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People with disabilities represent approximately 15% of the world’s population and still suffer from
exclusion despite legislation in force (access to employment, access to goods and services, etc.).
With this in mind, at the end of 2019 OFI AM surveyed the 600 largest European listed companies
(Stoxx 600) on disability-related issues (policies and commitments, internal actions, proportion
of employees with disabilities, approaches to the supply chain, actions regarding products and
services, penalties and fines).
72 COMPANIES FROM 16 DIFFERENT EUROPEAN COUNTRIES RESPONDED.
The study shows that nearly three-quarters of the companies address disability issues through
their ethics or diversity policy, and nearly 20% through a disability policy.
In terms of internal practices, the results indicate that companies are often mature: 72% of the
respondents indicated that they have implemented an action plan, at least partially, to address
these issues, particularly in terms of access to employment and job retention for people with
disabilities, and raising employee awareness. On the other hand, the impact of policies and
actions is often difficult to measure, due to the lack of consolidated performance indicators or
available data on the number of employees with disabilities within the overall scope of the Group.
For example, only one-third of companies provided quantitative data - sometimes incomplete on their employees with disabilities for at least half of their consolidated scope.
With regard to suppliers, 56% of the companies surveyed obtain their supplies at least
occasionally from service providers employing a majority of people with disabilities. In addition,
disability issues are taken into account in the responsible purchasing policies of 54% of participants.
In terms of products and services, progress remains to be made, even if some results are
encouraging: 47% of respondent companies indicated that they adapt at least one of their
product lines to people with disabilities, but only 11% do so systematically.
THE STUDY FINALLY HIGHLIGHTS THAT THESE ISSUES NEED TO BE TAKEN INTO
ACCOUNT TO A GREATER EXTENT IN ESG ANALYSIS.
The data collected did not reveal a correlation between good practices in managing disability
issues and ESG performance. The analysis does, however, have several limitations including the
lack of consolidated outcome indicators and the sample size.
However, this is a differentiating factor and, beyond the ethical aspects, the loss of both internal
opportunities (e.g. loss of talent) and especially in terms of markets (non-adapted products
and services) are too often neglected. Qualitative studies could be conducted at this stage to
make up for the lack of consolidated data. Above all, investors have a role to play in making
companies aware of these issues and pushing them to provide progress indicators. A role that
OFI AM wishes to assume through this type of engagement and in its ESG research.

+

Some results
Panel of 72 Stoxx Europe 600 companies from 16 different countries

Has the company formalized any commitments
regarding disability?

Overall

3/4

19%

of companies address
disability issues in their ethics
or diversity policy

9%

have set up
a dedicated policy

have not made
any commitments

Does the company have a disability action plan or program
in place?

In terms of
in-house
practices

72%
have set up an action plan
that is at least partial

17%
are planning to set up
an action plan

Is disability one of the issues covered by the responsible
purchasing policy, if there is one,
i.e. as a selection criterion?

In
the supply
chain

54%

10%

integrate disability into
their responsible purchasing policy
specifically or in terms of diversity

have plans to integrate disability
into their responsible purchasing
policy

Does the company adapt its products and services
to people with disabilities?

In terms of
products and
services

47%
adapt at least one of their product
lines to people with disabilities

11%
systematically adapt
their products and services
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Preamble
According to the report on disability «Global Reporting Initiative and Fundacion ONCE» (2014), 15% of
the world’s population lives with a disability, i.e. more than one billion people. However, disability
remains an undeniable cause of social marginalization, which also translates into missed opportunities
for companies.
First of all, the employment rate of people with disabilities was only 47% in Europe in 2014 (compared to
72% for the population as a whole)(1). In France, the unemployment rate for people with disabilities reached
25% in 2017, compared with less than 10% for the rest of the French population(2). But access to employment
is far from being the only source of marginalization. Job retention, professional development opportunities
and support for the work of people with disabilities are other issues within the company. Beyond that, there
are also issues of access to products, services and leisure activities for consumers with disabilities. These
issues are clearly still insufficiently addressed by companies, or at least not in all dimensions, and they often
say little on the subject in their external communication.
However, legislation and regulatory incentives exist in different countries, exposing companies to the risk
of fines, for example for non-compliance with quotas. While the regulations themselves have led companies
to move forward and take greater ownership in this area, the numbers involved are often too low at large
companies to have a real incentive effect.
Employers sometimes cite additional costs or risks of lost productivity in employing employees with disabilities. This view is limited and biased in many ways. Many forms of disability have little or no impact on the
intellectual or physical abilities required for a job and therefore require little or no special accommodation.
Moreover, workers with disabilities are a source of untapped talent for employment and for product and
service development, as they also make up often overlooked consumer segments(3). In addition, employee
feedback highlights the positive effects of including people with disabilities, both on the company and on
other employees: openness to others, encouragement of new ways of working together, pride in being part
of a disability-friendly company, positive image, etc.
Accordingly the diversity of disabilities, the issues at stake and the opportunities they offer are often
not well known, despite the existence of good practice guidelines and recommendations, notably published
by the trade union confederations, such as the frequent and accessible guidelines and publications available
on the CFE-CGC website(4).
On the initiative of the mutual insurance company Intégrance, these observations led us to launch an
engagement initiative on the theme of the integration of disability within companies and their activities.
This approach is also supported by MACIF and the Mutuelle Ivry la Fraternelle (MIF).
This new initiative is part of OFI AM’s engagement policy(5), a strong element of our approach to
responsible investment. Our objectives are to strengthen our knowledge of companies, to raise
awareness by creating a constructive dialog, and ultimately, to improve practices.

European Commission, European Commission memo to the UN: EU fully committed to protecting persons with disabilities, June 5, 2014
Agefiph, National Score Card: employment and unemployment among persons with disabilities, report on 2017, 2018
(3)
Global Reporting Initiative et Fundacion ONCE, Disability in Sustainability Reporting, 2014
(4)
CFE CGC, Disability in the workplace, 2018
(5)
OFI AM, OFI AM, engagement Policy, May 2017
(1)

(2)

Definitions
and regulatory context
DISABILITY: SO WHAT ARE WE TALKING ABOUT?
Disability is often approached with a restricted vision, that of the person in a situation of reduced mobility
due to a motor disability. However, there are different forms of disability, visible and invisible, permanent
and temporary.
Disability was previously referred to as a «handicap», a word which is etymologically derived from horse
racing and refers to a «race in which the chances of competitors are equalized by distributing disadvantages
proportionate to the strength of the horses»(6). So interestingly, the word «handicap» was originally used as a
vehicle for equalizing opportunities. The most widely accepted contemporary definition is that of the United
Nations in the Convention on the Rights of Persons with Disabilities, adopted in 2006, which defines disability as «a long-term physical, mental, intellectual or sensory impairment which, through interaction with
various barriers, may hinder full and effective participation in society on an equal basis with others»(7).
Thus, disability is defined here by its action on the relationship between a person and his or her external
environment. In 1980, the World Health Organization (WHO) established an International Classification of
Impairments, Disabilities and Handicaps.
However, the definition of disability varies from one country to another because it is as much cultural as it is
contextual. As a result, the role attributed to companies in the integration of persons with disabilities and the
resulting legislation differs from one country to another.
Despite national differences, the definition in the United Nations Convention on the Rights of Persons with
Disabilities, signed by the European Union in 2010, is a common reference at the European level. In particular,
its definition is used in European policies on disability, such as the Directive on accessibility requirements for
products and services April 17, 2019(8).
In France, Agefiph* “Association managing the fund for the integration of persons with disabilities”
distinguishes seven forms of disability.

MOTOR DISABILITY

Lower back pain,
rheumatism, malformation,
paralysis, stroke, etc.

DISABLING ILLNESSES
Hypertension, heart failure,
diabetes, allergies, eczema,
epilepsy, etc.

