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Preface 

Individuals with disabilities are among the groups that require special policy in all over 

the world. One of the most important problem areas of people with disabilities is the obstacles 

encountered in entering the labour market and cannot find a permanent place after entering 

the market. In order to eliminate this problem and to enable disabled people to actively 

contribute to society, studies are needed to facilitate their participation in the labour market. 

Since the disabled population of the countries and the labour market dynamics are 

different, we face many different implementations. As a result of a study carried out by the 

OECD, some policies have been put forward to provide personalized service delivery to the 

disabled people as their knowledge and skills level is different by each individual, due to their 

nature and knowledge. Offering customized services tailored to the needs of the individual is 

an increasingly important issue in recent years. Since the knowledge, skill and working 

capacity of each individual is different, and as a natural consequence of this, the needs of each 

disabled person are different, it is an issue that will be emphasized with sensitivity in the 

coming years. 

The points that come to the fore in an ILO study are as follows. One billion people, or 

about 15 percent of the world's population, have a disability and at least 785 million are of 

working age (ages 15 to 59). People with disabilities are exposed to higher unemployment 

rates and underemployment than those without disabilities worldwide. When they are 

employed, they are more prone to work in lower-paid jobs. Career expectations are lower 

than people without disabilities. Unequal employment opportunities for people with 

disabilities are main reasons for poverty and one of the main reasons for excluding most 

members of this group. In addition, a higher unemployment rate and inefficiency among 

people with disabilities in the labour market and reduced productivity due to barriers to 

education, skills training and transportation mean economic losses of up to 7 percent in GDP 

for countries. 

Therefore, many countries implement policies according to their own internal 

dynamics to solve this problem and as a result of this, there are variety of policies in the 

employment of disabled people. Practices such as quota, incentive, sheltered workplace, 

supported employment are the prominent ones. The main policy objectives are to increase 

the participation of the disabled in the labour market and to provide permanent employment 
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opportunities. At this point, as a result of researches, country trends and practices that will 

meet today's needs in the employment of disabled people are analyzed. Considering the data 

on the employment of disabled people, it is striking that European countries have a successful 

history in this regard. 

Although there are difficulties for individuals with disabilities to enter the labour 

market, when the target group is analyzed for the disability group, there are individuals who 

are more disadvantaged in themselves. Individuals in the mental disability, Autism Spectrum 

Disorder and visually impaired group face many difficulties both in working life and in social 

life compared to other disability groups. One of the most important stages in the participation 

of individuals with disabilities in social life is the employment process. The individual 

participating in employment is included in the production process and can gain a place in social 

life with the job position he/she has achieved. 

In this context, an analysis carried out to reveal the positions of people with disabilities, 

especially individuals with autism in social life and the labour market. The main purpose of 

this analysis study is to identify policy measures regarding the introduction of international 

examples and the general situation in the employment of individuals with autism, and 

ensuring their integration between the social life and the labour market.  

Regarding this analysis study, a policy research report has been prepared. This report 

covers, current situation, country practices and literature search on successful models used in 

the employment of individuals with autism from world countries. It is aimed to support the 

participation of young people with autism in employment and social life with the works to be 

done and the intellectual outputs to be produced. Within the scope of this project, producing 

useful outputs has been determined as the primary objective. 

 

        Feyzullah Eren TÜRKMEN 

Provincial Director of Bursa 

Labour and Employment Agency 
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CHAPTER I 

OVERVIEW OF EMPLOYMENT OF YOUTH WITH AUTISM IN THE WORLD 

Turkey / Maltepe University, Department of Special Education 

Current Status 

Autism is a disability whose prevalence is increasing day by day all over the world. The 

organization called Autism Speaks closely follow the studies on autism in the world. 

Accordingly, autism speaks “Autism, or autism spectrum disorder (ASD), refers to a broad 

range of conditions characterized by challenges with social skills, repetitive behaviors, speech 

and nonverbal communication.” is defined as. “Autism spectrum disorder; It manifests itself 

with the inability and reluctance to look into the eyes of the other person, joint attention and 

pointing behaviors from infancy, appear in the first 3 years of life or before, and manifest itself 

with social behavior, language, perceptual functions, repetitive behaviors and interests, as 

well as serious social interaction and communication disorders. It is a lifelong developmental 

neurobiological disorder with various features ranging from mild to severe, which may differ 

from individual to individual in the appearance and severity of symptoms with age and 

maturation (Autism Speaks, 2021). 

The DSM-5 is now the standard reference that healthcare providers use to diagnose 

mental and behavioral conditions, including autism (DSMV (2013). According to the DSMV, 

autism is handled at three levels according to the severity:  

 Level 1 “Requiring support”; 

 Level 2 “Requiring substantial support”; 

 Level 3 “Requiring very substantial support”. 

While talking about the diagnostic criteria; It is stated that autism also affects the 

"Work Performance" of the individual (DSMV-Diagnosis Criteria B.) Researches on the causes 

of autism are still ongoing for education and training for individual with autism. In addition, 

today 27 evidence-based practices registered and continue to be developed in the education 

of individuals with autism. 

In many countries, there are legal regulations according to the inadequacy of the 

individuals with special needs in their transition to working life through work and vocational 
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education. In general, there are some practices for the vocational training and employment 

of people with disabilities. Therefore, there is no specific employment practice for individuals 

with ASD. However, employment practices for all individuals with disability are carried out by 

making various adaptations. 

The work of the World Health Organization focuses on the following issues as of 2021; 

● increasing the commitment of governments to taking action to improve the 

quality of life of people with autism; 

● providing guidance on policies and action plans that address autism within the 

broader framework of health, mental health and disabilities; 

● contributing to strengthening the ability of caregivers and the health workforce to 

provide appropriate and effective care for people with autism; and 

● promoting inclusive and enabling environments for people with autism and other 

developmental disabilities. 

Social life and employment policies 

The International Labor Organization (ILO) has reported the good practices realized by 

some countries in the employment of individuals with autism (ILO 2014). AMC Theaters has 

developed a business model for people with disability in the movie industry. They were given 

the task of welcoming those who came to the cinema during the screenings, managing the 

promotion stands, ticket control, maintenance and cleaning of common areas such as toilets 

and movie theaters. In 2010, 800 young people with autism received training on this subject 

and worked in movie theaters in America. 

Another example was carried out by the Serbian company Delta. Delta recruited a 

group of teenagers with ihtellectual disaibities to study trades at a high school. They employed 

the graduates of this training to do packaging and storage works within the company. Thanks 

to the training they received, young people with mental disabilities were integrated within the 

company. 

America's Marriott accommodation businesses have trained and employed individual 

with disabilitiy on accommodation. Chile's largest company, Núcleo Paisajismo, has employed 

individuals with intellectual disabilities by training them in garden preparation and 
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maintenance. In Brazil, Latin America's largest credit bureau trained and recruited 200 

disabled people. Telenor Group, Norway's largest mobile operator, took physically and then 

mentally handicapped people into a two-year job training program. Participants developed 

their technical knowledge and employed them in the company. 

These practices, which attracted the attention of the International Labor Organization, 

were realized in the form of large companies first identifying suitable jobs for individuals with 

disabilities, then training individuals and employing trained individuals. 

Another issue is related to the preparation of individuals with autism for the future 

and independent living. Transition plans should be made for individuals with autism. 

Transition planning is an important issue in the legal regulations of many countries. Suggested 

practices for the transition from school life to business life are included. Sitlington, Neubert, 

and Clark (2010, p. 16) describe how these transitional practices can be, as in Table 1. 

Table 1: 

 Vocational education 

 Vocational training 

 Parent involvement 

 Paid work experience 

 Follow up employment services 

 Integrated settings 

 Interagency colloboration 

 Social skills 

 Community based instruction 

 Vocational assessment 

 Community referenced curricula  

 Career education curricula and 
experience 

 Employability skills 

 Academic skills 

 Chose making opportunities  

 Self-management strategies 

In preparing individuals with autism, which is another important issue, for 

independent life, it is important to determine which employment model the individual is 

suitable for. This determination will be possible by evaluating the individual in detail and 

discovering the individual's abilities. There are three widely accepted employment models for 

individuals with special needs in the world. These are: sheltered workplace model, supported 

employment and competitive employment models. 

The sheltered workplace model is an employment practice carried out in non-profit 

enterprises opened by non-governmental organizations and local governments, in line with 

contracts concluded with small-scale workplaces (Cavkaytar and Artar, 2017). 
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In some countries, it is seen that these individuals are given job and vocational training 

under the name of vocational rehabilitation centers and they can be employed at the same 

time. Competitive employment is an employment model in which individuals with intellectual 

disabilities work under the same conditions as typically developing individuals (Cavkaytar & 

Artar, 2017). In this model, individuals may not receive any support. 

The supported employment model includes the evaluation of the interests and 

competencies of individuals with intellectual disabilities, their placement in a job compatible 

with the data obtained from this evaluation, and their support by a job coach during the job 

placement and working process (Cavkaytar & Artar, 2017). 

Three employment models are used in the employment of individuals with autism in 

the world. Some sheltered workplace models are integrated into living villages, while some 

offer day services. Supported employment model is widely used in many countries. It is seen 

that the competitive employment model is more commonly used in the employment of 

individuals who are mildly affected by autism and individuals with high functioning autism. 

Legal regulations concerning employment 

Article 23 of the Declaration of Human Rights guarantees that everyone can take part 

in business and working life without discrimination. The expression “everyone” in this article 

reveals that the fact that an individual has autism does not prevent them from benefiting from 

these rights. 

Article 23 

(1) Everyone has the right to work, to free choice of employment, to just and favourable 

conditions of work and to protection against unemployment.  

(2) Everyone, without any discrimination, has the right to equal pay for equal work.  

(3) Everyone who works has the right to just and favourable remuneration ensuring for himself 

and his family an existence worthy of human dignity, and supplemented, if necessary, by other 

means of social protection.  

However, it is reported in the World Disability Report that people with disabilitiy face 

obstacles in their access to employment. In particular, employers' misconceptions that people 

with disabilities are less productive than their non-disabled peers, and ignorance of existing 
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regulations that enable the removal of barriers in working life limit employment opportunities 

(World Disability Report, 2011, 3). However, countries will need to make some arrangements 

in order for individuals with autism to benefit from employment opportunities and working 

life. 

In addition, Declaration on the Rights of Disabled Persons titled Work and 

Employment, “States Parties recognize that persons with disabilities have the right to work on 

an equal basis with other individuals. This right includes the opportunity for persons with 

disabilities to earn a living in work of their free choice in an open, integrative and accessible 

job market and work environment.” Statement is included. Accordingly, the parties are given 

the duty to protect the right to work of the disabled 

(https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-

with-disabilities/article-27-work-and-employment.html, UN, 1975). 

The US Department of Labor addresses the problems faced by individuals with autism 

in working life. Accordingly, Americans with autism have significant difficulties in obtaining 

competitive integrated employment opportunities that match their interests, abilities and 

talents. According to research, individuals with autism have a significant unemployment 

problem and are less employed. In addition to these problems, in recent years, employers 

have been increasing their efforts to improve the access of job candidates with autism to 

employment (Author, 2021). 

Employment statistics 

According to the report published by the World Health Organization on June 1, 2021, 

autism is seen in one of every 160 children in the world. Besides, According to the figures 

announced by the US Department of Health and Human Services Centers for Disease Control 

and Prevention (CDC), 1 out of every 54 people in the world is diagnosed with autism. 

The prevalence rate of autism in the world varies from country to country. These 

differences may be due to the diagnosis of autism and the availability of statistics. 

Tracking the rates of autism around the world is a bit of a challenge. This is because 

many nations do not track or report their autism rates. There are also no specific, uniform 

criteria for assessing autism. Even if there were, there are many nations that do not have the 

resources to conduct assessments. The Global Health Data Exchange compiled the autism 

https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities/article-27-work-and-employment.html
https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities/article-27-work-and-employment.html
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rates for all countries worldwide for people of any age. The countries with the lowest autism 

rates were developed countries in Europe. France has the lowest autism rates of 69.3 per 

10,000 people or 1 in 144 people. Portugal follows with 70.5 per 10,000 or 1 in 142. 

