour market has a significant role to play in improving outcomes regarding poverty and social exclusion. Supply side policies focus on targeting the motivations, skills and capabilities of disabled people to improve their chances of getting a job and making them more attractive candidates. Demand side policies address the barriers and facilitators that play a role in employers’ motivations and decisions to employ or not to employ disabled people. (9,19) OECD research funded by the National Disability Authority (NDA) found that employer engagement and support for employers is critically important for the improvement of the labour market situation for persons with disabilities in Ireland.(2)
The employment of disabled people is one of five pillars of Ireland’s new Human Rights Strategy for Disabled People, which is Ireland’s mechanism for progressive realisation of the UNCRPD. There are commitments in the strategy to have targeted employer initiatives to increase their disability competence and to improve their awareness of the range of supports available to them for the employment of disabled people. In order to increase disability competence a number of actions are proposed including: 
· a media campaign to change attitudes to employing disabled people
· a ministerial-led forum to discuss with employers and disability stakeholders issues related to the employment of disabled people
· identify models of good human rights practice in the employment and advancement of disabled people
· research with employers in identifying enablers and obstacles to employing disabled people
Much of the literature in relation to the employment of disabled people is from the perspective of the benefits to business or from the perspective of the disabled person. There are fewer reviews that examine the attitudes and experiences of employers. It is important to understand these in order to inform the development of effective actions that will reduce the attitudinal barriers of employers and allow them to be more receptive to hiring disabled people. 
In this context the NDA has produced this literature review that explores the attitudes and experiences of employers to the employment of disabled people. Following an outline of the methods this review summarises the main attitudes and experiences of employers. It then examines the three main factors influencing these attitudes and experiences namely; productivity and performance, perceived cost, and knowledge and awareness. This is followed by a limitations and conclusion section. 
[bookmark: _Toc231561009][bookmark: _Toc233283376][bookmark: _Toc236848905][bookmark: _Toc236906076][bookmark: _Toc236906468]Methodology 
[bookmark: _Toc211258858][bookmark: _Toc231561010][bookmark: _Toc233283377][bookmark: _Toc236848906][bookmark: _Toc236906077][bookmark: _Toc236906469]Search strategy
A search was conducted across the database platforms EBSCO, ProQuest and Google Scholar from 2010 to present day. The search strategy utilised a combination of relevant keywords including
· “Employer attitudes to employing people / workers with disabilities”
· “Employer experiences of employing people / workers with disabilities”
· “Challenges / barriers to employing people / workers with disabilities”
A number of terms were also used in place of worker with disabilities.[footnoteRef:1] The reference lists of key documents were searched for additional relevant documents. Grey literature sources were also searched for reports relating to employers attitudes and experiences of employing disabled workers. These include government websites, advocacy organisations and research collectives.  [1:  These included “People with Mental health difficulties”, “People Intellectual disabilities”, “Autistic people /workers”, “Wheelchair users”, “Blind or visually impaired people”, “Deaf or hard of hearing people”] 

[bookmark: _Toc211258859][bookmark: _Toc231561011][bookmark: _Toc233283378][bookmark: _Toc236848907][bookmark: _Toc236906078][bookmark: _Toc236906470]Inclusion and Exclusion Criteria 
[bookmark: _Hlk198282704]Studies were included if they met the following criteria: 
· included the attitudes and experiences of employers in employing disabled people, 
· included potential concerns, challenges or barriers employers have encountered or perceive they may encounter from employing people with disabilities.
Studies were excluded if they: 
· focused mainly on the perspectives of workers with disabilities as opposed to employers’ perspectives,
· focused only on the benefits or positives of hiring workers with disabilities and did not explore the challenges or perceived challenges employers have. 
[bookmark: _Toc197417191][bookmark: _Toc211258860][bookmark: _Toc231561012][bookmark: _Toc233283379][bookmark: _Toc236848908][bookmark: _Toc236906079][bookmark: _Toc236906471]Data Extraction and synthesis 
The selected studies were screened for relevance based on the titles and abstracts. Full-text articles of potentially relevant studies were retrieved and further assessed for eligibility according to the inclusion and exclusion criteria. Data extraction of these and relevant grey literature was performed to capture key information. 
A narrative synthesis approach was employed to summarize and integrate findings across the included studies. Themes, patterns, and commonalities were identified to highlight the current knowledge and gaps in the literature regarding employers’ attitudes towards hiring people with disabilities.