MENTAL IMPAIRMENT
Down syndrome, fragile X
syndrome, etc.

PSYCHIC DISABILITY
Neurosis, phobias,
addictions, depression, etc.

VISUAL IMPAIRMENT

Nearsightedness, presbyopia,
strabismus, retinitis, color
blindness

HEARING IMPAIRMENT
Tinnitus or mild to profound
deafness

COGNITIVE IMPAIRMENT

Attention deficit disorder,
hyperactivity, learning disabilities
(e.g. dyslexia), autism spectrum, etc.

* In French: Association de gestion du fonds pour l’insertion des personnes handicapées (see full definition in the Lexicon at the end of the report).
(6)
T. Bryon, 1827, Manuel de l’amateur des courses, Avertissement, p. 49 ds Mack. t. 1, p. 206, CNRTL
(7)
Nations Unies, International Convention on the Rights of Persons with Disabilities, 2006
(8)
Commission Européenne, European Directive on Accessibility Requirements for Products and Services, 2019
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These forms of disability can be factors of isolation or marginalization for the people concerned but also for
their caregivers. This is particularly true in an unsuitable professional environment.

ZOOM: THE INVISIBLE HEROES OF DISABILITY
We do not often talk about them and their living conditions, yet they devote themselves entirely to
those they love, in conditions that are often very harsh. There are, for example, more than 8.3 million
caregivers, people who assist ill or dependent loved ones in France(9).
Most of the time, they combine a job with the hours of care they provide. This commitment can be
exhausting, both physically and psychologically, and yet these people are essential to the well-being of
the loved ones they assist and to society.
More than 50% of family caregivers die before the family member they are caring for, according to
CARSAT social services statistics(10).
Measures already exist in France to lighten the burden of caregivers. However, companies also have
a role to play in supporting people with disabilities by supporting their employees who are also
caregivers. Today, there is only an obligation to grant leave when the dependent person is receiving
end-of-life care, known as «family caregiver» leave. But many other practices exist and should be
democratized: the «donation of days» of leave by employees who are not caregivers to those that
are, the adjustment of working hours and workstations, raising awareness among teams, etc. A more
detailed list and additional information on the situation of caregivers is available in the CFE-CGC’s Guide
to family caregivers(11).
Existing legislation
In Europe, most national legislation on the right to work for people with disabilities predates the European position expressed in the European Disability Strategy 2010-2020(12). This strategy aims to formalize a
homogeneous policy on disability at a European level by defining priorities (accessibility, employment,
health, etc.). It has given rise in particular to the funding of more than 400 projects on disability and the
Directive on cross-border healthcare(13).
In addition, the European Directive on the accessibility of goods and services (April 2019) should help to
improve the accessibility of products and services. From now on, these will have to be designed in such a way
as to be universally usable by all persons, irrespective of their disability. The adoption of this Directive will, on
the one hand, support innovation and promote the organization, within the internal market, of an area favorable
to accessible products for the 80 million Europeans with disabilities and, on the other hand, facilitate the circulation of accessible goods and services by removing barriers due to diverging legislation between the different
Member States. Universal accessibility is therefore also an opportunity for businesses to offer products and
services that are better designed for use by as many people as possible and thereby benefit from reduced costs
through the harmonization of accessibility standards across Europe
On the integration of people with disabilities into the workplace, there is no EU-wide harmonization of quotas. There is even a clash in Europe between two more or less liberal philosophies:
• States that focus on the elimination of barriers to employment such as the United Kingdom: the Equal
Act of 2010 puts in place laws to prevent discrimination and accessibility (to education, transport or recruitment) but companies have no financial contribution to pay or quotas to fill.
• Countries where it is mandatory for companies take responsibility for the integration policy, such as
France or Germany, by introducing quotas at varying levels:

DREES, Enquête Handicap-santé, 2008
Cairn Info, Quand le handicap s’invite vers la fin de vie, 2019
(11)
CFE-CGC, Guide des aidants familiaux, 2018
(12)
European Commission, European Disability Strategy 2010-2020, 2010
(13)
Official Journal of the European Union, Directive on cross-border healthcare, March 9, 2011
(9)

(10)

- In France, since 1987, there has been an obligation for people with disabilities in companies with
more than 20 employees to account for 6% of the total workforce. There are several ways of implementing
the obligation: direct employment, a company agreement, a subcontracting contract with the protected
sector and/or the payment of a contribution to a fund for the development of the integration of people with
disabilities. If the employer fails to meet its employment obligation, it must pay an annual contribution to
Agefiph (private sector). There are, however, clauses that make the law more easily applicable: any form of
employment is taken into account (irrespective of the type of contract: internships and vocational training
included) in proportion to the hours worked over the year, seniors (over 50) count for 1.5 workers. The 1987
law on mandatory employment of workers with disabilities(14) has since been reformed and strengthened
by the law of February 11, 2005(15), which defines disability in all of its diversity and extends its definition. It
has also considerably broadened the list of beneficiaries of the employment obligation and strengthened
the financial contribution of companies, which has had the effect of boosting recruitment.
- In Germany, at companies with more than 20 employees, people with disabilities must account for 5%
of the total workforce (with obligations to adapt the workplace, working hours or protection against
dismissal). If the company does not comply with the law, a substitute contribution will be imposed.
Although there are ways of mitigating the contribution, such as subcontracting to companies in the
protected sector, only companies that employ people with disabilities directly escape paying the contribution.
ZOOM: DISABLED WORKER STATUS RECOGNITION (RQTH) IN FRANCE(16)
«RQTH is granted to any person (over 16 years of age) whose chances of obtaining or keeping a job are
effectively reduced due to the deterioration of at least one physical, sensory, mental or psychological
function».
It is granted by the Commission on the Rights and Autonomy of Persons with Disabilities for a renewable
period of 1 to 10 years, but may be granted for life if the disability is permanent and reduces the possibilities of obtaining or keeping a job.
It allows a worker to benefit from the measures in favor of the professional integration of people
with disabilities, to benefit from adjustments to working hours and the workplace, to receive specialized
support in finding a job, etc.
Below are other examples of some of the most restrictive European national laws on the employment of
people with disabilities:
Country

Legislation

Austria

At companies with more than 25 employees, employers must hire one employee with disabilities for every 25
employees, i.e. a quota of 4% (severity of disability of 50% or more). The employer also has obligations to adapt
the workplace. Dismissal conditions are also specific, with a four-week notice period that must be filed with three
different committees (except in the case of a trial period).

Spain

Companies with an average of 50 or more employees over the last 12 months must fill a quota of 2% of employees
with disabilities (severity of disability of 33% or more). Exemptions from this law include supplying goods/services
to companies employing a majority of persons with disabilities or the sponsorship of training and work integration
programs.

Italy

Quotas are divided into three levels based on the number of employees:
- Between 15 and 35: one employee with disabilities.
- Between 36 and 50: two employees with disabilities.
- Above 50: 7% of employees with disabilities.
Workplace adaptations are also to be required. The company is liable for a fine of €30.64 per day per employee with
a disability below these quotas.

Poland

Companies employing more than 25 people are - with a few exceptions - required to meet a 6% quota. Adjustments
in working conditions must be made, e.g. working time organization.