The ten countries with the lowest autism rates are; 

1. France: 69.3 per 10,000/1 in 144 

2. Portugal: 70.5 per 10,000/1 in 142 

3. Iceland: 71.9 per 10,000/1 in 139 

4. Norway: 72.0 per 10,000/1 in 139 

5. Italy: 72.0 per 10,000/1 in 139 

6. Germany: 72.2 per 10,000/1 in 139 

7. Greece: 72.4 per 10,000/1 in 138 

8. Austria: 72.6 per 10,000/1 in 138 

9. Belgium: 73.0 per 10,000/1 in 137 

10. Spain: 73.0 per 10,000/1 in 137 

 

There are five countries with autism rates above 100 per 10,000. These countries are: 

1. Qatar: 151.2 per 10,000/1 in 66 

2. United Arab Emirates: 112.4 per 10,000/ 1 in 89 

3. Oman: 107.2 per 10,000/1 in 93 

4. Bahrain: 103.3 per 10,000/1 in 97 

5. Saudi Arabia: 100.7 per 10,000/1 in 99 

 

Here are the 10 countries with the highest autism rates: 

1. Qatar (151.20 per 10k children) 

https://worldpopulationreview.com/country-rankings/developed-countries
https://worldpopulationreview.com/continents/europe-population
https://worldpopulationreview.com/countries/france-population
https://worldpopulationreview.com/countries/portugal-population
https://worldpopulationreview.com/countries/france-population
https://worldpopulationreview.com/countries/portugal-population
https://worldpopulationreview.com/countries/iceland-population
https://worldpopulationreview.com/countries/norway-population
https://worldpopulationreview.com/countries/italy-population
https://worldpopulationreview.com/countries/germany-population
https://worldpopulationreview.com/countries/greece-population
https://worldpopulationreview.com/countries/austria-population
https://worldpopulationreview.com/countries/belgium-population
https://worldpopulationreview.com/countries/spain-population
https://worldpopulationreview.com/countries/qatar-population
https://worldpopulationreview.com/countries/united-arab-emirates-population
https://worldpopulationreview.com/countries/oman-population
https://worldpopulationreview.com/countries/bahrain-population
https://worldpopulationreview.com/countries/saudi-arabia-population
https://worldpopulationreview.com/countries/qatar-population


 

14 
 

2. United Arab Emirates (112.40 per 10k children) 

3. Oman (107.20 per 10k children) 

4. Bahrain (103.30 per 10k children) 

5. Saudi Arabia (100.70 per 10k children) 

6. Kuwait (97.70 per 10k children) 

7. Jordan (92.10 per 10k children) 

8. Syria (91.90 per 10k children) 

9. Afghanistan (91.20 per 10k children) 

10. Palestine (91 per 10k children) 

Source: (https://worldpopulationreview.com/country-rankings/autism-rates-by-country) 

Autism speaks June 1, 2021 report states that 85% of 25-year-olds with autism are 

either in the job training process or unemployed. Statistics on adults with autism in the USA 

indicate that approximately 707,000 to 1,116,000 individuals go beyond school age into 

adulthood each year. Besides, nearly 18,000 people with autism who used state-funded 

vocational rehabilitation programs in 2014, only 60 percent left the program with a job. It is 

stated that half of 25-year-old individuals have never worked in a paid job (Autism Speaks, 

2021). 

Statistics related to autism employment have not been found in the world by 

organizations that are directly related to the employment of individuals with autism, such as 

the World Health Organization and the International Labor Organization. However, when 

country by country is examined, many countries have statistics on the employment of 

individuals with autism. 

  

https://worldpopulationreview.com/countries/united-arab-emirates-population
https://worldpopulationreview.com/countries/oman-population
https://worldpopulationreview.com/countries/bahrain-population
https://worldpopulationreview.com/countries/saudi-arabia-population
https://worldpopulationreview.com/countries/kuwait-population
https://worldpopulationreview.com/countries/jordan-population
https://worldpopulationreview.com/countries/syria-population
https://worldpopulationreview.com/countries/afghanistan-population
https://worldpopulationreview.com/countries/palestine-population
https://worldpopulationreview.com/country-rankings/autism-rates-by-country
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CHAPTER II 

OVERVIEW OF EMPLOYMENT OF YOUTH WITH AUTISM IN EUROPEAN UNION 

Turkey / Bursa Provincial Directorate of Labour and Employment Agency 

Current Status  

Autism is a lifelong disability, notably associated with difficulties in social 

communication and social interaction as well as sensory difficulties, such as increased or 

reduced sensitivity to light and sound. According to prevalence studies, it is estimated that at 

least 5 millions of people are on the autism spectrum in the European Union. Autism forms a 

'spectrum', which means that each person will experience autism differently. There is not one 

size fits all solution to accommodate the needs of autistic people (Autism Europe, 2019). 

Available data show that autistic people face very high level of discrimination in all 

aspects of life, from lack of access to education to high level of unemployment and lack of 

access to healthcare. It has been evidenced that autistic people die on average 16 years 

younger than the general population. A holistic approach and some targeted actions are 

needed to tackle the many challenges they face in their everyday life (Autism Europe, 2019). 

Enabling people on the autism spectrum to live long and fulfilling lives as 

autonomously and independently as possible, requires a change of mind-set in society to 

support their active participation and inclusion. It also entails to create and maintain the 

necessary support services and to foster accessibility for autism across all sectors (Autism 

Europe, 2019). 

Europe counts an estimated 7.4 million people on the autism spectrum (1% of the 

population according to prevalence studies).  Most of them experience widespread 

discrimination in many areas of life as well as social exclusion.  

One of the objectives is to promote access to quality inclusive education (including to 

university and vocational training) for autistic people and tackling the barriers they face across 

Europe. The other objective is to foster positive initiatives related to the employment of 

autistic people and to call for the implementation of EU anti-discrimination legislation in the 

field of employment. Indeed, it is estimated that across the European Union less than 10% 
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people on the autism spectrum are employed mostly in low-paid jobs or in sheltered settings 

(Autism Europe Press Release-2021). 

Social life and employment policies  

Across the European Union, 11.5 per cent of adults are currently unemployed. For 

people with autism, the unemployment rate is much higher – studies indicate between 76 and 

90 per cent. This situation is clearly unsustainable and requires urgent action. The European 

Union has signed the United Nations Convention on the Rights of Persons with Disabilities, 

obliging its Member States to take action to address the needs of people with disabilities, 

including autism, in all aspects of their lives, including employment (Autism and Work-2014). 

People with autism usually struggle to gain and maintain employment for a range of 

reasons. The most obvious of these is their inherent difficulties with communication and social 

interaction, which affect their abilities to understand employers’ expectations and 

communicate effectively with managers and colleagues. The deficits in executive functioning 

and hyper-sensitivity to sensory stimuli, such as sound and light, that some people with autism 

experience can also make it difficult to get, an/d or keep, a job. Yet, the greatest challenges 

that people with autism face in relation to employment do not come from within. The greatest 

challenges they encounter are usually a lack of access to opportunities and stigma and 

discrimination in relation to their condition (Autism and Work-2014). 

These barriers to employment are raised long before a person with autism starts 

looking for a job. Across Europe, there is a serious lack of adapted education and training that 

could enable people with autism to gain the vocational, social and communication skills that 

are required for work. When a person with autism does seek employment, regardless of 

whether they managed to gain a relevant education or not, they are often confronted with 

stigma and discrimination related to their autism. Even if a person does not reveal the fact 

that they have autism to a potential employer, many will be turned away because employers 

interpret their difficulties in communication and social interaction as clear signs that they are 

not suitable employees, rather than seeing that the individual needs specific forms of support 

to enable them to perform well in the job. For those who do manage to gain a job, keeping it 

is another challenge. The combination of inherent difficulties, lack of support and social 

attitudes can be overwhelming for a person with autism. 
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Despite the internal difficulties and societal barriers that confront people with autism, 

they have many strengths that can make them potentially outstanding employees. These can 

include the ability to focus on details, the ability to excel at logical and repetitive tasks, and 

the tendency to be very loyal and reliable. 

To enable people with autism to gain employment and fulfil their potential at work, 

support is essential. A range of approaches to, and structures for, providing this support are 

emerging around Europe. There are some innovative practices in this field, including individual 

transition planning from school to further education to employment, adapted further 

education and training, work experience programmes, adapted recruitment processes and 

diverse forms of support in the workplace. 

Support in the workplace can include making adaptations in cooperation with the 

person with autism to accommodate their difficulties and capitalise on their strengths, such 

as adjusting the job description, working hours, workplace communication practices and the 

physical work environment. It can also include providing assistance with transport to and from 

work, and/or using assistive technologies such as tools for communication through text and 

images and tools for daily scheduling. One of the most significant emerging forms of support 

for people with autism at work is the practice of having identified support people such as ‘job 

coaches’ or other staff members who are designated to assist a person with autism with the 

difficulties they encounter. 

Of course, the types of support that are required depend on the needs of the individual 

with autism as well as the nature of the organisation for which they are working. From 

assisting people with autism to participate as individuals in the mainstream labour market, to 

creating businesses specifically designed to employ the strengths of people with autism, a 

diverse range of approaches and structures for successfully employing people with autism are 

emerging to provide good practice case studies for others to follow. 

When considering the possibilities for people with autism in relation to employment, 

it is essential to ensure that their rights are at the centre of our concerns. People with autism 

have the right to employment in inclusive settings and the right to reasonable accommodation 

and support to enable them to work effectively. These rights are described in detail in Article 

27 of the United Nations Convention on the Rights of Persons with Disabilities. Moreover, the 

solutions developed to provide support in employment for people with autism should always 
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be tailored to each person’s individual needs. The employment solutions for people with 

autism must be as diverse as the individuals themselves. At all times, people with autism and 

the parents of those in need of a high level of support, should be empowered to make 

informed decisions about their employment. Given that like all other people, the needs and 

abilities of people with autism in relation to employment can change over time, support 

should also be provided on an ongoing or as required basis, from preparation for employment 

through to retirement. In the evolving field of autism and employment, we must continuously 

develop our knowledge and confront stereotypes about people with autism, ensuring that the 

solutions developed are based on evidence, not assumptions, and that positive emphasis is 

placed upon their abilities rather than their disability. 

Across Europe, many organisations are putting these principles into action. Yet, as the 

vast majority of adults with autism remain unemployed, further action is urgently required. It 

is not only the role of progressive employers and autism organisations to create pathways for 

people with autism into employment, it is also the role of national governments. The 

European Union and all of its Member States have signed, and or ratified, the United Nations 

Convention on the Rights of Persons with Disabilities, obliging them to take action to 

implement the rights of people with disabilities in all aspects of life, including employment. 

Supporting people with autism to gain and maintain employment undoubtedly entails 

costs. Education, training and supported employment programmes all involve public 

expenditure. This public expenditure must be considered as an investment. When an 

organisation employs a person with autism, it is not simply an act of corporate social 

responsibility, there is a mutual benefit – given the right support, the employee with autism 

becomes an integral part of a team of employees that helps the organisation to succeed. In 

addition, when people with autism are employed, they are not only able to support 

themselves (or at least partially support themselves) financially, they are also able to 

contribute directly to society through their work and through their tax contributions. When a 

person with autism is employed, it is clearly a sound investment benefiting not only people 

with autism, but the organisations they work for and society as a whole. 

Above all, for people with autism, employment is about more than just having an 

income – it enables them to become active members of society and to live more fulfilling and 

independent lives. 
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Articles 24 and 27 of the UN Convention define the principles to be complied with for 

ensuring the full education and full employment of people with disabilities. Pursuant to Article 

24 of the Convention on the right to education, the States must ensure that people with 

disabilities have equal access to education systems at all levels, including lifelong learning and 

vocational training. The States must also ensure that reasonable accommodation is provided 

to people with disabilities, not only through technical assistance, but also human assistance 

to enable access to education. Teachers must also receive specific training. Pursuant to Article 

27 of the Convention, the States must enable people with disabilities to exercise their right to 

work and employment. This includes taking appropriate steps to ensure that reasonable 

accommodation is provided to people with disabilities in the workplace. The States must of 

course also employ people with disabilities in the public sector. 

States must promote and develop opportunities for persons with disabilities to work 

in a labour market which is open, inclusive and accessible to them. Pursuant to Article 27 of 

the UN Convention, people with autism have the right to employment in inclusive settings and 

the right to reasonable accommodation and support to enable them to work effectively. 

To enable people with autism to gain employment and fulfil their potential at work, 

adapted support is indispensable. This support should always be tailored to each person’s 

individual needs and depends also on the nature of the enterprise concerned. Numerous 

approaches for providing this support exist. Innovative practices include work experience 

programmes, adapted recruitment processes and specific forms of support in the workplace. 