[bookmark: _Toc231561014][bookmark: _Toc233283380][bookmark: _Toc236848909][bookmark: _Toc236906080][bookmark: _Toc236906472]Key Findings
[bookmark: _Toc233283381][bookmark: _Toc236848910][bookmark: _Toc236906081][bookmark: _Toc236906473]Employers’ attitudes and experiences
Generally, the literature included in this review highlights that employers display both positive and negative attitudes towards hiring people with disabilities. CIPD, a professional body for human resources and people development, reported in its 2025 report, HR Practices in Ireland, that employers cited disability as the most challenging equality issue they encountered when hiring employees. They highlighted the provision of reasonable accommodations and adapting and making workplaces accessible as the main issues they were encountering. (20) 
A 2021 research study on public and private employers in Denmark indicates that employers generally have quite positive attitudes towards people with disabilities, but that employers may be influenced by ‘social desirability’ in relation to this topic, by over-reporting their positive attitudes. (19) This indicates that employers can be contradictory in their attitudes and behaviours by having a positive attitude towards workers with disabilities, but a negative behaviour in relation to the actual recruitment of workers with disabilities. (6,19)
Burke et al., in their 2013 literature review on employer attitudes to hiring and retaining disabled people, identified generally positive attitudes but also found that employers had concerns related to potential legal problems, safety, attendance, impact on co-workers and costs of insurance and that these issues ultimately impacted hiring intentions. (3)
A 2016 review of employers’ perspectives towards people with disabilities by Heera and Devi found that some organisations feared a negative reaction from customers to disabled employees and so may have been reluctant to hire disabled people.(5) One study found this was particularly the case for employees with intellectual disabilities compared to those with physical disabilities. (4) 
Research from Frøyland et al., in Norway in 2025 highlights that there can be subtle resistance from colleagues and middle managers towards the inclusion of people with disabilities in the workforce due to perceived workload increases, indicating that the disabled employee’s capability can sometimes be automatically assumed to be low.(21) Similarly, other research indicates that while senior managers showed positive attitudes toward hiring people with disabilities, middle managers were more hesitant. (22) However, other research would indicate that attitudes of co-workers and supervisors were the least frequently cited challenges for employers. (3)
Nordic research on improving labour market participation of vulnerable youth found that some employers openly express prejudice and bias during recruitment processes and they often equate reduced functioning to reduced work capacity.(23)  Research that collated the job interview experience of disabled employees in the US and Norway categorised experiences in three ways. (24) The first was discrimination with applicants describing employers as being ‘negatively surprised’ and interviews as being ‘awkward’ particularly when they had not informed the employer of their disability in advance. The second categorisation was uncertainty whereby employers were described as not knowing how to act or what to say. The third category was described as recognition whereby employers were primarily interested in the competence of the person and recognised that the applicants’ had equal standing with that of non-disabled applicants. The authors describe these employers as not just private persons with an inclusive inclination towards disabled persons but as gatekeepers for entry to working life entry. 
A 2025 mixed-methods study from Nagtegaal et al., examining employers’ decisions about hiring disabled people in the Netherlands highlights how some employers, despite holding negative views of disabled people, hire people regardless (6). This study indicates there is much complexity in employers’ motivations to hire workers with disabilities, and that positive views do not necessarily translate to hiring intentions, and negative views, similarly, do not always result in negative intentions. 
[bookmark: _Toc236848911][bookmark: _Toc236906082][bookmark: _Toc236906474]Disability type
The literature indicates that employers’ attitudes towards hiring disabled people can vary depending on the type of disability a person has. (3–8) It suggests there may be a hierarchy of disability types that employers tend to follow when it comes to hiring disabled workers  but there are also some contradictions. (15,25) Irish research from 2021 with 250 employers found that 44% of employers think of a physical disability when they hear the word disability.(26)
Heera and Devi, found that the type and severity of disability influences labour market outcomes and that people with more severe disabilities and mental health disabilities are at more of a disadvantage. (5) Analysis from Goodman et al., found that employers may be less likely to hire someone with a visual impairment, and this was followed by, in order, people with a mental health disability, an intellectual disability, deaf people and those with a physical disability. (12) Alternatively findings from a dissertation study found that individuals with sensory or physical disability may be more likely to be hired by employers compared to individuals with intellectual or psychiatric disabilities.(25)
Other studies have also found that employees with physical disabilities were preferred to those with mental health disabilities. (3) Conversely there are suggestions that employers may have a preference for hiring disabled workers who require less changes to the physical environment (4,23). 
