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Abstract: The reform of mandatory employment in Italy, penied by the national Law
68/99, represented a crucial step not only foratseertion of the right to work for people with
disabilities, but also a cultural innovation in theatter of workplace inclusion. Is the Law
sufficient to ensure this process? The literatursvorking inclusion of people with disabilities
has focused mainly on accommodation as “technicehsures” to be implemented in
organizations, and has mainly investigated thetpafiview of employer and coworkers. Few
studies have instead evidenced the importanceaididactors in the inclusion process and has
involved people with disabilitiesThe research presented was performed in the Né&tiona
Research Council (CNR), the major public researghry in Italy. The aim of the study was
to investigate how the employees with disabilitipsrceive their working well-being,
identifying those factors that could promote ordan the workplace inclusion. The study
involved 21 employees with different types of ditities, such as people visually impaired
and blind, people with limited mobility and withffi¢ulties in articulation of language, people
with mental disease and cognitive delay. 57% ofigpants were male and 43% were female.
52.4% was in the 41 to 50 age group, 19% was id&® 40 age group and 28.6% was in the
51 to 60 or more age group. As research tools, sed wa questionnaire focused on the
dimensions of organizational well-being in the CMRd a semi-structured interview. The
more critical factors highlighted from employeesncern dimensions related to work
environment, value, professional development andakaisefulness. In particular, people
expressed a feeling of worthlessness of their wagRorting stress conditions related to the
impossibility of career advancement and to thetliglight workload. A source of stress is
related indeed to the non-allocation of tasks oanoallocation of tasks judged below their
capabilities. Therefore they perceive a sense joiice and discrimination, they do not feel
valued for their actual skills and abilities. Soofehem also refer to the lack of involvement
in working group tasks and in decision making. Ehabfficulties sometimes got worse
because of the physical location of their offices;h as the work room of the blind telephone
operators, labeled by colleagues'affice of the living dead” The workplace inclusion seems
to be a rather complex process, in which orgamipatimanagerial factors have an important
role, as well as social and environmental ones.
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INTRODUCTION

he reform of mandatory employment in Italy, perfedrby the national Law 68/99 [1], represented a

crucial step not only for the assertion of the righwork for people with disabilities, but alsacaltural

innovation in the matter of workplace inclusion.tiVihe introduction of this Law, the humber of pleop
with disabilities hired in Italian organizations ggadually increased. So organizations have to déhl the
complex issues of the inclusion of these peopléhe working context. Is the Law sufficient to eresuhis
process? What factors can promote or hinder th&place inclusion process?

Literature on working inclusion of people with diglities has mainly focused on the way in which
corporate culture influences the recruitment of gbeowith disabilities. These studies have mostlyolaed
employers, evaluating their opinions, attitudes bedavior towards disability. Results of these igsithighlight
that negative attitudes of employers towards pewle disabilities preclude or make difficult theiccess to the
labor market [2]. The more the employees have lzefiag diagnosis”, the more this is true [3], [#l.particular,
employers are concerned about aspects such ascixitguand skills of new employees with disab#ii. One of
their main concerns is related to the need of sulbisi resources to supervise the work of thesel@maps [5].



104 Elisa and Antonella / OIDA International Joutmd Sustainable Development 07:07 (2014)

Other concerns are related to security and to wgrkbntinuity, on which employees demand more reasse
when they must decide if hire people with disaieiit[6], [5].

Other studies have focused on accommodation invtr&place as a factor that can promote or hinder
the integration of people with disabilities. The @mecans with Disabilities Act defines an accommaxaas a
modification or adjustment of the job, the work Eamment, or the way the job is performed, aimetedping a
person with disability to perform his task propdify. More information on this issue have been giby some
authors [8] that have identified five types of amgnodation, including worksite changes (such as emp
elevators, doors, flooring), work station changeg.(adjustable desks and tables, lighting), warkirenment
(e.g. noise control, rest areas), job restructurfagy. redistribution of tasks, job sharing), waktivities
modification (such as flexible working hours).