Support in the workplace means adjusting the job description, working hours, workplace 

communication practices and physical work environment. Providing assistance with transport 

to and from work and using assistive technologies are also support means to be retained.  

At the level of the European institutions and supranational organizations— namely, 

the Council of Europe and the European Union—ad hoc legal rules or hard law instruments 

specifically aimed at affirming and protecting the rights of people with autism, imposing on 

States obligations to respect, protect and promote such rights, in particular in the field of 

education and employment, do not currently exist. 

The special situation and needs of people with autism find rather legal recognition and 

protection within the wider framework of the rules and legal instruments concerning the 
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rights of persons with disabilities, as well as within the scope of application of the general 

principle of equality and non-discrimination. 

Legal regulations regarding employment  

In the EU context, autism plans and strategies have been adopted only by few States 

namely Bulgaria, France, Denmark, Hungary, and within the United Kingdom, England, Wales, 

Northern Ireland and Scotland. All these plans have a legal basis in so far they are provided in 

a legal act or have been adopted on the initiative of a Government or a department. 

The number of national autism plans and strategies adopted in the last few years, both 

in the EU countries and outside Europe, shows a growing awareness of public institutions 

towards the challenges that confront people with ASD and their families. Governments are 

slowly becoming aware of their key role in safeguarding and protecting the rights of the 

individuals with ASD, and in guaranteeing their inclusion and participation in society. In this 

perspective, national autism plans and strategies are instruments through which States 

provide tailored services in key areas having a great impact on the life of people with ASD, 

such as health, education and employment. Furthermore, these plans and strategies are 

consistent with the recent indications of the World Health Assembly that, as already 

mentioned, has recommended to develop national policies, legislation, and multisectoral 

plans, supported by sufficient human, financial and technical resources to address issues 

related to ASD. 

Autism plans and strategies could be therefore the proper way to support and improve 

the quality of life for people with ASD and their families. Indeed, practice shows that in general 

they have positive impacts at domestic level even if the objectives envisaged in a plan may 

not always be fully achieved and the adoption of these instruments does not guarantee that 

the rights of people with ASD will be effectively protected by the State concerned. 

Second, autism plans and strategies have a flexible nature that allows their revision 

without recurring to formal procedures. This flexibility is strictly linked with their 

implementation and monitoring which are fundamental elements for all autism plans and 

strategies. Competent Ministries or Departments are usually charged with the task of autism 

plans’ implementation and updating, often with the collaboration of specific organs or 

networks at national and local levels, and autism associations. 
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Third, autism plans set out strategic direction and co-ordination of services at national 

and local levels, mapping out the existing services, identifying the priority areas of 

intervention and the organs responsible to provide the services and carry out the actions. In 

some cases, they have also recommended a rationalization of services thus ensuring saving of 

public money. 

The last common aspect concerns public funding. All autism plans and strategies 

adopted in the EU Member States have the support of Governments that should assure the 

necessary resources to implement these instruments. 

The ‘UN Convention on the Rights of Persons with Disabilities’ is the ‘first legally 

binding instrument in the field of human rights’ to which the European Union has adhered. 

The Convention requires the states to protect and safeguard all human rights and the 

fundamental freedom of persons with disabilities. Among the topics of this paper, those of 

specific relevance are Articles 24 and 27 dedicated to education, and labour and employment, 

respectively.  

In detail, Article 24(5) states: 

‘Party states shall ensure that persons with disabilities are able to access general 

tertiary education, vocational training, adult education and lifelong learning without 

discrimination and on the basis of equality with others. To this end, party states shall ensure 

that proper accommodation is provided for persons with disabilities’.  

Article 27(1) strongly states that,  

‘member states recognize the right of persons with disabilities to work, on an equal 

basis with others; this includes the right to the opportunity to support oneself through work, 

freely chosen or accepted in a labour market and work environment that is open, inclusive and 

accessible to persons with disabilities. Party states shall safeguard and promote the exercise 

of their right to work, including those who acquire a disability during employment, by taking 

appropriate steps—including through legislation’.  

In order to place people with disabilities in an optimal condition to exercise their rights 

and enjoy full and active participation in social life the ‘European Disability Strategy 2010–

2020’ has identified eight main areas for action: accessibility, participation, equality, 

employment, education and training, social protection, health and external actions. In terms 
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of occupation, the aforementioned European Strategy states that ‘to achieve the goals of 

growth in the EU, it is necessary that people with disabilities in paid employment are more 

numerous on the open labour market. The Commission will use the full potential of the Europe 

2020 strategy and its programme for the renewal of skills and labour, making available to 

member states: analyses, policy guidance, information and other forms of aid. It will improve 

information on the employment situation of men and women with disabilities, identify 

problems and propose solutions, with particular attention to young people with disabilities in 

their transition from education to the world of work’. 

Employment statistics 

The World Health Assembly, the plenary organ of the World Health Organization 

(WHO), in the Resolution WHA67.8 concerning ‘autism’ of 24 May 2014 has affirmed that 

‘autism spectrum disorders are developmental disorders and conditions that emerge in early 

childhood and, in most cases, persist throughout the lifespan and are marked by the presence 

of impaired development in social interaction and communication and a restricted repertoire 

of activity and interest, with or without accompanying intellectual and language disabilities; 

that manifestations of the disorder vary greatly in terms of combinations and levels of severity 

of symptoms’. 

Currently, ASD is the fastest-growing serious developmental disability in the United 

States (US) affecting 1 in every 68 children, while in the European Union (EU) 1 in every 150. 

According to global estimates, persons with disabilities constitute some 15 % of the world’s 

population. Between 785 million and 975 million of them are of working age (15 years or older) 

and most live in developing countries where the informal economy employs a substantial 

proportion of the labour force. The labour force participation rate of persons with disabilities 

is low in many countries. Recent figures for members of the Organization for Economic Co-

operation and Development indicate that slightly less than half of working-age persons with 

disabilities were economically inactive compared to one in five persons without disabilities of 

working age. While it is difficult to draw comparisons between countries on rates of 

unemployment due to national differences in definitions on disability and statistical 

methodology, it is clear that an employment gap exists across countries and regions. As far as 

the EU, unemployment rate of persons with disabilities in the 2011 was at 17.4%, a data lower 
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than 2010 (when it was at 18.0 %), but however very far from the unemployment rate of 

persons without disabilities for the same year (at 10.2 %) (Della Fina, Cera, 2015). 

Indeed, when persons with disabilities are employed, they are more likely to be 

situated in low-paying jobs, at lower occupational levels and with worst working conditions 

than their colleagues. More often than their peers, they are in part-time jobs or temporary 

positions, often with few possibilities for career development. The obstacles that such persons 

face in this regard are often related to negative attitudes or opinions, deeply rooted stigma 

and stereotypes and lack of interest of governments, employers and the general population. 

Lack of access to education and training in skills relevant to the labour market are also major 

barriers. Persons with disabilities are often seen as unfit for working life, incapable of carrying 

out tasks, as required in the open labour market, or better off in protected environments such 

as sheltered workshops. Worst data there exist as to the specific category of persons with 

autism spectrum disorder (ASD). Indeed, less than 10 % of people with ASD can get a job 

compared with 45 % of those with a disability, and 65.8 % of people without a disability (Della 

Fina, Cera, 2015). 

In recent years, cases of autism have risen. For example, in 2016, about 1 in 54 children 

in the United States was identified with ASD by age 8. This is a 10% increase from 2014. No 

single cause has been identified, but early diagnosis is key to improved outcomes, although 

there is no cure and children do not grow out of this disability. Tracking the rates of autism 

around the world is a bit of a challenge. This is because many nations do not track or report 

their autism rates. There are also no specific, uniform criteria for assessing autism. Even if 

there were, there are many nations that do not have the resources to conduct assessments. 

The Global Health Data Exchange compiled the autism rates for all countries worldwide for 

people of any age. The countries with the lowest autism rates were developed 

countries in Europe. France has the lowest autism rates of 69.3 per 10,000 people or 1 in 144 

people. Portugal follows with 70.5 per 10,000 or 1 in 142. 
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Figure 1: Autism Rates By Country 2021 

 

Resource: https://worldpopulationreview.com/country-rankings/autism-rates-by-country   
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CHAPTER III 

OVERVIEW OF EMPLOYMENT OF YOUTH WITH AUTISM IN TURKEY  

Turkey / Eker Diary Products 

Current Status 

According to the figures announced by the CDC, 1 out of every 54 people in the world 

is diagnosed with autism. In Turkey, there is no study on the prevalence of autism. When we 

adapt the figure announced by the CDC to the population of our country, it is estimated that 

there are more than 1.500.000 individuals with autism. According to the 2019 data of the 

Ministry of Health, there are only 38.661 individuals diagnosed with autism spectrum 

disorder. One of the most important skills necessary to support the independent living of 

individuals with autism and other disabilities is “employment and work skills”. With the 

acquisition of employment and working skills, individuals can take their own responsibilities, 

gain their economic and social independence, increase their decision-making skills, and 

increase their self-confidence and self-esteem. Individuals with autism and other disabilities 

feel themselves as an "adult individual" with employment. 

In the "Population and Housing" research conducted by TURKSTAT (The Turkish 

Statistical Institute) in 2011, it was announced that the population with at least one disability 

among the general population is 6.9%. This rate corresponds to approximately 4.876.000 

people.  

Figure 2: Disabled Population Ratio by Disability Group and Gender 
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According to the National Disability Database, there are 2.511.950 disabled individuals 

registered in Turkey. 775.012 of this number are in the severely disabled group. There are two 

disability groups in which individuals with autism are included. The first of these is the 

"Intellectual Disabled" group and it is the most crowded group with 17.07% (385.313) among 

the general disabled population. Another is the "Mentally and Emotionally Disabled" group 

with 7.57% (170.927). Although the number of individuals with Autism Spectrum Disorder is 

not known, there are also individuals with autism in these two disability groups, which cover 

a total of 556.240 people. 

Social life and employment policies  

In Turkey, the first step of the policies for disabled people was taken in 1957, serious 

studies started in the 1970s, and the studies gained momentum in the early 2000s. The first 

policies in Turkey for people with disabilities started with the practice of "disability insurance" 

in 1957. Disability insurance was only for individuals who lost 2/3 of their ability to work after 

starting to work for the first time and received a disability report, and did not cover individuals 

with congenital disabilities. 

There are many different methods for the employment of people with disabilities. 

Some of these methods can be evaluated by the legal regulations made by the state, some of 

them as entrepreneurship for the disabled and some of them within the scope of social 

responsibility. 

Disabled Employment Methods in Turkey 

a) Quota System 

The quota system, which means that employers are obliged to employ disabled people 

in a certain number and ratio, started to be implemented for the first time in Turkey with the 

Labor Law enacted in 1971. Employers who do not voluntarily employ disabled people are 

notified to provide employment for the disabled as a legal obligation with this method, which 

ensures the employability of disabled people in the easiest way. With the labor law enacted 

in 2003, the quota for the disabled was increased to 3% in the private sector and 4% in the 

public sector. Turkish Employment Agency (İŞKUR) mediates the employment to be made 

within the scope of the disabled quota, and the disabled individuals to be employed by the 

companies within the scope of the quota apply to İŞKUR and are included in the workforce. 
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b) Sheltered Workshops 

In the sheltered workshops model, which was implemented in order to create 

vocational rehabilitation and employment opportunities for intellectually and mentally 

disabled individuals who are difficult to be recruited into the labor market and who has at 

least 40% disability rate, the necessary technical and financial support is provided by the state 

and workplaces with suitable working environments is being created for individuals in these 

disability groups. Incentives such as salary support, establishment capital support, operating 

expense support and exemption from various taxes are applied for sheltered workplaces. 

At least 8 disabled people should work in sheltered workshops, the ratio of disabled 

workers should be 75% of all workers, and there should be a regulated environment where 

disabled people can work. According to the latest figures, there are only 7 sheltered 

workplaces operating in this way in Turkey. İŞKUR periodically provides grant support to 

sheltered workplace projects. 

c) Personal Working Method 

In the personal working method, which means that the disabled individual establishes 

and works in his own workplace, the disabled individual who is an entrepreneur can establish 

his/her own business by using his/her own resources or government supports. Every year, 

Small and Medium Scaled Industry Development and Support Directorate (KOSGEB) gives 

entrepreneurship training to disabled individuals who want to establish their own workplaces, 

İŞKUR calls for projects to establish their workplaces and provides grant support. 

d) Voluntary Employment 

Employers employ people with disabilities on their own initiative, without any 

incentives or penalties. With the concepts of corporate social responsibility and sustainability, 

which gained importance in the 21st century, this method has gained importance today, and 

they have started to provide non-quota employment for the disabled, albeit voluntarily. 

e) Homeworking 

It is an application aimed at facilitating the employment of disabled people who cannot 

come to the workplace. Working at home can be explained as the fulfillment of work in one's 

own home with the help of technological tools. In this context, people with disabilities can be 



 

30 
 

employed in fields such as accounting, consultancy, etc. especially due to the pandemic that 

has erupted in the last 2 years, many employees have turned to working from home. 

f) Cooperative Working Method 

With this method, disabled individuals can organize among themselves or create the 

opportunity to work for themselves in cooperatives they have established with the support of 

the state. In Turkey, there is no workplace established with this method yet. 