Looking more closely at mental health related issues, Shahwan et al., in their 2022 study, conducted interviews with employers and co-workers in Singapore to understand perspectives on hiring and working with people with mental health disabilities. They identified a number of concerns including a person’s ‘emotionality’ and ‘unreasonable behaviour’ and costs when someone is out sick. (28) Chan and McGinley’s qualitative study of hotel managers in China highlighted concerns around safety regarding people with mental health disabilities with some perceptions that people with mental illness can be more violent. (22) Research found particularly discriminatory attitudes towards people with psychosis with this group viewed as being less employable compared to other groups of people with disabilities or those with other mental health conditions. (8) This discrimination appears to stem from employers viewing people with a history of psychosis as being more dangerous than people with other mental health conditions.
Schwitter et al. note in their 2024 systematic review of research on the impact of disability status on employer decision-making on hiring practices, that while there is an emerging evidence base on disability-related hiring discrimination, the majority of the research has focused on wheelchair users, followed by people with mental health difficulties and people with sensory impairments. (29) The authors argue that there is a need for further exploration of discrimination across a wider range of chronic conditions and impairments to better understand the causes of adverse employment outcomes associated with different disabilities. (29)
[bookmark: _Toc233283382][bookmark: _Toc236848912][bookmark: _Toc236906083][bookmark: _Toc236906475]Factors impacting attitudes and experiences
[bookmark: _Toc236848913][bookmark: _Toc236906084][bookmark: _Toc236906476]Frameworks and models
The literature indicated that employers’ attitudes and hiring decisions towards disabled people as outlined above are complex and influenced by a range of different factors. A number of frameworks, models or conceptualisations have been developed to analyse and understand the range of attitudes, behaviours, and perceptions of employers. 
Rodriguez et al., using factor analysis, identified four main factors that influence employer’s disposition to hire and retain disabled employees.(30) These were fears and concerns, employers’ resources for persons with disabilities, Americans with Disabilities Act (ADA) competence, and knowledge of disability. The authors recommended that these were used as a basis for education of employers. 
Bredgaard and Salado-Rasmussen in a 2021 Danish study proposed an analytical framework that classified four different types of employer; committed, dismissive, sceptical, and passive. (18) They applied this framework to Danish employers and found that 54% of employers were passive, that is, they had had positive attitudes but negative behaviour. Almost a quarter, 22%, were found to be dismissive, 20% were committed and 4% were sceptical. They recommend further research to explain these findings which would help with targeting of employers to improve employment of disabled people. 
Strindlund et al., in a 2019 Swedish study interviewed 27 employer representatives and identified three categories of views.(31)These were; employability as constrained by disability; employability as independent of disability; and employability as conditional. In the first category employers perceived that disabled people lacked the competence, experience and personal characteristics required for the job. They believed that disabled people were unreliable, poorer performers, had a reduced willingness to work and placed higher demands on employers. In the second category, employability as independent of disability, employers prioritised competence, experience, characteristics and a strong will to work above the person’s disability. In the third category, employability as conditional, the ability of a disabled person to work was understood as being influenced by different individual, workplace and authority related aspects and how they interacted together. 
Nagtegaal et al. published a systematic review in 2023 which examined why employers hire or fail to hire people with disabilities. (4) They differentiated hiring intentions from hiring behaviours and analysed the complex decision-making processes involved in hiring using the COM-B model which explains that Capability, Opportunity and Motivation (COM) influence Behaviours (B). They identified 32 factors that can influence employers’ hiring behaviour towards disabled people with the three main barriers identified as;
1) Employers’ beliefs that people with disabilities are not productive
2) Employers’ expectations of costs associated with hiring disabled people
3) Employers’ lack of knowledge about disability and how to manage disabled employees. 
Each of these are explored below. 