Few studies have addressed the relationship betweeial factors within organizations and work
experiences of people with disabilities. Some danthhave investigated the reactions of colleaguethdo
introduction of accommodations for employees withadilities [9], [10], [11], highlighting how thegeactions
can affect the success of the accommodation. Gtheies performed in this area [12], [11], havelyzed the
influence that attitudes of employers and of caless have on the integration of people with dig#sl in
working context. These studies found that the negaittitudes of supervisors and coworkers infleetize
socialization of new employees with disabilities. this way they limit the possibility of employeesth
disabilities to be fully accepted and to be consdegood members of the organization. If employegh
disabilities are marginalized, their work perforroamwill be limited, as well as the opportunity te trained and
make a career. The attitudes of employers and agplies towards workers with disabilities, in turan de
affected by different factors, such as stereotypegative emotions or embarrassment of being atiosiship
with these people, tension due to communicatioficdifies, factors of personality, previous contadth people
with disabilities.

Overall, literature on working inclusion of peopbeith disabilities has mainly focused on
accommodation as “technical measures” to be imphteaein organizations, and has mainly investigated
point of view of employer and coworkers. Few stgdiave instead evidenced the importance of sauiébffs in
the inclusion process and has involved people dighbilities.

The research presented was performed in the NatResearch Council (CNR), the major public research
Agency in ltaly. 7996 employees work within the CN&1 of whom are people with disabilities [13]. A
research developed in the CNR [14] has shown kieatvbrkplace inclusion of people with disabilitrepresents

a critical aspect for this Agency, in which the mgement of diversity would seem to be a process not
adequately supported. The aim of our study waswuestigate how the employees with disabilities pree their
working well-being, identifying those factors ttwtuld promote or hinder the workplace inclusion.

M ATERIALS AND METHODS

The study involved 21 employees of the CNR, hawuiféerent types of disabilities, such as people
visually impaired and blind, people with limited hility and with difficulties in articulation of laguage, people
with mental disease and cognitive delay. 57% ofigipants were male and 43% were female (Table 1).

Table 1: Participants Gender

Gender Percentage (%)
Male 57.0
Female 43.0

As shown in Table 2, 52.4% was in the 41 to 50grgep, 19% was in the 18 to 40 age group and 28v&%oin
the 51 to 60 or more age group.

Table 2: Participants Age

Age group Percentage (%)
18-40 19.0
41-50 52.4
51-60 28.6

The educational qualification (see Table 3) is yanepresented by the upper-school (57.1%), folldviy
middle-school (28.6%) and by degree (14.3%).
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Table 3: Participants Educational Qualification

Educational qualification Percentage (%)
Upper-school 57.1
Middle-school 28.6

Degree 14.3

With regard to length of service, 42.9% of emplmsybave a length of service between 1 and 5 years,
while with regard to the type of contract, emplay@ee hired primarily with an open-ended contr86tZ%).
As research tools, we used a questionnaire anegnastrictured interview. The questionnaire was fsxlion
the dimensions of organizational well-being in @R, that is: Work environment (physical, organizaal and
relational environment); Diversity management arglat opportunities; Communication and Knowledge
management; Responsibility, value and professidaatlopment; Sense of belonging and professiowesiltiity.
The interview allowed us to in depth analyze somlevant issues emerged from the questionnaire. Data
collected with questionnaire were analyzed usirantjtative data analysis software SPSS [15], thestripts of
semi-structured interviews were analyzed usingitpisde data analysis software NVivo9 [16]. Finaltile data
were integrated to have a more complex vision efithenomenon in question.

RESULTS AND DISCUSSION

Below are shown the main findings with respect iftecent dimensions of organizational well-being.
The extracts of participants’ phrases are quoteitialits, between quotation marks. Subsequently,résults
will be discussed identifying the main factors thauld promote or hinder the working inclusion affgoyees
with disabilities.