Handirect, La loi de 1987 et l’Agefiph ont 30 ans, 2017
Legifrance, Law No. 5-102 of February 11, 2005 for equal rights and opportunities, participation and citizenship of people with disabilities, 2005
(16)
Service public, Comment être reconnu travailleur handicapé (RQTH) ?, 2020
(14)
(15)
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ZOOM: APPROVED AGREEMENTS (FRANCE)
In France, since the Law of 2005 and the obligation for workers with a disability to account for 6% of
the workforce, companies have been able to enter into a disability agreement signed by the social
partners and then approved by DIRECCTE(17). This may be a branch, group or company agreement, which
lasts up to three years and is renewable once.
The agreement covers the four main issues related to the work of people with disabilities: recruitment,
job retention, qualification of workers with disabilities and subcontracting with the sheltered employment sector. It is detailed and sets precise and realistic objectives. It also proposes the allocation of a
budget to serve these objectives, which is higher than the contribution that the company would have
had to pay to Agefiph without this agreement.
Once the agreement has been negotiated internally, it is presented to DIRECCTE, which approves it
after consultation with the negotiators. For the entire duration of the agreement, Agefiph will not receive
any allocation from the company and will not be able to intervene in its internal policy.
In the event of non-compliance with the objectives at the end of the agreements and before any renewal,
the company will be required to pay a fine to Agefiph.
This agreement thus encourages companies to develop their own “disability strategy” and to
provide the impetus that will enable them to meet the quotas in the future. It is also a way for the
company to invest in its social development rather than pay a contribution.

(17)

Regional Directorates for Enterprise, Competition, Consumer Affairs, Labor and Employment.

Methodology
of the study
An online questionnaire was developed by OFI AM’s Socially Responsible Investment team.
Around twenty questions were distributed among different themes relating to the integration of disability
issues both within the company and in products and services:
• Policy and commitments
• Internal actions
• Employees with disabilities
• Supply chain
• Products and services
All questions were «multiple choice» and «mandatory» except for the quantitative questions on the
composition of the workforce with disabilities. Some questions were accompanied by examples to assist
respondents. All questions also included a free text field to enable companies to express themselves.
For this survey, we approached the 600 largest European listed companies (Stoxx 600 universe), in
order to cover all major sectors and to focus on the European continent, where disability policies are more
comparable than on a worldwide basis.
The survey took place over seven weeks starting in September 2019. The response rate was 12% (72
respondents), with many substantial comments for each question: more than 50% of responses included a
comment, showing the interest that the process generated
These comments enabled us to better understand the responses and to inform our analyses.
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Number of respondents per sector (nomenclature ICB 2)
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16

3

32%

COUNTRIES
REPRESENTED

COUNTRIES ACCOUNT
FOR 60% OF RESPONSES

OF RESPONDENTS
PAY A FINE

Source: OFI AM

Source: OFI AM

Source: OFI AM

16 countries were represented. Three countries account for more than half of the responses: France (28%),
Germany (17%) and the United Kingdom (15%).
Most of the companies that responded to our survey claim to be subject to legislation imposing employment
quotas for employees with disabilities (European countries often rely on regulatory constraints to encourage
integration).
Thirty-two per cent of respondent companies pay a contribution or a fine (to Agefiph in France, for example)
because they do not employ the required number of people with disabilities. A third of these companies
provided us with an exact amount, which is between €7,000 and €650,000 (the amounts provided often
correspond only to a partial contribution, however, as these donations are rarely aggregated at group level).

Study findings
and lessons learned
1 - POLICIES AND COMMITMENTS
Formalization of commitments
Nearly three-quarters of companies deal with disability issues through their ethics policy (e.g. through
the ethics charter) or their non-discrimination policy. 19% have put in place a dedicated policy. Only
9% have not made any commitment to date on the subject.

Has the company formalized any commitments regarding disability?

3%
No, but plans are in place to do so

19%

YES, through a dedicated disability policy
(e.g. disability charter)

6%
NO

49%

YES, through the general policy on
ethics (e.g. Code of Business Ethics)

24%

YES, through the dedicated policy on
the issues of diversity and non-discrimination

Source: OFI AM

When a dedicated policy is put in place (e.g. specific training or career paths, adaptation of jobs, adjustment
of working hours, working from home, actions to maintain the employment of people affected by a disability
during their career, etc.), it is often implemented at a regional level (in a country subsidiary of the group, for
example) and is regularly supported by the signature of a partnership with a local organization.
For 82% of the companies involved, it is the Human Resources Department (HRD) that ensures compliance with commitments in terms of disability. It is even the only department to do so in half of the cases.
General Management is also often cited as a supporter (nearly 40% of the companies involved).
Some companies appoint a person within the Human Resources department to be responsible for the policy
related to the integration of employees with disabilities.
Committees dedicated to diversity, including disability, have also been set up, as well as working groups
dedicated to disability, in order to consider ways of improving accessibility to workstations.
Nearly all companies that stated that they are committed to disability issues indicate that they communicate
their commitments externally, either fully (56%) or partially (38%).
These communications are most often found in the company’s annual report or sustainable development
report. Company websites are also an important vehicle for communication, particularly on partnerships
with charities or local authorities.
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For those that do not communicate on their commitments in this area, or only partially, the reasons can be
diverse:
• Policies are specific to regional areas and it is the responsibility of subsidiaries to communicate on their
actions.
• Agreements signed internally remain private, while only the company’s commitments to external
organizations are made public.
• The policy is sometimes too recent and the company prefers to consolidate it before sharing it publicly.
EXAMPLES OF GOOD PRACTICE
BNP PARIBAS, signatory of an agreement with DIRECCTE(18) in 2015
As part of the agreement, BNP Paribas has committed to a «Mission Handicap». This project, which
has ambitious quantified objectives, covers all forms of commitment to disability issues: hiring, training, adapting to new technologies, maintaining employment, adapting the commercial offer, etc.
Although it has not yet reached the French regulatory targets for the quota of employees with
disabilities (4.5% in France vs. 6.0%), BNP Paribas is a good example of a successful agreement, with an
increase in the number of employees with disabilities and the implementation of various projects.
A steering group dedicated to product accessibility at PEARSON PLC
Pearson PLC has formed a Global Accessibility Steering Group, bringing together experts from across
the company to work towards improving the accessibility of their digital products.

Disability: risk factor or opportunity for the company?
Only 51% of respondent companies believe that disability issues represent an opportunity or a risk.

Have disability issues been identified as a risk or an opportunity for the company?

18%

The company has not conducted an analysis
of its CSR risks or a materiality analysis

51%
YES

31%

NO

Source: OFI AM

31% identified neither risks nor opportunities, while the remaining 18% indicated that they had not conducted
a Corporate Social Responsibility (CSR) risk analysis or materiality analysis.
The most frequently cited risk is the attraction and talent retention, which is also seen by companies as an
opportunity. The financial risk related to fines or forced contributions (contributions to Agefiph in France, for
example) is also mentioned, as well as the attention paid to health and safety.
Companies considering disability issues as an opportunity often approach them as a facet of diversity in
the organization in the same way as «gender equality» or the inclusion of different social backgrounds, for
example.
Only companies in the telecommunications sector cited disability as a real market opportunity, as the
development of digital technologies offers solutions for people with disabilities. Accordingly, they see
disability as a market to be addressed.
(18)

Regional Directorates for Enterprise, Competition, Consumer Affairs, Labor and Employment.

Participation in collective initiatives
Three-quarters of the companies surveyed said they had signed partnerships and/or participated in
collective initiatives in favor of disability.

Is the company involved in a disability initiative or has it formed a partnership in this area?

18%

NO

76%
YES

6%

No, but plans are in place to do so

Source: OFI AM

These initiatives vary according to different parameters:
• The area of commitment: 85% of the actions carried out by companies already «active» (having answered
«YES» to the above question) concern access to vocational training during studies or access to work.
European legislation places particular emphasis on these issues. Other issues are nevertheless addressed,
notably the improvement of material living conditions and access to sport.
• The type of organization supported and the geographical scope: all companies that indicated that
they participate in collective initiatives or have formed partnerships state that they are involved in at
least one undertaking at the local level. Partnerships or direct impact actions with local structures are
thus favored, mainly with regional or even national associations (e.g. charities or establishments for
integration through employment such as ESAT* in France, training associations and sports clubs for
people with disabilities). Partnerships were also cited with NGOs, government organizations and impact
companies. Half of these companies also belong to working groups or forums on improving practices
at national level, such as the Business Disability Forum in the UK or AFP France Handicap in France, both
of which help to facilitate the relationship between employees with disabilities and companies. On the
other hand, very few respondent companies mention involvement in international working groups.