[bookmark: _Toc236848914][bookmark: _Toc236906085][bookmark: _Toc236906477]Perceived reduced productivity and performance
One of the frequently referenced barriers to hiring people with disabilities is the perception by employers that disabled people are unproductive or less productive then their non-disabled peers. (4,5) Concerns included disabled workers being less productive, unable to fulfil job requirements, a general fear of the unknown regarding work performance, absenteeism, sick leave, and being absent to attend medical appointments. (3,5,10) Concerns regarding performance have also been identified in studies of small organisations, which indicate that it may impact hiring intentions for smaller businesses. (12)
Research from Israel focused on employers’ attitudes towards those with visual impairments indicated that employers are frequently more concerned about ‘the bottom line’ and require some form of financial reassurance in order to be positively disposed toward hiring people with disabilities. (32) Productivity and generating income were considered more important than any positives associated with job matching candidates with disabilities to suitable roles. This study also found that employers required evidence for job capability from potential employees before hiring them. The author suggests that providing employers with evidence of job capabilities when applying for jobs or attending job interviews may lead to a higher success rate for people with visual impairments getting hired. 
A 2022 Norwegian study by Dean et al. found that similar to perspectives on general disability, one of the main concerns for employers in relation to people with an intellectual disability were perceptions regarding work performance. (14) 
A dissertation that examined employers’ attitudes to disabled employees suggests that employers may expect more from their employees without disabilities compared to those who have a disability, indicating there may be a lack of expectation on the ability of disabled workers.(25)This study also suggests that employers may be more concerned with the safety of employees with disabilities compared to those without disabilities indicating a misconception that all people with disabilities have higher safety risks due to their disability. 
However, concerns about productivity do not always dominate. Erickson et al. asked 675 employers in the US about the barriers to the employment or advancement of disabled people. A lack of qualified applicants was the most common barrier reported. This was followed by lack of skills, training and experience, a lack of knowledge by supervisors as to what accommodations to make, attitudes and stereotypes towards disabled people, and cost of accommodations, with performance one of the least common barriers mentioned.(33)  A 2013 literature review by Ju et al. found that while employers have concerns about hiring disabled people these concerns had reduced from a decade previously.(34)  
The literature would also suggest that employers hire people with disabilities who display a positive attitude, and that employers who persevere on promoting inclusion find that the productivity of workers with disabilities increases over time. (5) Nota et al. highlight that employers respond more favourably to strengths-based descriptions of workers with intellectual disabilities. (35) This is further supported by Dean et al. who highlighted how employers’ perceptions of barriers relating to people with intellectual disabilities were more related to perceived lack of skills. This emphasises the importance of supporting workers with intellectual disabilities to highlight their skills in their job applications. (14)
Strindlund et al. found that employers views of disabled workers varied depending on whether the role was part of the core business of the organisation or whether it was an additional position that had been created and subsidised.(31) For the former productivity was more important whether as for the latter there was more acceptance of limitations and reduced work capacity. Employers who viewed employability as being constrained by disability did not view disabled people as adding value to the workplace. Employers who viewed employability as being independent of disability or as conditional understood that the picture was more nuanced and performance related to the specific context of the job. They also viewed the employment of disabled people are rewarding in itself. 
[bookmark: _Toc236848915][bookmark: _Toc236906086][bookmark: _Toc236906478]Perceived costs
One of the main concerns employers hold in relation to hiring workers with disabilities relate to costs, specifically the perceived costs associated with providing accommodations. (3,11,12) This appears to be an issue for employers regardless of their size, with both small and large businesses reporting this concern. 