Employment Policies for Persons with Disability in Turkey 

The number of disabled people in the active labor force in Turkey is very low. According 

to the Population and Housing Survey conducted by the TURKSTAT, the labor force 

participation rate of the population with at least one disability is 35.4% for men, 12.5% for 

women, and 22.1% in total. Many different policies are implemented to increase the 

employment of people with disabilities. A large part of the policies applied to disabled 

individuals are also applied to individuals without disabilities. 

a) Employment Agency Services 

There are public and private employment agencies that provide employment 

consultancy, established to fill the shortage of disabled employees in the labor market, to 

direct disabled individuals to employment, to find the right candidate for the right job, to 

ensure employee-employer matching. In Turkey, İŞKUR carries out services such as finding 

workers and matching with employers, inclusion in the workforce and preparation for 

employment. In addition to this, private employment agencies also working on the 

employment of the disabled. 

b) Vocational Education 

Vocational training is the training organized for different fields in order to enable 

unemployed disabled individuals to acquire knowledge and skills so that they can find a job, 

to increase the qualifications of current employees, to protect and expand employment. 

İŞKUR organizes employment guaranteed vocational courses, programs for the benefit of 

society, and vocational training courses for the disabled. 
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c) Subsidized Employment 

It is the placement of persons with disabilities who have lost their jobs due to closures 

or privatizations to another job by the public employment offices, with their wages covered 

by the state (subsidized) in order to bring them back to employment. 

d) Supported Employment 

It is a job coaching model designed for disabled individuals and other disadvantaged 

groups who want to be included in the workforce, to have a real and sustainable job, to receive 

equal pay with other workers, and to access the support they need on the job. In Turkey, there 

are some private sector examples for job coaching model in implementation, for example in 

Eker company 1 job coach provides support to every 3 young people with autism who are 

employed inside the Eker company and on the other hand there is a public initiative to 

establish job coaching model for disabled people in İŞKUR provincial offices. 

e) Unemployment Insurance 

Disabled individuals, who have the criteria determined by the Unemployment 

Insurance Law, can receive unemployment benefits in case they become unemployed in 

accordance with the conditions determined by the law. In order to receive unemployment 

benefits, the employee must not have resigned him/herself, or been dismissed by the 

employer for justifiable reasons. If he/she has worked as an insured for 600 days in 3 years 

and his/her premiums have been paid in full within 120 days before leaving the job, he/she is 

entitled to receive unemployment insurance. Unemployment insurance is implemented as a 

passive employment policy. 

f) Early Retirement 

The rights of individuals with disabilities to receive early retirement are regulated by 

Social Security Institution. The insurance holders, who had a disease or disability that would 

require being disabled according to the second paragraph of Article 25 before they started to 

work for the first time and therefore could not benefit from the invalidity pension, must have 

been insured for at least fifteen years and received invalidity, old-age and survivors insurance 

premiums for at least 3960 days. An old-age pension is granted, provided that it is notified. 

Accordingly, before entering employment; those who are 60% or more disabled and 

those who are determined to be 60% or more disabled before starting work, although they 
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have not made a notification, cannot obtain the right to retirement due to disability. When 

entering work; Insured persons who are found to be disabled between 50% and 59%, have 

been insured for at least 16 years and have been insured for 4320 days, between 40% and 

49%, have been insured for at least 18 years and have reported disability, old-age and 

survivors insurance premiums of 4680 days are entitled to an old-age pension without seeking 

the age conditions in subparagraph (a) of the second paragraph. They may be subject to a 

control examination in accordance with the provisions of Article 94. 

g) Income Tax Deduction 

The income tax paid by those with a disability of at least 40% or more is reduced to a 

certain extent. Discounts are made at rates differentiated according to the degree of disability. 

People with disabilities in their family can also benefit from this income tax deduction. 

h) Incentives for Employers 

-Tax Reduction 

Employers are exempted from some taxes by VAT law. 

a) By operating or managing hospitals, convalescents, clinics, dispensaries, 

preventoriums, sanatoriums, blood banks and organ transplant banks, student or orphanages, 

care and nursing homes for the elderly and the disabled, free soup kitchens, hospices and 

orphanages by institutions and organizations, deliveries and services in accordance with the 

purposes of the establishment and the deliveries and services that health care providers will 

make to each other for diagnosis and treatment, 

b) All kinds of tools and equipment and special computer programs specially produced 

for the education, profession and daily life of the disabled, is exempted from VAT. 

And again, "The goods produced for the use of the disabled, the goods to be put into 

circulation are exempt from customs duties. 

-Premium Incentive 

Within the scope of this policy, which aims to increase the employment of the disabled, 

for each disabled person employed by private sector employers, all of the employer's shares 

of social security premiums at the minimum wage are covered by the Treasury. 
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-Social Incentives 

The "2020 Accessibility Awards" ceremony was organized by the state for the services 

provided for the disabled in Turkey, and successful companies that employ disabled people 

were awarded in this context. Apart from this, unfortunately, there is no social incentive study 

in Turkey. 

Social Policies Implemented for Persons with Disabilities in Turkey 

The development of social policies for people with disabilities in Turkey has been 

delayed compared to Europe. Although educational practices started in the 1950s, 

comprehensive social policies began to be implemented at the end of the 1990s. 

a) Education Services 

Special education practices for disabled individuals started with the transfer of schools 

for the visually and hearing impaired, which were opened for the first time in 1921, from the 

Ministry of Health to the Ministry of National Education in 1951. In Article 15 of the Law on 

Disabled People No. 5378; “In Article 15 of the Law on the Disabled, numbered 5378, 

“Disabled people cannot be prevented from receiving education for any reason. Disabled 

people benefit from the opportunity of lifelong education without discrimination, on the basis 

of equality, in integrated settings in the environment where they live, taking into account their 

special situations and differences.” statement is included.  

Today's disabled individuals have the right to receive 8 hours of individual and 4 hours 

of group training per month free of charge in special education and rehabilitation centers, if 

they prove that they have a disability of at least 20% in the report of the disability health 

board. In addition, from kindergarten to high school, they can study free of charge in special 

schools for the disabled or as inclusive students. At the higher education level, there is no 

specific study for individuals with disabilities. They can study in private or public universities 

together with their peers in an integrated manner. Universities have an obligation to carry out 

accessibility studies for all disabled individuals. The Credit and Dormitory Institution at the 

university offers 50% discount to disabled students in their dormitories. Public education 

centers do not charge any fee for disabled people. Again, disabled individuals do not pay any 

fees to open education institutions. 
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b) Health Services 

In order to certify that they are disabled, individuals with disabilities must obtain a 

"Disabled Health Board Report" free of charge in hospitals designated by the Ministry of 

Health. This report is given when specialist physicians from different branches examine the 

disabled individual and indicate the disability rate. In the report, it is stated that the support 

materials that the person needs, the jobs that one cannot be employed, and the rights one 

can use the report for. If the disabled individual applies for disability salary with this report 

and the disability pension is paid, the cost of health services in all state hospitals is covered by 

the state. In all hospitals, disabled people have priority during medical examination. Disabled 

individuals can benefit from social and home care services free of charge when they comply 

with the conditions determined by the state. 

c) Exemption from Vehicle, Real Estate and Income Tax 

There are Excise Tax and Motor Vehicle Tax discounts in the purchase of vehicles for 

persons with disabilities with a disability report of 90% or more. In this context, disabled 

individuals can buy vehicles without Excise Tax in the country, they can bring vehicles from 

abroad without customs duty and they do not pay motor vehicle tax. 

Persons with disabilities who have a disability of at least 40%, have a disability identity 

card or have a disability health board report are exempt from property tax. Disabled 

individuals with at least 40% disability rate are exempted from income tax at certain rates 

according to the wages they earn. 

d) Architectural Accessibility Rights 

Municipalities has to make arrangements in accordance with the accessibility 

standards in accordance with the disabled. Buildings, sidewalks, walkways, residences, etc. 

must be made available to the disabled. 

e) Right of Transportation 

A discount of 30% is applied to the disabled individuals of the public transportation 

vehicles of the municipalities. In railway transportation, 50% for disabled people between 40% 

and 50% disability rate, and disabled people with more than 50% disability rate are entitled to 
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free transportation. In air transportation, Turkish Airlines offers a 20% disability discount on 

domestic flights and 25% discount on international flights. 

f) Culture and Art Services 

State theaters and museums are free for people with disabilities. In addition, 50% 

discount must be applied to cinemas and disabled people. 

g) Right of Communication 

Special communication tax is not collected from individuals with disabilities. Telecom 

operators, on the other hand, provide discounts at certain rates for the disabled. 

h) Disabled Salaries and Support Payments 

Disabled individuals have different disability salary payments according to their 

disability, income and need. Those with a disability of 40% or more can receive a monthly 

disability pension between 661 TL and 991 TL (in 2021), depending on their disability. Disabled 

individuals with poor financial situation can receive the needy pension, which is 1.125 TL per 

month in 2021. The families of individuals who have a degree of severe disability of 50% or 

more and who need to be taken care of by a family member are given a home care salary of 

1.798 TL in 2021. 

i) Maintenance Services 

Temporary Care Services: There are temporary care centers that will serve the 

disabled person when the family of the disabled person cared for by his/her family has any 

job, when he/she needs to go out of the city or abroad for health, tourism, business purposes. 

They have the right to receive service for 30 days in a year. 

Day Care Center: It is the provision of full or part time care services from the family 

counseling and rehabilitation center for the families of disabled individuals, especially their 

mothers, in order to relieve them and to allow them to spare time for themselves. The number 

of these care centers in our country is quite limited. 

Care and Rehabilitation Centers: These are the centers where disabled people are 

placed according to age, gender and disability type and they can benefit from care and 

rehabilitation services 24 hours a day. While state care centers are free, the state pays 

monthly support in private care centers. 
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Barrier-Free Life Centers: These are centers that provide services to disabled people, 

opened by municipalities in order to facilitate the socialization of disabled people, their 

acquisition of hobbies, their participation in sports activities, their academic development and 

participation in other activities. 

Legal regulations regarding employment 

States determine the rights and freedoms of individuals living in society with the 

constitution. In this way, the responsibilities of individuals to the state and the state to 

individuals are recorded. It was stated that according to Article 10 of the 1982 constitution, 

everyone is equal before the law and concluded that individuals with special needs can also 

benefit from the right to work and social security offered by the state to citizens. In addition, 

with Articles 49, 50 and 61 of the constitution, the working and social security rights of 

individuals with special needs are guaranteed. These articles impose responsibility on the 

state in terms of ensuring and controlling the working and social security rights of individuals 

with special needs. 

National Action Plan for Individuals with Autism Spectrum Disorder (2016/2019) 

“National Action Plan for Autism Spectrum Disorder (2016-2019)” was approved with 

the decision of the High Planning Council dated 13.4.2016 and numbered 2016/8 and entered 

into force after being published in the Official Gazette dated 3 December 2016 and numbered 

29907. 

The Action Plan is the first Action Plan prepared for disability groups and individuals 

with autism. In order to ensure that individuals with ASD benefit from services equally with 

other individuals and to facilitate their independent participation in all areas of social life, 6 

priority areas 6 priority areas and 26 measures were determined in the plan. These areas are: 

1) Awareness Studies and Inter-Institutional Cooperation 

2) Establishing the Chain of Early Diagnosis, Treatment and Intervention 

3) Improving Services for Families 

4) Development of Educational Evaluation, Special Education, Support Education 

and Rehabilitation Services 

5) Employment Processes and Working Life 

6) Social Work, Social Aid and Participation in Community Life 
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Law No. 5378 on Disabled Persons 

Today, the law regulating the employment of individuals with special needs is the Law 

No. 5378 on the Disabled, which entered into force on 07.07.2005. The purpose of this law is 

to ensure that individuals with special needs benefit from fundamental rights and freedoms 

and can use their right to equal employment with other individuals without losing their innate 

respect and dignity. 