EXAMPLE OF GOOD PRACTICE
VALEO, a partner company in innovation at the service of people with disabilities
VALEO is a partner of the «Handi Tech Trophee» competition rewarding social entrepreneurs who
develop projects, products and services promoting the social inclusion of people with disabilities, such
as STREETCO, the first pedestrian GPS adapted to the movements of people with reduced mobility,
winner in 2018.

* ESAT (Etablissements et Services d’Aide par le Travail): establishments and services for assistance through work (see Lexicon for the full definition).
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Knowledge of recommendations for accommodating employees
with disabilities
Only half of the respondent companies know of standards/recommendations for accommodating
employees with disabilities in the workplace, which highlights a still significant lack of awareness on
the subject.
Do you know of any standards/recommendations
for accommodating employees with disabilities in companies?

49%

NO

51%
YES

Source: OFI AM

Most of the legislation cited is included in national laws (e.g. the Disability Confident Scheme (United Kingdom), das Sozialgesetzgebuch (Germany) or the French law for equal rights and opportunities, participation
and citizenship of persons with disabilities* of February 11, 2005).
Respondents also refer to international texts (the United Nations Convention on the Rights of Persons
with Disabilities, the United Nations Sustainable Development Goals, the conventions of the International
Labor Organization).
A quarter also refer to labels or certifications such as the Disability-Friendly Company («Entreprise Handiaccueillante» in French) label (a measure included in the French Pacte Law) or the Diversity label in France,
or the Equality Diversity label in Belgium. However, to date, there is no label at a European level and few
national public labels auditing the capacity of companies to accommodate people with disabilities.

* In French: loi pour l’égalité des droits et des chances, la participation et la citoyenneté des personnes en situation de handicap.

2 - INTERNAL ACTION TAKEN
Action plans
72% of respondents have set up an action plan that is at least partial.
Does the company have a disability action plan or program in place?

11%
NO

17%

40%

No, but plans are in place to do so

YES, but partially

32%

YES, with specific goals
allocation of resources,
of responsibilities, etc.
Source: OFI AM

32% say they have set up an action plan for disability, with specific goals and the allocation of resources
and responsibilities, while 40% explain that they have partially implemented an action plan (e.g. general or
incomplete goals, goals without dedicated resources for achieving them, specific actions, etc.). However, on
reading the comments, very few of the companies among this 32% mentioned specific goals. The difference
between the two positive responses should therefore be considered with caution.
The company’s goals are often formulated within the framework of a disability mission or an action plan
dedicated to diversity, supervised by human resources or delegates within teams.
Some companies set targets for recruitment, the percentage of employees with disabilities, or sometimes
for adapting products. However, it should be noted that companies that gave an example of a quantified
objective represent less than 5% of respondent companies. This may be explained by the fact that only
one third of the companies that have developed a real action plan state that they communicate all of their
commitments externally; the others publish the results obtained but not their objectives.
The company’s nationality does not seem to have any influence on its ability to set goals.
Implementation of an action plan in favor of disability, for more than one out of two companies,
goes hand in hand with a collective agreement. In fact, 53% of participants indicate that they have
concluded “an approved collective agreement(19) in favor of the professional integration and continued
employment of people with disabilities”, but only 18% of them have done so across the whole group. The
geographical bias is nevertheless quite obvious: 80% of French companies responding and 72% of German
companies have signed agreements. Legislation influences these choices: for example, France’s Disability
Law proposes to offset the statutory rate for direct employment with an agreement reached that sets
employment and inclusion targets over two or three years.
Among the examples of actions carried out, the most recurrent are training actions in partnership with
associations or institutional employment aid centers, actions on discrimination in recruitment or on the
adaptation of working conditions.

(19)

In France, approval procedure by the DIRECCTE
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In addition, 68% of respondent companies identified external mechanisms or players that could support
them in their approach to disability:
• National forums or collaborative forums such as the Business Disability Forum in the United Kingdom or
Agefiph in France.
• Recruitment agencies specializing in supporting employees with disabilities.
• Local charities for specific projects or territorial development.

EXAMPLE OF GOOD PRACTICE
La SOCIÉTÉ GÉNÉRALE, a bank committed to the issue of disability in the world
of employment
The company has signed a three-year approved agreement that allocates 13 million euros to disability
issues, sets quantified goals and makes moral commitments. More than 650 positions are adapted each
year within the group, and collaboration with ESAT represents 6.6 million euros. Beyond the figures as
such, their monitoring is evidence of the attention paid to the issue.

The translation of commitments and action plans: concrete actions
After having questioned companies on their levels of commitment, in particular on the implementation of
action plans and/or collective agreements, we looked at the levers used by companies in their integration
policy:
• Training and awareness-raising
• Recruitment actions
• Actions to maintain employment
• Social Innovations

TRAINING AND AWARENESS
69% of companies report that they carry out training or awareness-raising activities. This is the first
approach used by companies to address the issue of disability.

Have training or awareness-raising sessions on disability issues
been conducted at the company?

21%
NO

10%
NO, but plans are in place to do so

29%

YES, but only for a targeted group of employees
(sales team, HR, etc.)

Source: OFI AM

40%

YES, for most employees

However, this is still far from being systematic since, apart from the 10% where training is only in the
planning stages, 21% of companies claim not to have a training program focused on these issues. Among the
companies that answered “no” or “no, but there are plans in place to do so”, nearly half of them nevertheless
claim to have set up an action plan or program on disability, albeit a “partial” one.
The training or awareness-raising initiatives described are very diverse, both in terms of coverage (only
40% of companies report training or awareness-raising for a majority of employees) and frequency (annual
or one-off).
The provision of open-access on-line training is common, as is the presentation to managers of equipment
adapted to people with disabilities so that they are aware of the employment possibilities for these
employees in their activities.
In terms of awareness-raising, the actions mentioned include, for example, the implementation of
communication campaigns on disability issues on the Intranet site, the organization of a “disability month”
with a number events related to the theme, and partnerships enabling employees to form mixed teams of
people with disabilities and “able-bodied” people. More than 40% of companies also organize conferences
or events to mark the World Day of People with Disabilities or the European Week for the Employment
of People with Disabilities. When it is not implemented across the company, training is mainly intended
for human resources departments, managers and sometimes employees in contact with workers with
disabilities on the basis of voluntary requests. It should also be noted that disability issues are also
sometimes included in health and safety training.

EXAMPLE OF GOOD PRACTICE
TELECOM ITALIA, a network of inclusion and some disability awareness highlights
Telecom Italia has launched a community («TIM4inclusion» community) of more than 400 members,
dedicated to the inclusion of all categories of people and the elimination of all types of barriers. During
the «TIM Equity & Inclusion» week, workshops on inclusion in general and disability management are
organized, together with an awareness campaign on social networks.

ACTIONS IN THE AREA OF RECRUITMENT AND INTEGRATION
Recruitment is one of the key issues in the field of disability. Nearly three-quarters of the companies
that responded said that they take steps to promote the hiring of employees with disabilities, 42% of
them systematically.

Have actions to promote the hiring of people with disabilities
been put in place?