The literature finds that some employers believe that expensive workplace adaptions and necessary equipment are linked with hiring disabled people. (5) However, research by the Job Accommodation Network in the US, published in 2025 found that among those that provided information related to the cost of accommodations they had implemented (n=1,425)  61% reported that they had no cost, 33% reported a median one-off cost of $300 and 6% reported ongoing costs, with a median annual cost of $2,400.(36) Respondents also reported that the benefits out weighted the costs. A qualitative research study from Italy found that most employers did not incur costs associated with accommodation adjustments, and for the one company that did incur a cost, these costs were not substantial. (37) The literature also indicates that employers may be increasingly recognising that the costs associated with hiring people with disabilities are reasonable and not excessive, and that many accommodations can be implemented with little cost. (25) Goodman et al. highlight the need for more focused interventions that address cost-related concerns, such as improving awareness around the actual costs of the most common workplace accommodations. (12) 
Many studies identified administrative concerns relating to the employment of disabled people as a challenge. (4,5) (14,15) This can take the form of perceptions around increased paperwork, legal requirements and the associated accommodations that workers with disabilities may require. (5) One study found that often employers did not feel that the financial support offered compensated adequately for the reduction in work capacity of the disabled employee.(31) A 2011 survey of HR professionals by Kaye et al. highlighted that respondents often worry that employing a disabled person puts them at risk of a lawsuit or a formal discrimination complaint. (13) They also reported being fearful of making a mistake that could have negative consequences for them. Strindlund et al. found that some employers felt that supports were not well tailored to employers’ needs whereas other employers had more solutions focused attitudes and were willing to overcome any administrative obstacles.(31) 
[bookmark: _Toc231561019]Size and type of employer
An examination of the literature would indicate that the size and sector of the employer can also contribute to hiring intentions towards disabled people, often relating to cost concerns. Houtenville and Kalagryrou analysed data from 3,126 companies from the 2008 Office of Disability Employment Policy survey of employers.(38) They found that service business were more likely to employ disabled people than good-producing industries. Service businesses were more likely to say that customer attitudes were a challenge to the employment of disabled people. Co- worker attitudes were more likely to be reported as barriers in hiring disabled people in manufacturing, transportation and warehousing industries. Supervisor attitudes were more likely to be an issue in construction and in transportation and warehousing. Jasper and Waldhart found in their study of the leisure and hospitality industry that smaller organisations perceive challenges at significantly greater levels than larger employers and the likelihood that a business employs or actively recruits people with disabilities increases steadily with employer size. (39) Costs appear to be a more important consideration for small organisations compared to larger ones as small organisations tend to have higher administrative burdens in general or limited resources. (3,4) 
The literature indicates there may be specific challenges which smaller organisations face, which larger organisations do not, or that some challenges present for both types of organisations, but are more burdensome for smaller organisations compared to larger organisations. (4) (39) Burke et al. found that job matching, supervision and training time, and costs related to safety and medical insurance, are the main challenges for smaller companies. (3) Heera and Devi’s study highlighted that employers from larger organisations are more likely to hire people with disabilities from a corporate social responsibility viewpoint in comparison to smaller companies. (5) Similarly, Nagtegaal et al. identifies working in a large organisation as a key facilitator to hiring people with disabilities. (4). 
Larger organisations appear to be more aware of available financial supports such as tax credits and reasonable accommodation training. (40) This could be due to larger companies having more resources, including more specialised and dedicated HR functions. Some research also indicates that smaller organisations are more likely to hire workers with disabilities if they have positive experiences of employing disabled people, and control over the hiring process. (5)
Hernadez et al. highlight in their qualitative study that nonprofit organisations had quite favourable attitudes towards hiring disabled workers across various levels including middle and upper management, while for-profit organisations described their disabled employees as holding entry level and seasonal positions. (41) Public sector organisations are reported to be more receptive to interacting with people with disabilities. (5) 
[bookmark: _Toc231561016][bookmark: _Toc236848916][bookmark: _Toc236906087][bookmark: _Toc236906479]Low knowledge and awareness of disability
Lack of knowledge about disability in general and the management of disabled employees is one of the factors identified that leads to negative attitudes of employers to the employment of disabled people. (4) Nagtegaal et al. found that generally, employers do not have knowledge of disability, of managing disabled people in the workplace or of the regulations associated with employment of people with disabilities including the legal requirement to provide reasonable accommodations. (6) When asked why they do not employ disabled people the employers reported that they do not have suitable positions available for disabled workers, thereby highlighting the lack of awareness from employers of the diverse range of people with disabilities and their abilities. 
Small business employers also report uncertainty about how to effectively hire and accommodate people with disabilities, and for larger businesses there is also a perception that they cannot discipline an employee with a disability and this is a factor that discourages hiring. (12)A study in Australia examining small-to-medium size employer’ views on employing disabled people found that employers often feel that they do not have the knowledge, understanding or capability to hire disabled workers even when they are willing to do so. Many also reported difficulty in accessing information tailored to their business area. In this study formal training was not considered the solution, but rather they required assistance in building their capacity to support disabled workers to be productive.(9) 
Kaye et al. surveyed human resource professionals who were known or reputed to be resistant to hiring people with disabilities and found that they lacked awareness in relation to how to accommodate disabled workers. (13) Another literature review highlighted that many employers see hiring people with disabilities as a risk and therefore refrain from hiring them, with a lack of knowledge about disabled people and their competencies seen as being drivers of this. (42)
On a related issue, a study by AHEAD[footnoteRef:2] found that most interviews expect a graduate to disclose their disability at or before interview stage. It also found that 45% of employers believed it to be a breach of trust if graduates do not disclose.(26) Trust was also a key theme in the study by Strindlund et al., highlighting the importance of building a trusting relationship between the employer, employee with a disability and those providing supports.(31) [2:  AHEAD is a non-profit organisation working to support training and employment of disabled young people and graduates www.ahead.ie] 

The importance of the role of a trusted third party to provide information and support to employers was also highlighted by Waterhouse et al. (9) Employers needed support to redesign the work of employees and teams to maximise the productivity of the disabled employee. 