According to Article 4 of the Law, “it is essential to ensure accessibility for the disabled 

to live independently and participate fully and effectively in society”. While the law prohibits 

discrimination in the employment of people with disabilities, it does not prohibit positive 

discrimination to employ people with disabilities. The most important issue within the scope 

of the law is to isolate the working opportunities of disabled people from the society and to 

prevent the disabled people from being separated from the society. 

Labor Law No. 4857 

The Labor Law No. 4857 dated 2003 includes employer and employee obligations and 

comprehensive regulations on the subject. Within the scope of the law, it is stated that the 

loss of work force must be 40% in order for an individual to be defined as a disabled person. 

Employers are obliged to employ 3% disabled workers in private sector workplaces where they 

employ fifty or more workers, and 4% disabled and 2% ex-convict workers in public 

workplaces, or those who are injured as a result of the cause and effect of terrorist acts, in 

jobs suitable for their professional, physical and mental conditions. The number of workers 

that the employer is obliged to employ in this context, which has more than one workplace 

within the borders of the same province, is calculated according to the total number of 

workers. 

Law No. 6518 

By making an addition to Article 5 of the existing labor law with the law numbered 

6518 dated 19.02.2014, the law states that "language, race, color, gender, disability, political 

thought, philosophical belief, religion and denomination etc. No distinction can be made 

based on reasons.” Thus, the terms disability and color are among the issues that cannot be 

discriminated against in working conditions. 
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With Article 17, it is stated that no discrimination can be done against the disabled in 

terms of job selection, application form, selection process, technical evaluation, working 

hours and conditions in the recruitment of disabled people. 

Employer responsibilities are regulated by Article 18. These responsibilities are; 

-Preparation of workplaces to facilitate the work of disabled people and to ensure that 

the work is suitable for disabled employees, 

- Taking necessary measures for the health of disabled workers, 

- Employed in their profession or in jobs close to their profession, 

- Developing their knowledge and skills related to their job, 

- Providing the necessary tools and equipment for their work, 

- In the presence of suitable conditions, the starting and ending hours of working hours 

are determined according to the condition of the disabled, provided that they are not less 

than the periods specified in the labor law. 

In addition, there are also obligations to employers that may result in criminal action. 

- Those who do not comply with the provisions regarding discrimination are sentenced 

to imprisonment between 1 and 3 years, 

- The employers who do not fulfill their obligations regarding employing disabled 

people are subject to administrative fines specified in the labor law numbered 4857. This 

penalty is 4.345 TL per month for each disabled person who is not employed in 2021. 

Regulation on Domestic Job Placement Services 

With the regulation that entered into force on 21.04.2009, the job placement 

processes of individuals in the public and private sectors were determined. This regulation 

also regulates the procedures and principles of the service provided by İŞKUR for job seekers 

and employers. In Article 10 of the Regulation, the responsibilities of the employer regarding 

employing disabled workers are listed as follows. Workplaces; 

- 3% disabled workers in private sector workplaces where 50 or more workers are 

employed, and 4% disabled workers in public workplaces, 
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- In workplaces where agricultural and forestry works are carried out, they are obliged 

to employ 3% disabled workers in private sector workplaces where 51 or more workers are 

employed, and 4% disabled workers in public workplaces in jobs suitable for their occupational 

physical and mental conditions. 

Disabled Rights Law and Regulation on Sheltered Workplaces 

The regulation on sheltered workplaces was prepared based on the 14th article of the 

law on disabled people, dated 01.07.2005 and numbered 5378. In this law, Sheltered 

Workplaces are defined as "workplaces that are technically and financially supported by the 

state and whose working environment is specially arranged in order to provide vocational 

rehabilitation and create employment for mentally or intellectually disabled people who are 

difficult to bring into the labor market". With this law, it was aimed to employ the 

mentally/spiritually disabled individuals, who are described as severely, by taking all kinds of 

occupational health and safety measures, again separated from the disabled individuals. 

However, this model has not been very successful in Turkey, as of 2021, there are only 7 

sheltered workplaces providing service. 

Social Insurance and General Health Insurance Law No. 5510 

The purpose of this law is to regulate the procedures and principles regarding the 

functioning of social insurance and general health insurance. The individuals who will benefit 

from these insurances and the rights to be provided to individuals have determined the 

conditions for benefiting from these rights. Article 28 of Law No. 5510 entered into force on 

01.10.2008. Here, the disability pension provisions are valid for those who will be employed 

for the first time after 01.10.2008. 

- Those who have a disability of 60% or more before they start working for the first 

time and cannot benefit from invalidity pension due to this reason, are granted an old-age 

pension, provided that they have been insured for at least 15 years and that at least 3.960 

days of invalidity/ old age and survivors insurance premiums have been reported. 

-As a result of the examination of the reports to be duly prepared by the health boards 

of the health service providers authorized by the Institution and the medical documents based 

on it, the rate of loss in working power by the Institution Health Board; 
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a) The insurance holders, who are understood to be between 50% and 59%, 

have been insured for at least 16 years and 4320 days, 

b) The insurance holders, who are understood to be between 40% and 49%, 

have been insured for at least 18 years and have 4680 days, 

Provided that invalidity, old-age and survivors insurance premiums are notified, they 

are entitled to old-age pension without seeking age conditions. 

Employment Statistics 

According to the data announced by İŞKUR in April 2021, the number of disabled 

individuals in the workforce is 112.746. As of June 2021, 58.520 disabled individuals are 

working as civil servants in the public sector. According to official figures, only 7.5% of people 

with disabilities are in the workforce. 

In Turkey, institutions employing 50 or more workers are obliged to employ disabled 

people at a rate of 3% in the private sector and 4% in the public sector. In this context, 

according to the latest statistics (August 2021) by İŞKUR; there are 1.307 public, 17.032 private 

sectors, a total of 18.339 institutions and organizations that need to employ the disabled. In 

accordance with the quota, the total number of disabled persons required to be employed by 

these institutions and organizations is 19.291 in the public sector and 107.246 in the private 

sector, with a total of 126.537. 

The number of disabled people employed in institutions subject to the law is 18.066 in 

the public sector and 93.715 in the private sector. There are also institutions and organizations 

that employ disabled people, although they are not subject to the law. A total of 7.056 

disabled individuals work in these institutions, 883 in the public sector and 6.173 in the private 

sector. While it is necessary to employ disabled people, there are institutions and 

organizations that do not. According to the law, these institutions and organizations are faced 

with various sanctions. Despite the law, 4.112 disabled people are not employed in public 

workplaces, which are obliged to employ disabled people, and 21.017 people with disabilities 

in private sector workplaces, and there is a quota deficit. 

According to İŞKUR data for 2019, while the number of disabled people in workforce 

at the end of 2019 was 162.256, it is seen that this number has decreased to 129,509 as of 

April 2021.  
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Table 2: Workforce Statistics 

 

Source: Turkish Employment Agency (İŞKUR) 

When we look at İŞKUR's April 2021 data, the number of autistic workforce in Turkey 

is only 30. Autism spectrum disorder is the lowest disability workforce group in Turkey with 

0.02%.  

According to the statement made by the Social Security Institution in May 2019, a total 

of 17.369 people with Down syndrome, autism and other pervasive developmental disorders 

are employed. 39.5% of these people are photography, 27.8% are laundry, coke cleaning and 

ironing, 8.5% are restaurants, casinos and coffee shops, 3.5% are sanitary services, and 2.9% 

are it is seen that the water works. There are some situations that make it difficult for 

individuals with autism to be employed. 

1) Difficulty in communication (verbal, non-verbal) and social interaction, 

2) Failure in recruitment and interview processes, 

3) Delayed speech and language skills, 

4) Exhibiting stereotypical, obsessive or damaging behaviors, 

5) Retardation in motor skills, memory problems, 

Male Female Total
Percentage 

(%)
Male Female Total

Percentage 

(%)

UNKNOWN 1 0 1 0,00% 0 0 0 0,00%

NERVOUS SYSTEM 8.406 1.973 10.379 8,01% 3.384 1.051 4.435 7,87%

DISABLED PEOPLE IN THE MENTAL DISEASES GROUP 6.918 1.292 8.210 6,34% 3.440 738 4.178 7,42%

VISION SYSTEM 11.854 2.657 14.511 11,20% 4.635 1.375 6.010 10,67%

EAR NOSE THROAT SYSTEM 9.756 3.830 13.586 10,49% 3.694 1.908 5.602 9,94%

DISABLED PEOPLE IN THE INTERNAL DISEASES GROUP 5.948 1.566 7.514 5,80% 2.207 724 2.931 5,20%

MUSCULOSKELETAL SYSTEM 15.153 4.127 19.280 14,89% 5.805 1.987 7.792 13,83%

SKIN 419 121 540 0,42% 166 62 228 0,40%

THE RESPIRATORY SYSTEM 2.883 616 3.499 2,70% 1.011 294 1.305 2,32%

ONCOLOGICAL DISEASES 1.085 982 2.067 1,60% 443 460 903 1,60%

BURNS 1.059 150 1.209 0,93% 357 69 426 0,76%

DISABLED PEOPLE IN OTHER DISEASES 9.034 2.338 11.372 8,78% 3.795 1.247 5.042 8,95%

DISEASES RELATING TO THE ACROSS 121 20 141 0,11% 39 10 49 0,09%

DIGESTIVE SYSTEM 1.090 339 1.429 1,10% 426 161 587 1,04%

HEMATOPOETIC SYSTEM 1.647 418 2.065 1,59% 633 198 831 1,47%

UROGENITAL SYSTEM 1.330 415 1.745 1,35% 529 200 729 1,29%

CARDIOVASCULAR SYSTEM 6.415 1.059 7.474 5,77% 2.343 517 2.860 5,08%

MENTAL, BEHAVIORAL DISORDERS 13.692 2.960 16.652 12,86% 7.200 1.853 9.053 16,07%

GYNECOLOGY AND OBSTETRICS 10 80 90 0,07% 6 35 41 0,07%

ENDOCRINE SYSTEM 2.762 1.118 3.880 3,00% 985 515 1.500 2,66%

AUTISM SPECTRUM DISORDER 28 2 30 0,02% 25 0 25 0,04%

MULTIPLE OBSTACLE 2.173 703 2.876 2,22% 923 365 1.288 2,29%

PHYSIOTHERAPHY 604 193 797 0,62% 320 123 443 0,79%

NEPHROLOGY 123 39 162 0,13% 60 23 83 0,15%

Total 102.511 26.998 129.509 100,00% 42.426 13.915 56.341 100,00%

Disability Groups

Registered Workforce Registered Unemployed
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6) Weakness of attention, planning and organizational skills, 

7) Insistence on sameness, creating a routine and inability to adapt to sudden changes, 

difficulty in behavior management, 

8) Presence of sensory sensitivities such as sound, smell, heat, light, crowd, physical 

contact. 

Individuals with autism have difficulties in finding a job and maintaining continuity in 

the job they find for many reasons. Employers, on the other hand, do not prefer the 

employment of individuals with autism due to their lack of knowledge about autism and the 

regulations to be made for the employment of individuals with autism, prejudices, a costly 

process and lack of legal regulations. 
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CHAPTER IV 

OVERVIEW OF EMPLOYMENT OF YOUTH WITH AUTISM IN FRANCE 

France / Vivre et Travailer Autrement 

Current Status 

On August 18, 20, and 23, 2021 the UN Committee for the rights of people with 

disabilities stated that the French public policy for people with disabilies is not in line with 

international requirements. Particularly criticised are the medical approach for disabilities and 

“systemic” institutionnalisation. The various measures taken by the last governments are not 

in line with the obligations of the Convention for the rights of disabled people that was signed 

by France. France has not taken full consideration of the approach of the Convention, 

centered on the rights of disabled people. 

For example, the UN Committee considers that the national strategy for autism and 

the national strategy for mental health both include a medical approach. 

The Committee also underlines that there is a conflict of interest between 2 types of 

associations: Those who represent the disabled people and those who manage the support 

for disabled people, the second one having a major influence on public policies. This situation 

is particularly significant concerning the “systemic” institutionnalisation of disabled people in 

France.  

This is linked to a long tradition of medical psychiatric and psychoanalysis approach to 

disabilities, particularly autism and mental health. Inclusion and respect of the wishes of the 

disabled persons is not part of this approach. 