18%
NO

42%

8%

YES, systematically

No, but plans are in place to do so

32%

YES, occasionally

Source: OFI AM
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It should be noted that French companies are particularly well represented since 80% of the affirmative
responses were French.
Recruitment actions take a variety of forms:
• Training of recruiters on hiring people with disabilities.
• Inclusion in job offers announcement of statement on the suitability of the job for workers with disabilities.
• Review of recruitment policy and practices by a specialized consulting firm to ensure a “disability-friendly”
process.
• Provision of tools in the recruitment process (e.g. Information in Braille, talking software or sign language
interpreters).
• Adaptation of positions and/or supported employment(20).
• Constitution of databases of resumés that the company consults when necessary (remember that under
the GDPR(21) individuals must give prior consent for the retention of personal data and such data may not
be stored for more than two years).
• Collaboration with charities or institutions that help people with disabilities to integrate into the professional
world and that lend their skills to assist with this process.
• Notification of job offers to charities or publication on platforms dedicated to people with disabilities such
as Myplus consulting(22).
• Participation in recruitment fairs dedicated to people with disabilities.
• Development of training initiatives for trainees with disabilities to promote apprenticeships and qualifications (and create employment opportunities).
• Internal communication (e.g. brochures, Intranet, etc.) on the rights and opportunities of people with
disabilities in the company.
Employability is built up from the very beginning of study or training courses leading to a diploma, and
therefore in particular through internships, apprenticeships or work-study programs. However, only half of
the companies that stated that they favor the hiring of people with disabilities have actually set up a system
to promote the recruitment of trainees, apprentices or work-study students with disabilities.
More generally, only 43% of the participating companies take steps to promote the integration of
interns, apprentices or work-study students with disabilities. However, nearly 20% are planning to do so,
which is encouraging.
It should be noted that, among the 43% mentioned, some companies have implemented recruitment
initiatives, including interns, apprentices or work-study students, but without these initiatives being
specifically directed at these groups.
On the other hand, some companies stated clearly that they have introduced targeted actions, such as
internships with associations for the integration of young people with disabilities, offers of “discovery”
internships lasting a few days dedicated to students with disabilities, adapted apprenticeship programs, or
partnerships with charities (e.g. the Tremplin(23) a French charity or the Change 100 program of the Leonard
Cheshire Disability charity(24) , which aims to put trainees and employers in touch with each other).

(20)
Supported employment is a support scheme for people with disabilities to enable them to obtain and keep paid employment in the labor market. The support is
provided by a supported employment counselor. Access to the scheme is by decision of the Committee on the Rights and Autonomy of Persons with Disabilities (CDAPH).
(21)
The European General Data Protection Regulation (GDPR) is a European Directive which obliges all companies and administrations to comply with rules of transparency,
security and respect for persons concerning the processing and storage of personal data.
(22)
My Plus Student Club
(23)
Association Tremplin
(24)
Leonard Cheshire

EXAMPLES OF GOOD PRACTICE
ATOS, a proactive company in the recruitment of employees with disabilities
Committed for 10 years to the employment and integration of people with disabilities, Atos Group
has developed an inclusive recruitment policy throughout its entire process. Training for recruitment
teams is organized to raise awareness of disability and the specificities of welcoming people with
disabilities during interviews. Atos job offers are also marked «open to people with disabilities».
Specific accommodations can also be made during interviews (e.g. sign language interpreter) and the
workstation is fitted out according to the needs of the person by the disability team.
AUTO TRADER GROUP is involved in the integration of students with disabilities
For the past three years, Auto Trader Group has been actively involved in the «Change 100 Programme»,
organized by the British association Leonard Cheshire, by offering paid internships to students with
disabilities. This initiative was launched on the basis of the need to encourage the integration of
students with disabilities into the job market as soon as they leave university.
JERÓNIMO MARTINS SGPS SA, the partnership with « PROJECT SEARCH »(25)
Jerónimo Martins has partnered with Project Search, a transition-to-work program for young adults
with special educational needs. This program was developed in partnership with Cooperativa Focus,
an autism-focused charity, with the aim of facilitating learning in a real work context and then integration into working life. The group explains that the program was rolled out in its store in Braga Recheio
(Portugal) and resulted in the recruitment of 10 trainees with cognitive impairments for 10 months, 7 of
whom were permanently hired.

ACTIONS IN FAVOR OF JOB RETENTION
More than three-quarters of respondent companies (78%) say they are taking action to help people
with disabilities remain in employment.
Are actions being taken to keep employees with disabilities in employment,
promote their day-to-day work and manage their career development?

1%
N/A, no employees with disabilities

10%

78%

NO

YES

11%
No, but plans are in place to do so

Source: OFI AM

(25)

Jeronimo Martins, In search for purpose, 2019
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Accordingly, this is the area of action most covered by companies internally.
The most frequent schemes are: coaching sessions, career planning support, adaptation of working hours
and working time, provision of suitable tools or even working from home.
In some companies, it is the employees or representatives of employees with disabilities who are involved in
setting up and updating these measures; in other cases, it is the human resources department.
On the other hand, less than 15% of companies report that they have career development schemes.

SOCIAL INNOVATIONS
Only 18% of respondent companies report experiments in social innovation focused on disability.
15% of the companies also indicate that they are carrying out social innovations but not exclusively
related to disability.

Have you ever experimented with disability-related social innovation?

15%
YES, but not exclusively related to disability

67%
NO

18%
YES, related to disability

Source: OFI AM

The question was intentionally specific. It was intended to highlight advanced and innovative practices.
The initiatives described by respondent companies show good and innovative practices, e.g.:
• Creation of employment forums dedicated to people with disabilities
• Joint ventures, co-contracting or intrapreneurship to develop structures specializing in the employment of
people with disabilities

EXAMPLE OF GOOD PRACTICE
LVMH: an innovative company in terms of integration of people with disabilities
LVMH has developed a trade fair around disability by joining forces with partners to generate more
impact The Group has also set up its own training program for its businesses to offset the lack of skilled
labor.
In 2012, LVMH created the «Disability, Employment and Responsible Purchasing Fair» and organized
the implementation thereof with its partners: Les Echos, Société Générale and Ernst & Young. At the
initiative of LVMH and the Les Echos event division, the fair held its fourth edition in May 2019 and
welcomed nearly 4,500 visitors. More than 150 ESATs (sheltered employment organizations) and EAs
(adapted companies) were present, representing all sectors of activity. In order to raise awareness and
train those present, a program of more than 70 conferences and training workshops was offered.
In 2014, LVMH launched the EXCELLhanCE program (in partnership with Agefiph, Pôle emploi - the
French public employment agency - and Opcalia) which enables people with disabilities to obtain a
diploma and significant experience in the Group’s companies.
The program is based on work-study programs lasting 12 to 24 months in three areas: sales, logistics
and human resources management. Berluti, Fred, Givenchy, Guerlain, Le Bon Marché, Louis Vuitton
and Sephora are all involved in this program. Candidates are selected according to the «Handi-Talents»
process, based on professional scenarios that objectively identify the aptitudes and skills of each
candidate.
In 2018, LVMH launched the third Class of EXCELLhanCE with Agefiph. In partnership with 7 LVMH
companies, this Class has enabled 12 people with disabilities to join a company under a professional
training contract.

To summarize this “concrete actions” section, the survey showed that many companies were taking action
at different levels (recruitment, job retention, etc.) and on different scales (group, subsidiaries, etc.). These
initiatives are not always part of a well-established global policy. Indeed, as mentioned above, while 72% of
companies report having set up an action plan dedicated to disability, only one-third of them have done
so in a comprehensive and structured manner. However, three-quarters say they have taken action in terms
of recruitment. This is also the case for job retention actions. This means that companies are not waiting to
structure a comprehensive action plan to implement actions locally or to address specific issues.
Moreover, companies are rather discreet with regard to their external communication on their actions
concerning disability issues. Only 17% of companies report publishing their initiatives “in full”, while
51% claim to publish some of them. For many companies, actions focused on internal issues, such as
employment support, are only the subject of internal or even local communication at the subsidiary level, since diversity issues are usually managed locally. On the other hand, more outward-looking actions
(e.g. recruitment or partnerships) are often published in CSR reports.
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3 - EMPLOYEES WITH DISABILITIES
Availability of data according to the questions asked
(as % of numerical responses given / number of respondents)

63%
43%
24%

44%

21%

Q1.

Q2.

Q3.

Q4.

Q5.