[bookmark: _Toc233283383][bookmark: _Toc236848917][bookmark: _Toc236906088][bookmark: _Toc236906480]Addressing barriers
[bookmark: _Toc236848918][bookmark: _Toc236906089][bookmark: _Toc236906481]Pro-social motivation
Nagtegaal et al. highlighted the idea of ‘pro-social motivation’, or the desire to contribute to the well-being of others, as being an important facilitator in the hiring of disabled people. They identify this concept as a possible explanation for why certain barriers appear to be inconsequential for some employers. (4) In a 2013 literature review by Vornholt et al. many employers who were open to hiring people with disabilities were characterised as having an openness to diversity and equal treatment of employees. (42) Iwanaga et al. reported that putting in place diversity and inclusion policies relating to disability was also identified as a means to improve perceptions around people with disabilities. (15) Waterhouse et al. noted the importance of the type and quality of organisational leadership in supporting the employment of disabled people. (9)Ahead found that 83% of employers thought there was some benefit to the organisation in hiring disabled people and 77% felt there was a moral obligation.(26) 
Variations in hiring intentions can be partially explained by employers who are influenced by organisational factors such as leaders who are positive about inclusion, have policies which promote inclusion, or have financial support within the organisation. (6) This is supported by other research which found that organisations which applied inclusive policies in interview, training, promotion, and in the provision of adaptations were found to have a more positive perception of the performance of people with disabilities. (7)
A 2021 study by McDonough et al., which involved focus groups with executive leaders from hospital settings, found that their organisational mission was the main driver of actively employing disabled people. Participants in this study highlighted how the mission created a culture of inclusion within the organisation and in this situation, employers did not give up when they could not find a position to match the person, and instead they pushed through this barrier and hired people with disabilities anyway. (43) Danish research found that employers with a strategy on Corporate Social Responsibility are more likely to have positive attitudes and behaviour towards some disabled people.
For those with a pro social motivation, research from Australia noted that the employers need to be able to identify, access and recruit disabled people. To do this they need to be connected with appropriate networks.(9)
[bookmark: _Toc236848919][bookmark: _Toc236906090][bookmark: _Toc236906482]Previous experience
Previous experience of working with or having contact with people with disabilities has been repeatedly identified in the literature as positively impacting employers’ perspectives on hiring disabled people.(5,6,12,13)
This can take the form of having a family member with a disability, or having previously worked with or employed a disabled person (3,5,6,25) This may indicate that direct experiences with disabled people can reduce negative perceptions. Burke et al. found that previous experience working with people with mental health disabilities resulted in employers holding positive attitudes towards this group (3). The same study found that employers who have experience of working with people with intellectual disabilities are more likely to hire people in this group.