As a result, the national education system is not able to include psychotic and autistic 

children, even though the Government is now strongly pushing in this direction. Teachers are 

not trained, the number and qualification of helpers for autistic kids at school is insufficient. 

It will take years and constant political push to change this key aspect the French situation, 

since inclusion starts at childhood to change mentalities for the future. 

A key law was voted by the Parliament in 2005 that gives the responsibility to the 

French State to provide all necessary ressources for the “care” of disabled people. In each 

French Department, (metropolitan France has 95 administrative departments), a Commission 
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decides what type of support (material, financial, etc.) each person should get from the 

Collectivity. In addition, decides what type of orientation should offered for each person, 

particularly for people with cognitive problems that are most often considered as unable to 

work and integrate into society, and are consequently oriented towards “closed” institutions 

where they spend their lives at a very high cost for public finances. 

Concerning employment for disabled people, France has favored specialized 

institutions (ESAT – working centers for disabled people where they a limited number of 

workers (a few dozens) are coached to do specific jobs such as gardening, laundry, catering, 

mailings, etc. services that are sold to Companies). This system is useful but has reached its 

limits: disabled people remain between themselves and are still not included really in society, 

the rest of their life is hardly taken into account (even if they have a job in such an institution, 

major problems can happen in their lives outside of their work), and this system is not adapted 

to autistic people (in France today there are less than 10 ESAT that specialize in autism, which 

corresponds to a small number of autistic workers).  

There is also in France a special type of Company for the employment of disabled 

people, called “Entreprise Adaptée”(adapted Company). These Companies benefit from 

financial advantages provided that they employ at least a majority of disabled people. They 

sell their products in the competitive market. Again, it is a good solution particularly for people 

with mental health difficulties but no “entreprise adaptée” has yet specialized in autism. 

In order to push the classic companies to employ disabled people, the French 

authorities have voted a specific law: Each French Company must declare monthly the 

disabled people they employ. The Companies with more than 20 people must fill an annual 

form and pay a fine if their rate of employment of disabled people is below 6%. Obviously, this 

law is not efficient enough, since the national percentage of employment of disabled people 

has been stable for several years at 3.5%... Many Companies do not know how to hire and 

employ disabled people, and consequently are afraid to hire them. They do not know how to 

hire them, to offer them an adapted job, to accompany them in time, etc., and they prefer to 

pay the fine rather than to deal with what they believe are the complexities to include disabled 

people (particularly with cognitive disabilities) in their workforce. We can add that the French 

National Agency for employment and its branch specialized in disabled people (called Cap 
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Emploi) are globally incompetent for helping people with cognitive problems (80% of disabled 

people suffer an invisible disability) such as autistic people…  

This current status shows that the French situation for disabled people is far from being 

satisfactory. Nevertheless, there are signs, which show that there can be evolutions coming in 

the future. 

In the last “Conseil National du Handicap” (National Councel for disabilities) in April 

2020, the President of the Republic has ordered that no disabled child could be rejected from 

the national education system, and has decided to employ 12.000 more professionals for the 

accompaniment of disabled pupils in the public schools. 

To follow the various actions derived from the national strategy for autism, a specific 

Counsel has been put in place under the authority of the Interministry Delegate for autism 

who is directly under the supervision of the Prime Minister. A series of actions have been 

conducted including a strong development of precocious diagnosis of autism, additional 

financial resources for adults with deep forms of autism, training programs for various targets, 

financial support for scientific research, actions to prevent the use of deviant psychological 

methods banned by the “Haute Autorité de Santé” (High Authority for Health) 

The Ministry of Disabilities has initiated several reforms concerning the institutions 

that manage the life of disabled people, particularly the ESAT, which must evolve in order to 

be closer with the ordinary environment of work (within the ordinary companies).  

Two new types of financing have been developed: a)”emploi accompagné” which 

consists in financing job coaching and b)”habitat inclusif” (inclusive habitat) which consists in 

financing inclusive forms of lodging for disabled people. These two nice ideas unfortunately 

are difficult to put in place since there is a lack of qualified job coaches in France particularly 

concerning autistic people who require a specific competence, and since “habitat inclusif” has 

a limited financing, which is just sufficient for people with a high level of autonomy, and is not 

suited for most autistic people. 

Finally, the associations of disabled people and/or their families are instrumental to 

drive the change in public policies and to bring new ideas. The result of this buoyant activity 

is a perceptible change in the mentality of all the actors concerned by disabilities (public 

instances, employers, professionals, and public at large…). On the contrary, the big 
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associations which manage the various types of centers for the care of disabled people and 

receive most of the public finances, are a conservative force for economical and cultural 

reasons.  

Social life and employment policies 

a) Social life 

For disabled people who are taken care of in institutions, obviously social life is very 

limited to the activities that are organized by the institution. Institutions are paid for by the 

State, and managed by specialized associations. 

For those who live in their families the level of social life is highly depending on the 

philosophy and life level of the families. All of them get an allowance from the State: AAH 

(disabled adult allocation) and PCH (Compensatory allowance for disability).  Some mainly stay 

at home and their allowance is used for basic needs of the family (food, garments, medical 

costs, etc.). Others can access to social activities (cultural, sports, holidays, etc.) and benefit 

from advantages in culture, transportation and leisure. 

b) Employment policies 

The employment of disabled people is not at an acceptable level in France. 

While the rate of unemployment is at 8% for the global population, it is around 17% 

for the disabled population, and estimated at 95% for the diagnosed autistic population. 

Comparable figures are much better in neighbouring countries. This is the result of public 

policies since 2nd world war that gave preeminence to institutions (called “medico-social”). 

Medico-social has developed a culture of its own where disabled people are considered only 

through their disabilities and are over protected (almost everything is decided for them).  And, 

obviously, for the medico-social culture, they must be protected from the implacable world of 

Companies, where the disabled people are rejected and/or exploited. The competencies of 

disabled people disappear behind their difficulties, and work is (not openly of course) 

considered as an alienation. Companies are systematically accused of being responsible for 

the non-employment of disabled workers. This somehow caricatural description of medico-

social explains the huge cultural gap between the world of Companies and the world of care 

for disabled people. And finally explains the poor figures of employment since medico-social 

and Companies have a hard time talking to each other and understanding each other. 
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A research has been conducted in October 2020 (published in December), by the 

Observatory of employment and disabilities. This piece of research studies the perception of 

disabled people in the working environment. 

This research shows that the global perception of disabled people is improving.  

At the same time, 76% of Company Managers think it is difficult to hire disabled 

people, and 76% think that hiring disabled people is an opportunity for their Company. More 

than 50% of employers believe that the image of disabled people has improved in their 

Company.  

This research also shows that the 3 main difficulties are the following: 

 Employers do not have sufficient access to the profiles they need 

 The lack of help from the specialized organizations for the integration of 

disabled people on the field 

 The lack of help for the implementation of the administrative processes linked 

to the employment of disabled employees 

So it is clear that, consequently to the better understanding and more and more 

positive acceptance by employers to include different profiles and competences in their 

teams, there are external constraints and doubts that strongly prevent the development of 

employment of disabled people. 67% of company managers declare today that they would be 

ready to hire disabled people. Then, it is now key not only to accompany the disabled people 

themselves, but also to accompany the Companies with the appropriate communication and 

the necessary help to navigate in a world they do not know even if they are easily convinced 

of all the benefits of hiring disabled people. 

As a conclusion for the development of employment of disabled people, the key is 

nowadays to develop the accompaniment of the Companies. Most are now open to hiring 

disabled people (even autistic people) but they must be guided in the global process by 

professionals.   

Legal regulations regarding employment 

France has a lot of concerning regulations, particularly employment regulations. 

The general regulations for employment appliable to everybody are the following: 
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 There should be no discrimination concerning age, sex, skin color, origin, 

religion, when hiring a new employee (CV’s are are anonymous with no picture, 

no birth date…). 

 There are 2 basic types of working contracts: CDI (contract with no limit in time) 

which is the standard contract. It has a trial period of max 2 months for basic 

employees. It can be broken by resignation or dismissal for mistake;  

 And CDD (limited duration contract) which is a contract signed for a precise 

duration that has no trial period and must be justified for practical reasons 

(reimplacement of people on sick leave, punctual supplement of work, 

seasonal activity, etc…) 

Concerning the employment of people with disabilities, the main specificities are: 

 Companies who employ less than 6% of their workforce must pay a fine (as 

explained previously) 

 In case the employment of disabled people generates additional costs for a 

Company, these costs can be covered partially or even totally by public 

financing. 

 If the disabled people must be accompanied in their jobs, the Companies do 

not pay for the cost of this coaching, which is covered by public financing 

according to the level of coaching that is necessary. 

Employment statistics 

How do you define unemployment? Even with the definitions of the International 

Labour Organization interpretations can vary. For the general population in France, the figures 

are globally agreed upon and the rate of unemployment is now stable even slightly declining 

around 8%. 

For disabled people the interpretation of figures is trickier since you have to define 

who is considered disabled. Disabled permanently or temporarily? Disabled for “medical” 

reasons or for social reasons? The French Ministry considers that the number of disabled 

people is around 10 million people (total French population amounts to 67 million). The rate 

of unemployment of these people is around 17%. 
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For autistic people we have no statistics but commonly approved estimations. There 

are approximately 700.000 diagnosed autistic people in France (roughly 1% of the total 

population). This figure seems to be growing (the occurrence of autism at birth is growing in 

all countries) but we do not know which part is linked to an actual development of autism, 

and which part is linked to a better and better diagnosis of the population. Yet there is still a 

large number of high functioning autistic adults that are not diagnosed and may have a job. 

On top of these considerations the autistic spectrum is very large and it is difficult if not 

misleading to draw conclusions from figures that mix high intellectual potential (often called 

Aspergers) and classic medium to severe autistic people often hardly verbal (often called 

Kanners). 

Nevertheless, the rate of unemployment of autistic people in France is evaluated 

between 90 and 95% counting all the people in the spectrum. Which means that this rate is 

close to 100% for Kanners. 
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CHAPTER V 

OVERVIEW OF EMPLOYMENT OF YOUTH WITH AUTISM IN THE NETHERLANDS 

Netherlands / Autism Academie 

Introduction 

According to Centraal Bureau voor Statistiek (2021), in June 2021 there were a total of 

17.5 million inhabitants registered living in the Netherlands. Official statistics on the amount 

of people diagnosed with Autism in the Netherlands are unknown, yet based upon the widely 

accepted prevalence of 1% the Netherlands would count over 175.000 people with an Autism 

Spectrum Disorder (ASD). Official statistics on this matter, however, are unknown (Nederlands 

Jeugd Instituut, 2021). In 2011, 26.000 treatment cases on 4 to 12 year olds were registered 

in mental health institutions. Statistics on treatments of adults with autism have not been 

published (Nederlands Jeugd Instituut, 2021). 

Current Status 

Nederlands Autisme Register (2020) annually publishes a report with the results of a 

questionnaire spread amongst their members. This report is split into three parts, being the 

(young) adults with autism (age 16+), the parents of children with autism (age <16) and the 

legal representatives of people with autism and severe needs. In total 2.652 participants are 

registered on august 1, 2020. For the questionnaire, 1.057 (young) adults (age 16+) 

participate, where 58% is female, 41% male and 1% defined as “other”. The average age is 

45,1, spread from 16,1 – 84,9 years old. Participants score their overall wellbeing a 6.2 out of 

10. The questionnaire was held during times of Covid-19, which might have had an effect on 

the outcome of the study. 

Of the participants, 47% claim to be diagnosed a psychiatric disorder next to their 

diagnose of autism, where multiple diagnoses prevalence is higher amongst females (53%) 

compared to the male participants (39%). Furthermore, 74% of the (young) adults claim to 

have one or more physical health issues. Top comorbide diagnose is depression, where the 

most common physical complaint is sleeping difficulties and overall tiredness. 

Top treatment methods are individual conversations with psychologist or psychiatrist and 

psycho-education for persons with autism. 54% States to have used autism related 
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medication, which means medication to aid coping with issues as hyperactivity, fear, sleeping 

disorders. 

The top five of life-areas that guidance focusses on are personal development, social relations, 

free time occupations, living and only in the fifth place the keeping or finding a job. 49% is 

satisfied with the social contacts they have. 