Work environment

As shown in Fig. 1, with regard to the work envimemt meant as a physical environment, among the
employees prevails the choice of positive adjestieedescribe their working context (e.g. 84,1%agpseabout a
comfortable environment, 80.9% speaks about a beghironment, 75% speaks about a spacious enveafm
etc.). An exception is represented by the pairdjécives old/new, with respect to which prevailaegative
connotation of the environment (described as ol82%6 of participants).
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Figure 1. Physical environment

Concerning the work environment meant as orgamiaati environment, the perception seems to be
different. 50% of employees says she/he is neveacaoss situations of rewarding challenges reltdesork.
Among the aspects that mostly contribute to thekwelated stress, first of all they indicate thenadlocation
of tasks, followed by the lack of information, theinteresting work, the lack of incentives and so(see Fig.

2). Employees sometimes attribute the non-allonatib tasks to their lack of ability rather than dowork

management able to value the skills of &lte problem is not that they don’t want to give the tasks, the
problem is that | am not able to do things and eopuently they give them to other people because dhe
more capable. For those who are quicker it is easie
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Figure 2: Factors that make employees feel stressed

With regard to the work environment meant as digalal environment, 52.4% of participants says they
are highly satisfied with the relationships witleithworking group colleagues, while 33.3% of pap#mnts says
they are rather satisfied. The satisfaction deeeagen we consider the relationship with their anamager
and with colleagues of other offices, with respiectvhich is highly satisfied respectively 20% anti3®6 of
participants, whereas is rather satisfied respelgti¥0% and 61.9% of participants (see Fig. 3)
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Figure 3: Employees’ satisfaction with relationships

Some participants have not any kind of relationshifh their manager'Unfortunately, we have a
manager that is almost never here, | hardly ever lsien”; "I have been here since 2008 and I've neaatked
with a manager, | have never seen a manager...iropiyion manager don't exist here. No decision &aer
been made!"For some others the relationship changes acapiflinis a personal or a working relatict have
a good relationships from the personal point ofwievhereas | have some relationship problems frben t
working point of view”

Some employees feel isolated from the relationasgertive“nobody ever comes in my office, as if |
were an infectious personiwvhereas others feel not involved or integrated the working activities of their
group*l feel down because people in this office sometithave negative attitudes towards me. For example,
they tell me not to talk about the things they mhis office, or they tell me off, or they tell ma to take the
initiative”; “since | have difficulties, they told me | can’trfiaipate in the meetings, in the conferencesnahie
tasks that others are doing ...Also the physical location of the office, suchtls one in which are placed the
blind telephone operators, located in the basermedtaway from all other offices, can contributeptomote
isolation rather than integration of the employieethe working context:They call us the living dead, because
we work in a basement and we don’t meet anyone”.

Diversity management and equal opportunities

According to interviewed employees, as shown in Bigmanagers give special attention to practical
needs and personal problems (rather attentionlair & attention for 71.4% of participants), whesehey give
little attention or no attention to the employeespectations of professional growth and career2(sy. to the
specific training such as studies, specializatiais, (52.4%) and to the scientific and profesdiatalities
(52.4%). Therefore, the managers’ attention seenfe tfocused on personal and practical issuesrrdtha on
professional ones.
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Figure 4. Aspects to which manager pays attention

Concerning the perception of discriminations in Warkplace, as shown in Fig. 5, the factors thaurfr
the point of view of employees rather or highly tidrte to the discrimination are: the health ctiods, the
physical and mental abilities (19%); the previowsning (9.5%); the gender (4.8%). Other factorshsas the
look, the ethnicity, the religious and geographimadin are not a reason for discrimination (or arétle reason
for discrimination).
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Figure 5. Employees’ perception of discriminations in therkplace

Furthermore, some employees argue that discrimimatay arise in an hypothetical career pétnere
are no reasons for discriminations, but if we wer@dvance our careers | think there could be reasa Other
employees attribute to their disease, and therefortbeir mental and physical health state, thifaiin the
allocation of tasks and the consequent lack of wadtivation: “Before my illness | was highly motivated to
work, in a few years | had been given many jolotdout then with the illness everything has change

Regarding the perception of having been victimnjfistice in their own work experience, 27.5% of
employees says they have been victim of injustidié allocation of economic incentives, 20% inadHecation
of tasks, 20% in a non motivated exclusion by trajrexperiences, 17.5% in the mobbing, 12.5% increer
path and 2.5% in the sexual harassment (see Fig. 6)
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Figure 6: Employees’ perception of injustice

Some employees do not believe that the non-allcatf tasks is an injustice, attributing it insteaadheir lack
of abilities“l don't believe that it is an injustice becausé dould do things ... but | am not very able....”