[bookmark: _Toc236848920][bookmark: _Toc236906091][bookmark: _Toc236906483]Administrative and government support
Several studies suggest that perceived concerns of employers may be addressed through policies, technical support or financial subsidies to employers for wages or accommodations.(4,8,14–16)  Employers who already have policies on hiring workers with disabilities appear to find it easier to employ people compared to organisations without these policies. (5) A case study report of four large companies in Norway and Sweden found that employers feel insufficiently supported and as a result are afraid to take the risk to employ people with disabilities.(44)
Jasper and Waldhart’s 2012 study which examined US government data on employer perspectives from the leisure and hospitality industries, found that employers identified financial incentives as one of the more appealing practices that would influence them to hire people with disabilities. (16) Providing technical assistance to employers, (and specifically to small businesses) in relation to the provision of reasonable accommodations was identified as potentially increasing the willingness of employers to employ disabled people as they would have the knowledge, resources and assistance from the government to provide reasonable accommodations. (15) Dean et al. highlighted the importance of supported employment services and job coaches as a means of improving the employment of people with intellectual disabilities. (14) Heera and Devi further note that knowledge can serve to reduce barriers to hiring disabled people, such as those relating to productivity. (6) A report by Ahead in Ireland found that only 26% of employers were aware of the Reasonable Accommodation Fund, a fund with multiple supports for employers for the recruitment and employment of disabled people.(26) 
[bookmark: _Toc236848921][bookmark: _Toc236906092][bookmark: _Toc236906484]Building disability awareness and confidence among employers
Awareness raising and targeted strategies within organisations have been highlighted as ways to reduce stigma and dispel misconceptions relating to different types of disabilities. (12) Burke et al. found that raising awareness about disability through employer education is needed and that an increase in awareness may positively impact employers and their misconceptions of workers with disabilities. They also highlight that as employers are part of the general public, increased awareness of disability at a wider level could be considered in order to improve attitudes towards workers with disabilities in an employment context. (3)
Disability confidence is described by Waterhouse et al. as ‘…knowing how to make adjustments in the workplace to retain employees who acquire a disability, and how to make changes to recruitment processes to allow skilled and talented job seekers with disabilities to compete on a level playing field.’ Developing this confidence among employers needs to go beyond awareness raising to supporting the development of networks and funding of specialist support agencies and programmes who will guide employers.(9) 
[bookmark: _Toc231561021][bookmark: _Toc233283384][bookmark: _Toc236848922][bookmark: _Toc236906093][bookmark: _Toc236906485]Limitations
It is important to note that much of the literature on this area relies upon subjective reporting from employers on their attitudes towards people with disabilities, rather than on objective measures. This effect was referenced in some of the literature and may have resulted in social desirability bias of some responses. 
It is also worth noting that this review included studies from across a number of countries. However, an analysis of attitudes and experiences between countries was not done. There may also be various policy contexts within each country or region, such as the existence of employment supports, employment quotas, and more which could impact the results of some studies in comparison to others. Due to previous work by the NDA that examined employment quotas as a means of achieving national employment targets the issue of quotas was explicitly excluded from this review.(45)
[bookmark: _Toc231561022][bookmark: _Toc233283385][bookmark: _Toc236848923][bookmark: _Toc236906094][bookmark: _Toc236906486]Conclusion
This review finds that, despite many positive attitudes among employers towards disabled people, negative attitudes and negative hiring intentions towards the employment of disabled people persist. In order to support employers to employ more disabled people a multi-faceted approach is required. 
Supporting employers to have more positive, evidence informed attitudes to hiring disabled people is a crucial factor in closing the disability employment gap and progressing towards increasing the recruitment and retention of disabled people. Awareness or anti-stigma campaigns and sharing of positive case studies may be required to address concerns in relation to specific disabilities. Support for employers to create universally designed and accessible work cultures that focus on increasing employment opportunities for disabled people and supporting employees to feel comfortable sharing their disability status and seeking reasonable accommodation is required. 
The review identified that corporate social responsibility plays a role in motivating some employers to hire disabled people. Hiring disabled people needs to become more mainstream and be based upon the strengths of people with disabilities as well as the various benefits to organisations, rather than just as part of a corporate social responsibility initiative. The organisational shift towards pro-social approaches is likely to be more sustainable but changing the culture of an organisation can be difficult. This review has shown that even with positive attitudes at senior leadership level this does not always filter down to increased hiring of disabled people. 
Most accommodations for workers with disabilities result in little to no cost, and often, there are subsidies or reimbursements available for employers to make these accommodations. However, employers are often not aware of this.
This review identified several areas that would benefit from further research. These include: 
· Experiences of employers and employees over their employment life cycle. Much of the literature in this review focused on hiring and the initial provision of reasonable accommodations, but more research is required regarding experiences across the working life of an individual and how needs that change over time are accommodated. 
· A review of the effectiveness of some of the facilitators of hiring disabled people, such as awareness raising initiatives, financial incentives, peer support and employment quotas. While this review touched on some ways to address the main barriers to hiring disabled people it did not examine their effectiveness. As part of investigating these interventions, it may be worthwhile exploring how effective they are in relation to different types of disability and whether more targeted strategies are required. This can also be seen in the context of reforms of supports for the employment of disabled people but poor uptake of these supports by employers. 
· Examine effective ways to build pro-social motivation and behaviour change. It can be easier to change knowledge and to some extent attitudes than changing behaviour and therefore a multi-pronged approach is required. 
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