Social life and employment policies 

Regarding the subject of stimulating social participation, inclusion and employment 

policies, many regulations and organisations are funded by laws and regulations mentioned 

in the section below. Various programs and projects exist to stimulate individuals, employers, 

organisations and public life towards an inclusive society. The strengths and benefits, 

economically and socially, of having employees with autism are highly promoted and 

profitable. Next to that, many autism related help groups are actively pressing on social 

participation for their target audience. More and more publications are being made about the 

strengths of employers with autism, and of neuro-diversity in general. Additionally, many 

large scaled social events try being accessible for all, including low-stimulus days in 

amusement parks and festivals. 

Legal regulations regarding employment  

In the Netherlands the Participation law was enacted in 2003, aiming to support 

everybody that are able to work but fail without needed support. This legislation has been 

revised multiple times over the years, where the latest revision was July 2021 (Rijksoverheid, 

2021). As education increases chances on employment, these regulations are taken into 

account as well. 

Finding or claiming subsidy and payment for finding personal support is complicated, 

as people with autism very often have to apply to several methods of funding divided from 

several laws. Even when getting support from one organisation can mean applying for multiple 

settlements, where for instance support on transport to and from work again can be 

supported by another funding law. This already can be a first, big hurdle not easy to overcome 

(Wiggers, van Huis, 2019). A lack of customisation and a system of bureaucracy that do not 

connect the wishes and needs of people with autism makes getting fundings for personal 

support a big challenge.  
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The Jeugdwet, or Youth-Law, implies intramural and extramural care for youngsters 

with mental- or different problems, up to age 18 and can contain guidance as well as 

treatment. This can imply strengthening problem solving abilities of children and youngsters, 

their parents and social context; foster pedagogical capacities of the parents and/or context; 

prevention; early counselling; etc. This youth-law is the responsibility of local municipality. 

The Wet Passend Onderwijs, or Law for Fitting Education, aims for all children finding 

and attending education that fits their qualities and potential. This even if they would need 

extra support. The organisational responsibility of this law lies with the partnerships of 

different schools, which causes the implementation of this support to be diverse. 

By the Wet Maatschappelijke Ondersteuning (Wmo), or Law Social Support, the 

government stimulates citizens to be an active part of society. This law supports the 

development of networks of voluntary caregivers as well as professionals, for instance in 

empowering a social network for elderly people making them able to live home independently 

longer. Local municipality is responsible for carrying this out, and it is only available for adults. 

Every person that can work, yet cannot make it without support falls under support of 

the Participation law. This law aims to increase chances finding work for people with 

disabilities, including people with a permanent work restriction like autism. Within this law, 

there are many supportive aids, assistance, sheltered work, job support, re-integration, etc...  

The Healthcare law covers the medical care, diagnostics, medication, psychiatric care, 

forms of psycho-education and nursing care. 

The Wet Langdurige zorg (Wlz), or Law for Long-term care, reimburses residence or 

permanent supervision of people that need 24 hour care. This applies to children and adults. 

To be allocated this care one needs an indication from a designated setting, the Center of 

Indication. Autism, however, is foundated to psychiatry care, which is excluded from Wlz. In 

2021, this will be altered, psychiatry will be foundated into Wlz-care (zorginstituut Nederland, 

2021). 

For getting a more personal fitting support, one can apply for a PGB-budget. This is a 

‘persoons-gebonden budget’ or personal budget. When granted this pgb-budget, the person 

or his/her representative caregiver can use this budget to organise and pay for support 

him/her-self. Obviously, this requires the organisational ability of the person or caregiver 
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(pgb-indicatie, 2021). Moreover, receiving and keeping this form of support proves to be 

challenging (Wiggers, van Huis, 2019). 

Summarizing previous paragraph, receiving the needed care, support and funding is 

not evident. Moreover, the support very often aims to solve issues at hand. An integral 

approach lacks, causing fragmented support and missing continuity of help in general. 

Employment statistics  

The Centraal Bureau voor Statistiek (2021) registered 3,3% of the total labor force as 

unemployed, counting 330 thousand people. Official, detailed statistics about employment 

rates of people diagnosed with autism have not been published, yet the discrepancy in 

statistics is notable. 

According to Landsman, J (2014), in the Netherlands 56% of the people with chronic 

conditions are employed in regular settings, where this is 80% of the labour force for people 

that have no physical or mental disability. This also applies on free time occupations and social 

contacts, people with a disability have less opportunities in general. A quarter of the adults 

with autism have paid work, even though this percentage differs regionally. The researcher 

referred to international studies that confirmed an average of forementioned 25%, and 19% 

of the adults attend studies. 19% has no structural daily activities, yet 35% does have free time 

activities or does volunteer work. Moreover, risks on dropping out of school and internship is 

much higher as compared to youngsters without a disability. 

A questionnaire amongst members of Nederlands Autisme Register (2020), 47% of the 

participants up to 65 years old have an income from being employed, where employment is 

considered to be a minimum of one hour a week labour. For 44% of the male and 29% of the 

female participants, this is their main source of income. Other incomes are allowances, 

income of the partner and governmental supporting benefits. Of both males and females, 4% 

work a minimal of 16 hours a week being self-employed, 5% of the male and 6% of the female 

are in education and/or engaged in studies and internships. 17% of the male and 14% of the 

females claim to have no structural daytime activities or spends their time on hobbies, where 

22% of the male and 23% of the female participants are working as a volunteer for more than 

one hour per week. 
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On the subject of having fitting employment, where work level matches content to 

educational level and degrees, 24% regards their job as not matching their level of knowledge 

and intelligence. Moreover, 28% claims their job content does not match content wise to their 

level of degree. However, the report is not clear about whether this is above or under their 

level (NAR, 2020). A mere 20% is positive about the support given and the level of 

respondence of co-workers to their vulnerabilities (Wiggers, van Huis, 2019). 

Half of the people are guides and coached by UWV-WERKbedrijf, a coach or re-

integration bureau and/or the company physician. Key to being successful at work depends 

highly on the support of colleagues and managers, as well as the motivation of the parents of 

the person with autism (Landsman, 2014).  
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CHAPTER VI 

OVERVIEW OF EMPLOYMENT OF YOUTH WITH AUTISM IN THE UK 

UK / Aspire I-gen 

Introduction 

The UK is estimated to have around 700.000 people on the autistic spectrum (Beyond 

Autism). Of these, The National Autistic Society estimates that around 450.000 are of working 

age (The National Autistic Society, 2016).  

Throughout this report, different terms are used to describe individuals’ identity and 

circumstances. The term ‘disabled’ refers to those who describe themselves as having a long-

term illness, condition or impairment, which reduces their ability to deal with day-to-day 

activities.  

More specifically, ‘autism’ refers to a developmental disability, which typically affects 

how individuals connect and interact with other people and their environment. Individuals on 

the autistic spectrum might experience different difficulties, generally including challenges 

with social communication, and repetitive or restrictive behaviour. Many individuals with 

autism can work and participate in society in the same way as those not on the autism 

spectrum. This could be facilitated by implementation of slight changes, or ‘reasonable 

adjustments’ to their environments to help them overcome the challenges they might face. 

Despite many autistic people being able to work, there is still a relatively low autism 

employment rate, with 21.7% of those with autism being in work (Office for National Statistics, 

2021). This is comparatively lower than figures for other disabilities, and especially low in 

comparison to the employment rate for non-disabled people. While there are opportunities 

of support for autistic people, both in social care and in an employment context, many autistic 

people still experience barriers to employment. These barriers are exacerbated by ongoing 

stigma and misperception of autistic people as employees. Policy has previously been put in 

place, both by governments and various employers, to promote employing autistic people. 

These are supported by projects, programmes, and funding across the UK. However, 

challenges persist for autistic people actively looking for or partaking in work. There are two 

sets of regulations fostering the ongoing development of support for autistic people, which 

can work towards promoting autistic people in an employment context.  
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Current Status 

There is significant research in the disparity between disabled and non-disabled 

people. The Disability Employment Gap shows this disparity particularly in the employment 

context. Around half of disabled people of working age are in employment - 52.1%, compared 

to 81.3% of non-disabled people (Office for National Statistics, 2021). There are differences 

amongst different age groups and genders – with fewer older disabled people are in work, 

and the employment rate of disabled women being around 2% higher than that of disabled 

men (Powell, 2021).  

People with autism have a lower rate of employment than people with other 

disabilities, and therefore an even larger Autism Employment Gap – 21.7% of autistic people 

are in work (Office for National Statistics, 2021). This gap in employment is attributed to 

several barriers faced by autistic people. These range from lack of support services to the 

social stigmas attached to their disability. 

Access to support 

Many people with autism report that support to employment is not accessible for 

them, and not effective when it is available. The results of an APPGA (All-Party Parliamentary 

Group on Autism) survey show that 42% of autistic adults said that they needed employment 

support to gain a job but only 12% receive it. 

The Job Centre Plus, a government organisation run by the Department of Work and 

Pensions, provides employment support to unemployed people. The take-up of Job Centre 

Plus services by people with autism is relatively low, but of those who do attend, only 4% have 

said that staff in the centres have a good understanding of autism. This lack of understanding 

can lead to poor experiences, inappropriate placements, and a lack of access to further 

employability support before, and during employment (APPGA, 2019).  

A recent BBC article has reported on experiences of the Job Centre Plus services from 

disabled people. The experiences include being told that the person had ‘too many disabilities 

to successfully find work’ and finding work capability assessments a barrier to moving into 

work due to stress and anxiety (Clegg, 2021). 

The lack of access to effective support is a barrier which can prevent sustainable 

employment, and participation within society. While some aspects of autism can make the 
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transition to adults’ services challenging, a lack of access to high quality, holistic support also 

impedes progress. Adults’ services can provide more employability support, as well as social 

care, but the move can be disorienting and intense for some autistic people. 36% of autistic 

people who have transitioned to adults’ services say that they were fully involved, and only 

30% felt prepared for the transition. 26% said that they were properly supported. There has 

been a fall in the number of councils reporting that support has an employment focus (APPGA, 

2019). Along with cuts to specialised support teams due to austerity measures in the UK 

(Booth, 2014), there is less indication that autistic people have access to effective services, 

particularly for employability.  

This lack of support can lead to low independence and therefore low participation 

within society, pushing some autistic people even further away from employment. Autistic 

people are significantly more likely than those with other disabilities to be living with their 

parents – at 74.5%. Inadequate social care can prevent more independent living and presents 

a considerable barrier to employment (Office for National Statistics, 2021).   

Social Care and Mental Health 

People with autism are more likely to experience poor mental health, and there is a 

lack of appropriate and tailored mental health support which is autism friendly. The Equality 

and Human Rights Commission reported that 63.6% of people with a social or behavioural 

impairment, including autism, had poor mental health (Being Disabled in Britain: A journey 

less equal, 2017). Autistic people’s social life can be impacted by their autism – either due to 

the challenges they might face with social communication, or as a result of stigmatisation and 

bullying. 67% of children and young people with autism or Asperger’s syndrome have 

experienced bullying.  

Social isolation from a younger age can worsen poor mental health and cause further 

barriers to social participation and employment as an adult. In fact, in a survey of autistic 

people from the APPGA the most common reason given for not being in or looking for work is 

a lack of confidence  (APPGA, 2019). 

Public Understanding and Awareness 

One key barrier to employment for autistic people is the attitudes of the public. While 

there is more widespread awareness of autism in the workplace, this does not translate to 
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understanding. 10% of autistic adults said that the social workers they have encountered have 

had a good understanding of autism or autistic people’s needs. This is despite an increasing 

provision of autism training across private and public sectors in the UK (APPGA, 2019). A lack 

of understanding of the experience and requirements of autistic people impedes the provision 

of safe and comfortable environments to access support, or in which to work.  

There is an intersectional approach here which is key to fully understanding the 

circumstances of autistic people. Differences in gender, race, ethnicity, and age – amongst 

other aspects of identity - adds complexity to autistic people’s experience and can create 

further barriers. For example, there is lower awareness and understanding of autism in some 

minority ethnic groups, which might prevent autistic people from certain activities or 

participation in society or work (APPGA, 2019). 

The intersectional approach is also relevant in the context of employment. The TUC 

found that disabled women experience more negative outcomes in employment due to their 

disability than disabled men (TUC, 2015). 

Work Environments and challenges for employers 

The path to employment is partly limited for autistic people due to employers’ 

attitudes or apprehension to employ someone with autism. An employers’ poor 

understanding of autism can prevent autistic people getting into and staying in employment. 

This affects autistic people’s ability to access crucial reasonable adjustments throughout the 

employment process. The APPGA found that employers show a lack of confidence to recruit, 

train and employ autistic people, despite an increase in employers reporting that they wanted 

to do so (APPGA, 2019). 