Percentage of
employees with
disabilities out of
total headcount

Percentage of
employees with
disabilities among
managers
(or employees
in management
positions)

Percentage of
part-time
employees among
employees with
disabilities

Percentage
of part-time
employees out
of total headcount

Scope of reporting
of data
communicated
as a percentage of
consolidated
scope (Q4)

Source: OFI AM

Quantitative analysis of the workforce with disabilities is hampered by the difficulty of data availability
and quality.
Barely two-thirds of the companies provided information on the percentage of their workforce with
disabilities while only eight companies (11%) were able to provide information on each of these five
quantitative questions, often with incomplete data.
Indeed, only 53% of the companies specified the scope of reporting of the data provided on disability,
only 33% provided data on at least half of the Group’s consolidated scope and only 21% provided data on
their full consolidated scope. Furthermore, 21% of the companies that communicated quantitative data did
not communicate any scope (i.e. 8 companies), which does not allow us to calculate the average perimeter
on the panel.
This lack of consolidation can be explained by different legislation in different countries, both in terms
of how disability is perceived and in terms of the obligation to publish information on the subject. The
European directive on non-financial reporting does not directly require the publication of data on employees
with disabilities (see box below).
As a result, data are frequently collected only at the level of a geographical area or country, often at the level
of the head office. Some companies also consider this data to be “sensitive”, “personal” or even “prohibited”
and do not wish to disclose them.

ZOOM - THE NON-FINANCIAL PERFORMANCE DISCLOSURE STATEMENT (NFPS)
Directive 2014/95/EU of the European Parliament and of the Council of October 22, 2014 on the
disclosure of non-financial and diversity information, known as the «Non-Financial Performance
Disclosure Statement» (NFPS), applies to large companies in the European Union. It requires companies
to identify and describe their key CSR risks and to communicate their policies, due diligence procedures
to mitigate those risks and the results of those policies with key performance indicators.
European Union countries have therefore had to transpose this Directive into national law. While
diversity is included in the title of the Directive itself, there is no systematic reporting obligation on
disability issues. The French case is an illustration of this.
The Directive was transposed into French law by Order no. 2017-1180 of July 19, 2017 and its implementing decree no. 2017-1265 of August 9, 2017(26). The law stipulates that the declaration must include, in
particular, information relating to «actions aimed at combating discrimination and promoting diversity»
(Title III of Article 1 of the Order). This information must therefore appear a priori irrespective of the risks
identified by the company.
On the other hand, «measures taken to promote the employment and integration of persons with
disabilities» (Title II of Article 2 of the implementing decree) are only required to be communicated
«when they are relevant to the main risks or policies mentioned».
Thus, there is no systematic obligation to publish information relating to disability; the obligation to
communicate on these subjects with performance indicators only exists when the company has
previously identified it as a risk.
European policies requiring the publication of information on the employment of people with disabilities
are not harmonized(27).
It should be noted that major French companies had nevertheless made a habit of publishing
information on disability, since Article 225 of the Grenelle II Act, which the NFPS has replaced, required
the publication of information on «measures taken in favor of the employment and integration of
persons with disabilities».

Percentage of respondent companies

Employment of employees with disabilities

2.8%
Median

24%
7%

[0% - 0,5%[

11%

[0,5% - 1%[

20%
9%

[1% - 2%[

[2% - 3%[

13%
7%

[3% - 4%[

[4% - 5%[

[5% - 6%[

9%

> 6%

Employees with disabilities as a percentage of total workforce

Source: OFI AM
Law applicable to fiscal years beginning on or after September 1, 2017 for listed companies with more than 20 million euros in total assets or 40 million euros in revenue
and more than 500 employees and for unlisted companies with more than 100 million euros in total assets or 100 million euros in revenue and more than 500 employees.
(27)
EUR-Lex, Directive 2014/95/UE of the European Parliament and of Council of October 22, 2014 amending Directive 2013/34/UE, 2014
Legifrance, Order relating to the application of the NPPS, 2017
(26)
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In view of these difficulties in terms of quantitative data, this graph should be analyzed with caution since
the data are presented on incomplete scopes. Sixty percent of the responses are at the French or German
level only, countries where companies have been publishing data on this issue for many years. In France,
companies were prompted by Article 225 of the Grenelle II Act (2012) on CSR reporting, prior to the
transposition of the European Directive on non-financial reporting (see box below). In Germany, data
have been produced by companies since the adoption of the «CSR in Germany» Action Plan in 2010, also
before the transposition of the EU Directive in 2017.
Among the 45 responses collected, two-thirds of companies, on different scopes, have percentages of
employees with disabilities of between 1% and 5%, with a median of 2.8%. The largest contingent, a
quarter, is in the 1% to 2% range.
The 6% threshold, imposed by French law, is only reached by 9% of the companies that provided data.
Conversely, this figure is below 1% at 18% of respondents.
As regards the percentage of employees with disabilities among executives or management, the sample
is very small (17 responses) and no definitive conclusion can be drawn. However, the data provided
reflect particularly low rates: the median is 0.5%. This could mean, when compared to the median of
employees with disabilities among the overall workforce (2.8%), that people with disabilities are underrepresented in management.
Similarly, as regards the percentage of part-time employees with disabilities, the sample is very small
(15 responses) and no definitive conclusion can be drawn. Part-time is slightly more represented among
persons with disabilities (median 8.5%) than among all employees (median 7.05%). In this small sample, the
difference is small (1.45 pt), so no inferences can be drawn.

EXAMPLE OF GOOD PRACTICE
ATOS, a company aware of the importance of training for workers with disabilities
It is not just a question of meeting quotas, but also of ensuring permanent jobs for employees with
disabilities by making the most of their skills. In 2017, Atos therefore joined forces with 7 digital
companies in Nantes to launch OD@CE, a scheme aimed at people with disabilities interested in the
digital world to train as «IT designers and developers».
This is a 24-month work-study course under a professional training contract that will enable the trainee
to join the project team of one of the seven partner companies and to validate a diploma equivalent to
four years of higher education.
In 2017, this scheme won an award at the «Trophées de l’insertion» organized by Medef 44 in partnership
with Agefiph.

4 - SUPPLY CHAIN
Does the company use subcontractors, suppliers or service providers employing
a majority of people with disabilities?

36%

24%

YES, regularly

NO

8%

32%

YES, occasionally

No, but plans are in place to do so
Source: OFI AM

Fifty-six per cent of the companies surveyed obtain their supplies at least occasionally from service providers
employing a majority of people with disabilities. This figure is encouraging.
However, national policies provide incentives, for example, by allowing companies that subcontract to the
sheltered and adapted sector (e.g. ESAT in France) reductions in quotas or financial contributions.

Is disability one of the issues, if applicable, covered by the responsible purchasing policy,
i.e. as a selection criterion?

6%
N/A (no responsible purchasing policy)

31%

14%

YES, disability is specifically addressed

NO

10%
No, but plans are in place to do so.

40%

YES, but generally under the heading of diversity
and anti-discrimination

Source: OFI AM

54% of respondents indicate that they integrate disability into their responsible purchasing policy. However,
disability is specifically addressed in the responsible purchasing policy as a supplier selection criterion by only
14% of respondents (and by almost a quarter of companies that purchase at least occasionally from suppliers
employing a majority of people with disabilities). The remaining respondents (40%) which also state that they
address disability in their sustainable procurement policies do so as part of their diversity process, and not
specifically. Nevertheless, some companies also use suppliers that employ a majority of employees with disabilities without including these issues in their purchasing policies. Companies that responded that they use suppliers
employing a majority of people with disabilities were asked to disclose the volume of purchases in euros or the
percentage of total purchases that this represented. Only 12 companies out of 40 (i.e. 30%) were able to provide
figures, none of them specifying the percentage of purchases covered. For the most part, these data are not
collected at group level.
EXAMPLE OF GOOD PRACTICE
The KERING Group Supplier Charter(28)
Kering’s Code of Ethics details the Group’s requirements in terms of diversity and the fight against
discrimination with regard to its suppliers, contained in the Supplier Charter. It is a mandatory part of all
supplier contracts, irrespective of their nationality: among other things, all forms of discrimination associated
with disability are prohibited and working conditions conducive to diversity are encouraged.
(28)

Kering, Code of Ethic, 2019
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5 - PRODUCTS

AND SERVICES:
ADDRESSING PEOPLE WITH DISABILITIES
IN THE OFFER OF PRODUCTS AND SERVICES
44% of companies consider that people with disabilities represent market opportunities. However,
39% of companies have never asked themselves this question and are therefore not in a position to answer.

