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The social problem

• Work gives access to one of the important social arenas in society, as well as 
income, independence, identity, and meaningfulness

• Decades of strategies and policies to promote equal employment opportunities 
and avoid discrimination against persons with disability

• Employment is high in Denmark, but persons with disabilities continue to have 
lower employment rates (60 % vs. 86 %).

• Employers play a crucial role in work inclusion, as they decide who to recruit 
and dismiss. But we know surprisingly little about how and why companies 
make different decisions regarding persons with disabilities.



Quantitative study

The BEVICA project

The purpose is to examine 
employers’ attitudes and behaviors 
towards recruiting persons with 
mobility disabilities. 
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Survey data

• Representative survey of employers (public and private) and their attitudes, 
experiences, and behavior towards persons with mobility impairments. 

• Collected by combining a web-based survey and telephone interviews. 

• The data included 5,000 workplaces, and the response rate was 41% 
(N=1,901). 

• At workplace level, the respondents were the managers responsible for making 
staff decisions (e.g. director or personnel manager). 

• To ensure the sample was representative of Danish employers, we weighted the 
data by sector and number of employees.
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Most Danish employers express positive attitudes, 
but only one quarter have experience with recruitment
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About half of the workplaces lack job functions or 
are inaccessible to persons with mobility 
impairments
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Four types of employers

Negative 
behaviour

Positive 
behaviour**

Positive 
attitude*

Negative 
attitude

The committed employer: 20%The passive employer: 54%

The dismissive employer: 
22%

The sceptical employer: 4%

* Indicator of attitude: ”As a workplace, we have a social obligation to hire persons with disabilities”? (agree=positive, disagree=negative)
** Indicator of behaviour: The workplace has - or have had - recruited employees with mobility impairments (yes=positive, no=negative)



Qualitative study

The BEVICA project

The purpose is to examine 
employers’ experiences with hiring 
and retention of people with mobility 
disabilities. 

What motivates them, and what 
facilitates hiring and retention?



Københavns Professionshøjskole9

Interviews with employers

• 20 Danish workplaces, each with one or more employees with mobility disabilities 
(best case design)

• Geographically distributed across Zealand, Funen, and Jutland

• Private and public, large and small workplaces

• Various industries

• Employees hired and retained

• Employees in ordinary employment and flex jobs (a Danish subsidized 
employment scheme for people with reduced work capacity)

• Disability caused by a progressive disease (e.g., arthritis) or by congenital 
malformations or amputations.
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Motivation 

Personal history: Relationship with a 
person with a disability or personal 
experiences  

Social responsibility: Desire to take 
social responsibility, preferably locally  

Business model: Factors related to the 
workplace or the nature of the work  

External initiative: Hiring decisions are 
strongly motivated by a third party
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Facilitator for hiring and retention

• Flexibility among the employer, 
employee, and job center  

• Agency to implement and 
continuously adapt employment and 
retention measures

• Knowledge of disability or illness 
and of relevant support and 
compensation schemes  

• Openness about disability or illness.

“But she knows that she can come at any time 
and say, ‘I can feel that I need to take care of 

myself now, can I have an extra day off 
tomorrow?” Then she gets an extra day off 

tomorrow. Quite often, it is themselves who pay 
for it with time off or a vacation day. (...) She does 

not want it to get out that her staff says, “Well, 
[name] is so often sick.” They know she has the 

illness. We respect her, her work, and her 
professional skills. She has been here for many 

years. So I think we give something and she gives 
something.”

12. marts 2026



Københavns Professionshøjskole12

When it gets hard…

• Financial constraints and daily work 
planning can limit employers’ 
opportunities for hiring and retention

• The assumption of the ‘able body’ 
often underlies how work is 
organized  

• Risk of avoidance behavior 
(aversive disablism) due to fear of 
potential conflicts if a disability 
worsens.

“So one thing is the issue with (the 
disability, ed.), and there is also an 

economic aspect to it. I mean, we had to 
assign a substitute all the time. So there is 
something financial, something related to 

planning, and then there is also the aspect 
regarding the group of citizens we work 
with. And the colleagues, so I think there 
are many considerations (...) But right in 
the situation, as employers, we need to 

dare to take this responsibility and say that 
this is not working. And say, in other 

words, put the cards on the table. We 
should not be afraid to address it.”

12. marts 2026



Københavns Professionshøjskole13

Key factors supporting employment and retention from an 
employer perspective
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Job CentreEmployerEmployee

Knowledge of support and 
compensation schemes, 
disability/illness, and possibilities for 
workplace adjustments

Knowledge of disability/illness 
and support or compensation 
schemes

Knowledge of own 
illness/disability and work 
capacity

Knowledge

Flexibility regarding financial 
framework, duration, and type of 
employment

Flexibility in job functions, tasks, 
and work planning

Flexibility regarding salary, 
holidays, and work tasks

Flexibility

Open and trustworthy communication 
about the employee and workplace

Openness about workplace 
adjustments

Openness about health, illness 
trajectory, and work capacity

Openness

Active matching and continuous 
support for employers and employees

Promoting hiring internally and 
aligning tasks and conditions with 
the job center and employee

Managing illness/disability and 
realistic understanding of work 
capacity

Agency
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Summary
• The majority of Danish employers state that they “have a social obligation to 

recruit people with disabilities” (75%). 

• While only a smaller proportion of employers have or have had employees with 
a mobility impairment (23%)

• Potential to involve more employers, especially the passive employers (54%)

• Motivation is influenced by personal experiences, social responsibility, business 
considerations, and external initiatives from job centres and other actors.

• Successful employment and retention depend on knowledge, flexibility, 
openness, and agency among job centres, employers, and employees.

• More proactive job centre outreach could strengthen work inclusion (e.g., job 
development, Supported Employment, Individual Placement and Support (IPS)).
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Thank you for listening!

Julia Salado-Rasmussen

University College Copenhagen (KP)

jusr@kp.dk
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