107
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Communication and Knowledge management

With regard to the flow of information, it wouldes® to be more frequent the exchange of information
between colleagues rather than between workingpgrolhe exchange of useful information among cglies
in fact occur often or very often in 57.2% of cas@esl sometimes in 42.8% of cases. The exchangsediilu
information among working groups occurs instea@mfor very often in 35% of cases, sometimes in 26%
cases and never in 30% of cases (see Fig. 7).
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Figure 7: Flow of information

Participants questioned the same concept of workimyp, saying‘there are no working groups,
maybe there are groups of coalition, but they amé working groups.”Although there is the perception of a
rather frequent exchange of information betweerteaglues, 42.8% of employees says that people whe ha
important information try to keep them for themsslybecause the possession of information is cereidas a
form of power*he who has power can advance his career in thengggetherefore keep the information for
himself gives more power”.

Furthermore, 47.6% of participants says there teppdown management of communications, and
42.9% of employees says they are not involved elfitile involved in decisions making affect them.
With regard to the integration between scientifid administrative competences, 33.3% of employkikg
that this integration is not fostered or is litflestered, whereas 33.4% thinks that the integraisonather
supported or highly supported. In this manner pgdints describe the relationship between admatistr
employees and researchéfBhe administration employees should work for resbars and be pleased with this
collaboration. However, there are administrationgayees with a brain very tiny who go on with thiekers,
are bureaucrats”.

Only 55% of participants believes that in theiricdfis given attention to professional growth and
knowledge sharing, aspects that are totally missingartially missing for 40% of the employees (%6
employees did not express its opinion).

Responsibility, value and professional development

Regarding the workload, prevails the perceptioa bifht workload (62%) rather than the perceptibn o
a heavy workload (19%). The 19% of employees dsfthe workload as neither light nor heavy. In paitr,
between 62% of participants that speaks aboutha Vigrkload, 23.8% defines it as highly light, 3%h4lefines
it as rather light and 4.8% defines it as not hidight. Some elements that can cause the lacktisfaction are:
the too light workload, the kind of work and theleof intrinsic satisfaction“lf they gave me something more
to do, | would use my brains, | would work an howsre”; “The workload here is light! Before | wastady
shop mechanic, | worked 10 hours a day and | likedlot, because you complete the work, you fexdnloken
thing and you felt good, you felt satisfied. HeteCAIR it's not the same, but they are two diffejebs”), the
coherence between tasks and skilEvén a child of fifth class of the elementary sshavho is a bit smart,
could do my joby.

47.6% of participants says that managers do ngtagiention or pay little attention to the desice f
professional growth of employees, and 60% of piaditts says that managers no encourage or litdeweage
the development of the abilities of their employees
Employees feel that they are not valued for thefual skills and abilities and that the label oisabled” would
seem to prevail over that of “employeéRly only regret is to be not valued for what | atn, don't make my
skills available to the Agency, because they dmtbgnize you the skills, they think that you ardisabled
person and you are sick”.
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With regard to the career advancement, 71.5% dfcfjants considers that this process occur with
little or no transparency, while 55% believes ih& little equitable or not equitable. Some enygles underline
the impossibility to have a careérdo not have a career, they do not me make threeapath!”.