Do people with disabilities represent a market opportunity for your company?

17%
NO

44%
YES

39%
The issue has never arisen, but possibly

Source: OFI AM

EXAMPLE OF GOOD PRACTICE
PEARSON PLC, systematic integration of accessibility standards
In their Global Product business, all new platform development includes rigorous testing against WCAG
(Web Content Accessibility Guidelines) 2.0 AA standards on the accessibility of web content for people
with disabilities. New content is approved by independent third parties and will not be incorporated into
products unless it complies with these standards. The accessibility criterion is also verified before signing
or renewing any contract with partners or third-party tool providers.

Similarly, nearly half of the respondents (47%) adapt at least one of their product lines to people with
disabilities.

Does the company adapt its products and services to people with disabilities?

42%
NO

11%
No, but plans are in place to do so

Source: OFI AM

11%

YES, systematically

36%

YES, for a dedicated service/product line

11% of companies even claim to systematically adapt their products: most of them are suppliers of health
equipment but also electricity suppliers.
The sectors of activity most represented among the companies that take disabilities into account in their product
and service offers are health players, electricity suppliers, goods and services companies, telecommunications
companies and finance and insurance companies. Many companies have specified that they develop specific
products in collaboration with charities. The aging of the population is sometimes a catalyst. Indeed, financial
companies report good practices, particularly on the part of insurers, which take particular account of the aging
of the population and associated risks. Software and Internet service designers, who have a role as facilitators
in everyday life (administrative procedures, access to on-line services, etc.) are also seeking to adapt the use
of their products to frequent forms of disability, particularly those also linked to aging (deafness, blindness).
Companies for which people with disabilities do not represent a market opportunity or for which the issue has
never arisen are more likely to belong to sectors operating in “B to B”, without commercial contact with the general
public and individual consumers.

EXAMPLES OF GOOD PRACTICE
The MERCEDES BENZ EX-FACTORY DRIVING AIDS(29), developed by Daimler
The company has developed modules adaptable to Mercedes cars for people with physical disabilities,
which can be customized when the car is ordered from the factory, at a fixed price.
These modules include pedal adaptation, a manual control unit or adapted seats.
At ENGIE, customer service adapted to hearing impaired people
The Engie group, which renewed its Diversity label in 2017 and made disability one of its human
resources management priorities, has also adapted its customer service to people with disabilities. In
particular, the group offers these people the possibility of contacting an adviser who is fluent in French
sign language (LSF) via a videoconference system. These specialist advisers, who work for an adapted company, are themselves deaf and hearing impaired. They are trained in non-oral communication
and ENGIE’s customer service by Deafi, a company specializing in customer relations for the deaf
and hearing impaired.

Market opportunity vs. product adaptation
Does the company adapt its products and services
to people with disabilities?

25%

25%

YES, systematically
YES, for a dedicated service/product line
NO, but plans are in place to do so
NO

10%

6% 7%

7%

6%
0%

YES (44%)

1%
NO (17%)

4%

6%

4%

The issue has never arisen, but possibly (39%)

Do people with disabilities represent a market opportunity for your company?
Source: OFI AM

Companies for which people with disabilities represent a business opportunity are also, unsurprisingly,
those that adapt their products and services the most. However, 13% of companies are aware of the market
opportunity but do not adapt their products even though some plan to do so (6%).

(29)

Mercedes-Benz Driving Aids
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Conclusion
AN ENCOURAGING LEVEL OF PARTICIPATION
The number of respondents (72) from a panel of 600 companies (Stoxx 600) is
both encouraging and evidence of the issues raised.
«Encouraging» because the subject was specific, the questions required companies to
circulate information internally, the response period was limited (seven weeks) and the
geographical area was large (Europe). Not to mention the fact that companies are now
very frequently approached to respond to surveys.
«Evidence of the issues raised» because many companies did not respond to our
request. Beyond the need to devote time and resources to disability, some companies
remain cautious about communicating on this issue, because they consider it sensitive
(exposure to criticism) or because they have difficulty addressing it.
In any event, respondent companies lent themselves fully to the exercise, particularly with regard to the number and quality of the comments left to accompany the
responses.

THE MAIN LESSONS LEARNT IN TERMS OF MANAGING
DISABILITY ISSUES
The results of this study illustrate very uneven levels of maturity on the topics
addressed. Some players are ahead of the curve (e.g. LVMH, Telecom Italia, Société
Générale, Metro AG, Valéo, Auto Trader or Engie) compared to others. French companies also achieved particularly encouraging results among the most represented
countries, but there are of course some biases (longstanding legislation in France
in this area and over-representation of the country in the survey). On the other hand, it
is difficult to distinguish differences in practices between sectors of activity
The survey shows that companies often show a good level of maturity on disability
issues in their internal practices. They frequently integrate these issues into their
policies and commitments, often more generally with regard to discrimination or
diversity issues, and they regularly implement actions to address them, particularly
with regard to access to employment, job retention and awareness-raising. These
observations are encouraging even though there is, of course, still room for progress, particularly in adapting jobs and access to high levels of responsibility.
According to our survey, the use of suppliers with a majority of workers with disabilities
is also common practice.
Awareness is therefore real, whether on the part of companies or public authorities,
as shown by the signing of the Manifesto for the Inclusion of People with Disabilities, a text encouraged by the French government and signed by around one hundred
companies, including major French institutions and investors - including OFI AM - in
November 2019 (30).
(30)

Handicap gouv, All signatories, 2019

Handicap gouv, Manifesto for an inclusive state, 2019

On the other hand, the impact of the actions undertaken in companies is often
difficult to measure, due to the lack of available data on the number of employees
with disabilities worldwide (different legislative contexts in different countries, different perceptions of disability in different regions, etc.). Reporting and demonstration
of results therefore remain areas for improvement.
On the products and services side, the level of maturity also seems to be lower: less
than half of the companies consider people with disabilities as a market opportunity.
Too few companies seem to adapt their products and services to these groups.