This lack of confidence likely stems from a lack of widely available information for 

employers which would encourage them to employ disabled people. 60% of employers did 

not know where to go for support or advice about employing an autistic person (The National 

Autistic Society, 2016). Despite policy and regulations aiming to improve access to information 

and advice, this is found to be a key barrier for employers.  

A Work and Pensions Committee hearing in disability and employment found that in 

some cases, employers were either unaware of legal obligations or were purposefully 

breaching legislation protecting disabled people in work (Clegg, 2021). Stigmatisation and 
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negative perceptions of people with autism and other disabilities have led to misinformation 

stopping the employment of autistic people. For example, 40% of employers believe it costs 

more to employ an autistic person (The National Autistic Society, 2016). This is not true, as 

any additional costs related to reasonable adjustments are funded and facilitated the Access 

to Work programme. 

Once employed, autistic people can disclose to their employer that they are autistic, 

which can improve the ability for autistic people to carry out their day-to-day role, by 

implementing reasonable adjustments. However, these adjustments might not be made if the 

individual does not disclose their autism. Due to the stigma attached, only 58% of autistic 

adults in work have disclosed their autism. The National Autistic Society reported that some 

autistic people are apprehensive to ask for reasonable adjustments if they think resentment 

could arise amongst non-autistic colleagues (The National Autistic Society, 2016). 

Covid-19 

The ongoing Coronavirus pandemic has negatively impacted disabled people – 

proportionally worse in the employment context than those without a disability. During the 

pandemic in the UK, the disability employment rate decreased, and the Disability Employment 

Gap increased by 0.7%. The unemployment and economic inactivity rates have risen from 

45.9% to 47.7% in 2020 – proportionally a larger rise than that for non-disabled people (17.8% 

to 18.9%). 

Redundancies have affected disabled people at a higher rate than non-disabled 

people. In the second half of 2020, 21.1 per thousand disabled employees were made 

redundant, compared to 13.0 per thousand non-disabled employees. (Powell, 2021) 

Throughout lockdowns and restrictions during the pandemic, disabled people were 

more likely to be working in sectors that were forced to close during the pandemic, and more 

likely to have their hours reduced than non-disabled people (Clegg, 2021).  

While these statistics show the short-term impact on some disabled people, the 

negative impact is likely to be greater in the long term. With the strain on health and other 

public services being exacerbated by the pandemic, it is likely that disabled people’s access to 

support will reduce even further. Due to the likely exponentially negative impact on the lives 

of autistic and other disabled people, access to high quality support, information, and 
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guidance requires more attention. The recent and ongoing impacts of the pandemic further 

reinforce the need for such an initiative as this. 

Social Life and Employment Policy 

Policy and Practice Supporting Disabled People 

There are policies and practices put in place by both public and private bodies which 

aim to target the challenges faced by disabled people in wider society as well as the world of 

work.  

The UK Government had previously had a commitment to halve the Disability 

Employment Gap by 2020 – increasing the employment rate from 47% in 2016 to a target of 

64% - though no specific target for autistic people (The National Autistic Society, 2016). This 

hasn’t been achieved, however the coronavirus outbreak in early 2020 has limited some 

progress. 

The Government’s more recent 10 year plan to boost disability employment figures: 

‘Improving Lives: The Future of Work, Health and Disability’ (2017) puts forward an aim to 

move 1 Million more disabled people into work by 2027. The government planned to do this 

by supporting disabled people and people with long-term health conditions to find work and 

provide investment to boost sustainable employment (Powell, 2021). This plan has been 

criticised in evidence at a Work and Pensions Committee hearing, arguing that the centralised 

model of provision should be replaced with a more localised, tailored approach (Clegg, 2021). 

The key initiative which is set to encourage employment amongst disabled people is 

the Access to Work Scheme. The service aims to meet the needs of disabled people in the 

workplace and facilitates the implementation of reasonable adjustments for those who need 

them. This might include specialist computer equipment, or a support worker services to help 

the person carry out their day-to-day role. 39.000 people were supported by the service in 

2019/2020 (Powell, 2021). 

The Work and Health Programme is the most significant project which supports 

disabled people into employment – among other non-disabled people. The programme 

targets socially excluded people – this includes disabled people, the long term unemployed, 

homeless people, care leavers, and other groups facing barriers to employment. The service 

offers employability information, advice and guidance for individuals to find suitable and 
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sustainable work, while also managing any health problems they may face (Department of 

Health and Social Care). It is voluntary to those with health conditions or disabilities, and 

compulsory for those who have been unemployed for over 24 months.  

The Disability Confidence Scheme was designed to encourage employers to hire 

disabled people by increasing awareness of the benefits (The National Autistic Society, 2016). 

The campaign helps organisations ‘improve how they attract, recruit and retain disabled 

workers’ and had 20.000 employers signed up to the scheme in March 2021. The scheme 

carries three different levels of recognition depending on the activities and commitments 

made by the organisation. The DWP evaluation has reported a positive impact on the 

recruitment of disabled people, with half of the surveyed employers having recruited at least 

one disabled person as a result (Powell, 2021). 

The lowest level of commitment – ‘Disability Confident Committed’ – has the employer 

agreeing to the scheme’s commitments, which should be carried out within 12 months of 

signing up and committing to offer one disabled person an opportunity within that year 

(Powell, 2021). This level of commitment has been criticised as ‘performative’, and not making 

a big enough impact on disability employment figures. In a Work and Pensions Committee 

hearing, the Disability Confidence Scheme has been described as a ‘tick box exercise’. The 

Department of Work and Pensions have acknowledged that it is difficult to know whether it 

has had a measurable impact on increasing the number of disabled people into work (Clegg, 

2021). 

Additionally, the government have introduced a Personal Support package of funding 

in March 2017, providing £330 Million to support disabled people to find work. Alongside this 

funding, the government have pledged to work with disability organisations and charities to 

develop and publish a national strategy for disabled people, collaborating to find effective 

ways to improve access to work (Powell, 2021). 

Policies and Practice towards Supporting Autistic People 

In addition to the initiatives and policies supporting all disabled people, there are some 

which specifically tackle issues for autistic people.  

The Welsh Government in particular, have worked towards supporting autistic people 

through the policy and funding. The government introduced an Autistic Spectrum Disorder 
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Employment Ambassador scheme in 2013, which aims to continue to raise awareness of 

autism with employers and provide information on the support that is available for disabled 

people with autism and their employers in the workplace. This was introduced under the 

Framework for Action on Independent Living, with the aim of reducing social exclusion 

amongst autistic people (Equality and Human Rights Commission, 2017). 

An Intermediate Care Fund was also set up by the Welsh Government to develop an 

integrated autism service. The fund facilitates the creation of a multidisciplinary team to 

support autism in adults and enhance existing children’s neurodevelopmental services 

(Equality and Human Rights Commission, 2017).  

The National Autistic Society have introduced a few initiatives to promote 

understanding and awareness of autism in businesses across the UK. The Autism Friendly 

Award champions businesses and venues that are committed to creating a safe and 

comfortable environment for autistic people. Previous winners of the award have ranged from 

large companies to local enterprises. The charity has also campaigned for an Autism Hour 

initiative – a designated quiet hour across 11.000 businesses in the UK which creates a calmer 

shopping experience for those who might find loud noises and large crowds overwhelming. 

Another charity, Autism Together, have been working with authorities in Liverpool to open up 

many spaces within the city to autistic people (APPGA, 2019). 

UK Projects and Programmes Supporting Autistic People 

SEN Employment Links, a project providing support to young people with SEND 

(Special Educational Needs and Disabilities) was run in the UK between 2015 and 2017. The 

project created resources and toolkits for both employers and young people looking for 

employment. The support was aimed towards the transition for young people with SEND into 

the labour market from VET (vocational education and training) and further education, to 

make employment more accessible. The toolkits for employers provide essential information 

and guidelines on employing disabled people, and how to make their workplace disability 

friendly (SEN Employment Links). 

There have been two good examples of online Information hubs in the UK to provide 

skills and employment information to autistic people. In Richmond upon Thames, an online 
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peer support hub was designed with the aim of building autistic people’s confidence and 

providing access to necessary skills for job applications. 

In Lewisham, Work Programme centres were converted into Shaw Trust community 

hubs that link up employment support and other services including counselling, health and 

wellbeing guidance, and skills training such as practicing mock interviews. These hubs focused 

on the ‘distance travelled’ towards employment, rather than having employment targets. This 

approach was found to have increased participant engagement and staff satisfaction (The 

National Autistic Society, 2016). 

Surrey Choices EmployAbility developed a service for autistic people in 2015. 

Employment Works for Autism worked with 16 autistic jobseekers across Surrey and 

combined training, work experience and ongoing support for a more intensive service to help 

these individuals gain employment. The training included identification of skills and areas for 

development, CV prep, confidence building and interview skills. The service also facilitated 

personalised internships in areas such as retail, web design and administration. 7 out of 16 

(43%) participants were in paid work at the end of the programme, with the other half in 

ongoing work experience or volunteering placements (The National Autistic Society, 2016). 

The UK government has introduced an Intensive Personalised Support Programme in 

late 2019. This delivers personalised support to those with more complex needs or barriers 

such as autism. The project provides a dedicated case worker, allows 15 months of intensive 

support leading up to employment, and a further 6 months of in-work support once 

employment has been gained. This has shown a positive impact in employment sustainability 

amongst autistic and other disabled people (Powell, 2021). 

Legal regulations regarding employment 

The Equality Act 2010 

The main piece of legislation which impacts autistic and other disabled people with 

regards to employment is The Equality Act 2010. This sets out legal definitions of disability, 

which includes autism – as a mental and/or physical impairment (Booth, 2014). 

The Equality Act 2010 is relevant for all employers in the process of hiring and 

managing autistic people. It applies across England, Wales and Scotland. There is different 

legislation in Northern Ireland, but the protections for disabled people and duties on 
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employers are broadly the same and the practical information provided here applies across 

the UK (Employment Autism). 

The legislation makes discrimination or different treatment based on disability 

unlawful for employers unless it can be justified. It covers different types of unlawful 

discrimination which all apply under the Equality Act. Direct and indirect discrimination, 

harassment, and the refusal to make reasonable adjustments are all included within this 

(Booth, 2014). 

An employer is not able to justify any unfavourable treatment if reasonable 

adjustments have not been made. Regarding disclosure of an individual’s autism, they do not 

need to formally disclose it to be discriminated against and have it applied under the Equality 

Act. This is because the discrimination can occur by perception (Bhayani, 2018). 

The Autism Act 2009 

The Autism Act 2009 was put into place to specifically target issues faced by autistic 

people. The act requires government to have an adult autism strategy. The strategy should 

set out how autistic adults should be better supported and is underpinned by guidance. The 

legislation and subsequent strategy places duties on local councils and the NHS. 

Despite this legislation being put in place, the APPGA has conducted a review after 10 

years, and found that not enough has been done by local councils to properly support autistic 

people, not only within social and health care, but also within an employment context (APPGA, 

2019). 

Employment Statistics 

Autism Employment Statistics 

● Autism Employment Rate: 21.7%  (Office for National Statistics, 2021) 

● Around 16% of autistic people are in full-time work, with the rest being in part-time 

work (APPGA, 2019) 

● 40% of Autistic survey respondents who are working part-time want to work more 

than they currently do (The National Autistic Society, 2016) 

● 51% of Autistic survey respondents in employment have said that their skills are higher 

than those their job required (The National Autistic Society, 2016) 
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● 77% of Autistic survey respondents who are unemployed want to be in work (The 

National Autistic Society, 2016)  

Disability Employment Statistics 

● Disability Employment Rate: 52.1%  (Office for National Statistics, 2021) 

● Disabled people were 12.1% more likely to hold elementary occupations than non-

disabled people (Office for National Statistics, 2021) 

● Disabled people in work are significantly less likely to be employed as managers, 

directors, or senior officials, or to be employed in professional occupations than non-

disabled people (Office for National Statistics, 2021) 

● Disabled people in work were significantly more likely to be employed in care, leisure, 

or other service occupations, or sales or customer service occupations than non-

disabled people (Office for National Statistics, 2021). 

● 34.6% of disabled people in work were in part-time employment, compared to 22.9% 

of non-disabled people (Office for National Statistics, 2021). 

● Disabled young people (aged 16-24) and disabled women have on average, the lowest 

median hourly earnings (Equality and Human Rights Commission, 2017).  
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