Sense of belonging and professional identity

Regarding the usefulness of their work to the psepof their office, 35% of employees considers it
useful, remaining 65% says that it is rather us@0Pb) or not highly useful (15%). In some cases |tttk of
usefulness of their work seems to be linked toactrenges introduced by new technologies, that maike gasks
less necessaryit feel not very useful. Once there was so muchkwbmwas a salesman, now with internet and
email my work has decreased. It is not that ottdwa’t want me, but my job is going to end because o
technology”. Regarding the usefulness of their work to the psepof their working group, 36.8% considers it
highly useful, remaining 63.2% says that it is eathseful (42.1%) or not highly useful (21.1%).

With regard to the compatibility of the work witleggonal commitments, 80.9% of participants thirie it is
rather compatible or highly compatible, also dughi®e presence of a specific law for people witrablikties
“There are specific law for people with disabilgi¢o which | can access”

Regarding the sense of belonging, 70% of emplogpesks about a high or highly high sense of
belonging, while 30% speaks about a low or a hidwy sense of belonging.
On the whole, people say they are mostly pleasé their work (47.6% are rather satisfied, 47.6% laighly
satisfied and only 4.8% are little satisfied). Tleynetimes speak about a malaise due to their woak,does
not contribute to giving back to the person a dpeientity: “I feel a bit upset because this work does not give
me a clear identity”.

From results of this exploratory study seems thatreform of mandatory employment is not sufficient
to ensure the inclusion of employees with disabgit Referring to the classification of corporatdture
proposed by Spataro [17], CNR would seem to plaeself in the culture of differentiation, in whidisability
is not recognized as a value for the organizafitiverefore they do not deal with the involvement amegration
of employees with disabilities into working tasksseems that the contribution and the point vidwhese
employees are not taken into account, and thatdbeyot try to figure out what are their skillsuse them in the
best way within the organization. It would seenb#othe tacit assumption that the employee withbdisais a
not very competent person, a burden to be managbdrrthan a valuable resource. It is no coincidehat to
these people are mostly attributed executive ratestasks under their actual capacity, and thal@mps with
disabilities have difficulty in accessing to carpaths and in professional growth.

In addition to these factors, relating to disapilinanagement and to organizational environment,
relational factors seem to be critical and couldehan important role in promoting the inclusionesfiployees
with disabilities. The more problematic relatiorshiseem to be those with manager and colleagueshef
offices, but also relationships with coworkers lraeoproblematic when they need to integrate the eyegl
with disability in the working activities of the gqup. Even the physical location of the office fetor that can
facilitate or hinder the process of integratiopresenting at the same time a clear message abmgypion and
value attributed to disability. Another importamtcfor is represented by the characteristics ofwbek itself,
which should help to provide the individual witlspecific identity. This aspect could indirectly tdgloute to the
integration of employees with disabilities in theorking context, acting on their self-esteem and ti@
representation that people have about themsellbest their expertise and their value.

CONCLUSION

The workplace inclusion of people with disabilitissems to be a rather complex process, in which
organizational/managerial factors seem to havergoitant role, as well as social and environmeonals. The
workplace inclusion is an interactive process twwhich refers not only to the employee with disadia$i, but
also to coworkers, employer and organization as@ev

Authors agree with Riches and Green [18], who $my the successful employment of people with
disabilities is closely related to the degree tdcWithese people are physically and socially irdésgt in the
workplace. Therefore is very important that evergamization pays attention to the integration aittown
employees, taking into account the complexity @ firocess. Organizations capable of supportingrttiasion
of people with disabilities are probably more atitento the management of diversity in general, enable to
recognize and enhance the expertise of all emptogtad to promote positive interpersonal relatigpshi hese
factors could be important not only for employeathwlisabilities, but also for all employees, cdntting to
improve the welfare and productivity of the entirganization.

The authors recommend further studies in the Ageincgrder to involve a larger number of employees
with disabilities, and to analyze data also takintp account the different kind of disability. Alsthe
comparison with the point of view of others empleyeand of employer could be useful. Similar studmgdd
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be developed in analogous contexts, such as résagencies or universities, in order to study tlwekplace
inclusion of people with disabilities in complexganizations and identify best practices in thiflfie
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