MISSED OPPORTUNITIES
Opportunity losses, whether internal or external, are often overlooked. Internally,
companies are exposed to the loss of talent pools, a means to strengthen collaboration, etc. Externally, they are depriving themselves of market segments, although far
from uniform, of nearly one person in six worldwide, not counting the many caregivers.
In addition to the economic aspects, companies then fail to make a significant
societal impact.
The survey also reminded us that, in the perception of some companies, employing
people with disabilities involves incalculable financial costs, the benefits of which
they find difficult to assess. In such cases, they prefer to turn to collaboration with
charities or to call on suitable companies rather than take the risk of direct hiring. This
perception clearly shows that the various forms of disability, including those requiring
little or no adaptation of jobs, are not taken into account. There is therefore still a need
for information to be provided to companies and for cooperation between companies
or between companies and charities.
AND WHAT ARE THE PROSPECTS IN TERMS OF ESG ANALYSIS?
In terms of investment and ESG analysis, the performance of companies in managing
disability issues is difficult to assess because of the lack of data availability (outcome
indicators) and, as mentioned above, the lack of consolidated data. Under these
conditions, qualitative analyses are preferable, even if progress is difficult to assess, as
is comparison with other players.
On the basis of the survey questions and the data collected, we tested the correlation
between good management of disability issues and issuers’ ESG ratings. We did not
find any conclusive correlation. However, the analysis has several limitations: again, the
lack of consolidated performance indicators, as well as the size of the 72-participant
sample.
This study therefore highlights the importance of assessing or better assessing
these issues in ESG analysis (risks and opportunities). The proper management of
disability issues could, moreover, become a more discriminating factor in SRI, because
they have been underestimated to date, because they are highlighted by the aging
of the population, and because they are a differentiating factor reflecting a certain
maturity in CSR.
Investors therefore have a role to play, that of better taking this factor into account
in ESG analysis, but also of raising companies’ awareness of these issues through
dialog, challenging them and inviting them to provide performance indicators in
order to measure progress. This was also the objective of this study, an objective
that we wish to extend in our efforts at OFI AM. We will be attentive to the expected
evolutions.
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Lexicon
AFP FRANCE HANDICAP(31)
AFP France Handicap is a non-profit organization set up in 1993 which works for the rights of people with
disabilities and their caregivers. It brings together nearly 100,000 people from all walks of life (members,
users, employees, volunteers, local elected officials, etc.) and performs a wide range of actions:
• Raising awareness of disability issues among members of the public and decision-makers
• Supporting adults with disabilities
• Supporting people with disabilities who have low prospects of finding jobs
• Supporting children and adolescents with disabilities
• Proposing solutions for the employment of people with disabilities for companies
• Vocational training actions
• Specialized legal support for people with disabilities
• Organization of holidays, cultural and leisure activities

AGEFIPH
French non-profit organization created in 1987 when the first law on the employment of persons with
disabilities was published. Its mission is to encourage the integration of people with disabilities into the world
of work and to manage the development fund for the professional integration of workers with disabilities.
This fund is financed by contributions from private companies that do not comply with the quota, imposed
by the 1987 Act, of 6% of the total workforce to be made up of persons with disabilities.
From 2011, it was entrusted with new tasks:
• Examine requests made by companies for recognition of the cost of disability: aid for employers aimed
at offsetting the additional costs linked to an employee’s disability.
• Finance and implement qualifying and certifying vocational training courses for job seekers with disabilities.
• Pay the reclassification bonus to those leaving the vocational rehabilitation center.
Since 2013, it has also monitored the mandatory annual declaration by companies on the employment of
workers with disabilities (DOETH).

BUSINESS DISABILITY FORUM(32)
The Business Disability Forum (BDF) is a 20-year-old forum in the United Kingdom that aims to involve
workers with disabilities into business relationships. Comprising more than 350 companies, 40% of which
are multinationals, it sets up working groups, shares good practices and experience, provides management
training, networking sessions and lobbying activities.
Except in exceptional cases, entry is only possible from the age of 20, and working ability must not
exceed by one-third of that of an able-bodied person or require one or more medical, educational, social or
psychological supports.

(31)
(32)

APF France Handicap
Business Disability Forum

REGIONAL DIRECTORATES FOR ENTERPRISE, COMPETITION,
CONSUMER AFFAIRS, LABOR AND EMPLOYMENT(33)
DIRECCTEs (DIECCTEs in France’s overseas departments) are the sole regional contacts in France for
businesses and socio-economic players (company directors, employees, social partners, job seekers,
consumers). Set up in 2010, DIRECCTEs brings together administrative services from various backgrounds:
foreign trade, tourism, trade and crafts, economic intelligence, industry, labor and employment, competition
and consumption.
Their mission is to ensure compliance with the provisions of the Labor Code, respect for competition
and local economic development. They offer their support to the sectors and competitiveness clusters
and participate in the coordination of public employment service players (employment cluster, local missions
and job centers).

ADAPTED COMPANY

In France, an adapted company operates like a conventional company except that more than 55% its workforce are people with disabilities. It offers them an individualized support program that takes into account
their needs and abilities.

DISABILITY-FRIENDLY COMPAGNY (Entreprise Handi-accueillante in French)
This French name has existed for about ten years to refer to organizations that comply with the AFNOR
recommendations on the reception of people with disabilities. Within the framework of the PACTE law
(2019), a label must be created in order to reinforce the effectiveness of these recommendations.
It will be based on the AFNOR NF X 50 783 standard which proposes 62 recommendations to companies
to facilitate the integration and autonomy of people with disabilities and requirements to be met by any
organization wishing to be recognized as a “handi-acceuillant” organization.

ESTABLISHMENT AND SERVICE FOR ASSISTANCE THROUGH WORK
(ESAT in French, Etablissement et service d’aide par le travail)(34)
A structure in France that offers people with disabilities a professional activity and medico-social and
educational support. It takes in people whose working abilities do not enable them to work in a traditional
structure.

DIVERSITY LABEL (FRANCE)(35)
Created in 2008, the Diversity Label aims to prevent discrimination and promote diversity in the public
and private sectors. It enables HR processes to be checked and improved in order to prevent or correct
discrimination mechanisms. It is issued by AFNOR and includes disability in its recommendations.

EQUALITY AND DIVERSITY LABEL (BELGIUM)(36)
Created in 2006, it is based on Belgian legislation on diversity and equal opportunities and proposes the
implementation of an ambitious diversity policy, the inclusion of employees in the process of defining and
implementing the policy and the long-term adjustment of the policy to the company’s situation.
Ministry of Employment
Public service, Handicap: travail en établissement et service d’aide par le travail (Ésat), 2020
(35)
AFNOR CERTIFICATION, Diversity Label, 2020
(36)
Emploi Belgique, Le travail, c’est l’affaire de toutes les générations, 2019
(33)

(34)
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CONTACT: Raphaël DELÉARDE, Senior SRI Officer • +33 (0)1 40 68 18 24 • rdelearde@ofi-am.fr

This document presents the work carried out by the analysis team of OFI Asset Management’s SRI Unit.
The challenges of Sustainable Development constitute the «raw
material» of SRI. Defined in reference texts, most often international
treaties or declarations such as the principles of the UN Global Compact, the standards of the International Labor Organization, etc.,
these issues have a direct impact on all stakeholders in society and
give rise to risks the consequences of which are highly «material»
for economic players.
Not all sectors of activity face the same challenges; some are even
very specific. Their intensity also varies according to the geographical
location of companies. These issues are likely to change over time,
as a result of the growing awareness of the scarcity of resources or

pressure from civil society and organizations. Faced with these challenges, players are positioning themselves by providing responses
to the various forms of risk that are emerging but whose impact is
significant.
The study of risk management by companies as well as their
ability to seize the opportunities offered is the basis of our analysis
methodology.
The aim of this publication is to shed light on an ESG issue and the
sectors most directly concerned, highlighting companies’ responses,
positioning and practices.

This information document is intended exclusively for non-professional clients within the
meaning of the MiFID directive. It may not be used for any other purpose than that for which it
has been designed and may not be reproduced, distributed or communicated to third parties in
part or in full without the prior written authorisation of OFI Asset Management. No information
contained in this document may be interpreted as having any contractual value. This document is
produced purely for illustrative purposes. It constitutes a presentation prepared and produced
by OFI Asset Management based on sources that it considers reliable. The outlook mentioned is
subject to change and does not constitute a commitment or a guarantee. OFI Asset Management
reserves the right to modify the information presented in this document at any time and without

notice. OFI Asset Management may not be held liable for any decision made or not made based
on information contained in this document, or the use that may be made thereof by a third party.
Links to websites managed by third parties present in this document are provided for information
purposes only. OFI Asset Management provides no guarantee with regard to the content, quality
or exhaustiveness of such websites and consequently may not be held liable for them. The
presence of a link to the website of a third party does not signify that OFI Asset Management
has entered into collaboration agreements with that third party or that OFI Asset Management
has approved the information published on such websites.
Document completed on 20/04/20. Photos: Shutterstock.com / OFI AM
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