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Introduction

In this report, CRES gathered insights from six (6) young individuals with Autism Spectrum Disorder (ASD)
and eight (8) employers, most of whom had prior exposure to the topic of ASD and experience working with
or hiring individuals on the spectrum. The majority of interviews with the young individuals were conducted
with members of Be&Able, a social cooperative based in Rome that aims to meet the needs of children and
young people with Autism Spectrum Disorder and related intellectual-cognitive disabilities. The employers
interviewed represented a range of sectors, with most working for special cooperatives and non-profit
organizations dedicated to creating employment opportunities for young people with intellectual disabilities
and promoting social inclusion.

Desk research main findings: inclusive strategies related to YIWASD and
employability

In Italy, services supporting the employment of young people with disabilities range from government
initiatives to non-governmental organizations promoting workplace inclusion. The Disability Job Placement
Service (SILD) in the Lazio region, for example, helps assess and match individuals with disabilities to
suitable job positions, managing lists as required by Law 68/99. Additionally, organizations like Orso, a social
cooperative in Piedmont, and Specialisterne, an international enterprise focused on employing individuals
with Autism Spectrum Disorder (ASD), offer targeted services such as job search assistance, CV reviews,
Coaching & Mentoring and specialized training for neurodivergent individuals. Specialisterne, in particular,
places people with ASD into IT and administrative roles, working to raise corporate awareness and promote
a more inclusive workforce.

Despite these efforts, Italy still faces significant challenges in the employability of individuals with
disabilities. Only 32.2% of people with severe limitations are employed, significantly lower than the EU
average of over 50%. Autistic individuals, especially those between 18 and 30, struggle with unemployment,
primarily due to difficulties in recruitment and workplace inclusion. Most employees with ASD avoid
disclosing their diagnosis due to fear of discrimination, and many workplaces lack the necessary adaptations
to accommodate their needs. However, some companies and projects are making strides in fostering an
ASD-friendly work environment, such as "Welcome Blue" in Verona and the IoT-enabled "Messina Social
City" model, which aim to improve employment opportunities and accessibility for neurodivergent
individuals.

The European Commission's support for the production of this publication does not constitute an endorsement of the
contents, which reflect the views only of the authors, and the Commission cannot be held responsible for any use
which may be made of the information contained therein.

https://www.sportelliautismoitalia.it/articolo/welcome-blue-verona
https://www.messinasocialcity.it/
https://www.messinasocialcity.it/


Project n: 2023-1-PT02-KA220-YOU-000153676

Interviews

Key findings from the first set of interviews (YIWASD)

In general, the young people interviewed expressed hope about entering the job market but had modest
expectations regarding the types of activities they felt capable of handling. They primarily envisioned
themselves in low-skilled, manual roles such as cashiers, cooks, or cleaners. Despite these low expectations,
all participants were aware of their personal preferences, strengths, and challenges. However, most
struggled to articulate how their schooling could have better prepared them for the transition from general
education to the workforce.

Most participants had at least one work experience, which they generally rated positively, with scores
ranging from 3 to 5 on an ASD-friendliness scale (3 being somewhat ASD-friendly, 4 ASD-friendly, and 5
completely ASD-friendly) - commonly perceived difficulties involved managing interactions with
disrespectful or frustrating colleagues, maintaining attention and focus on tasks, and knowing when and
how to seek help from coworkers or supervisors.

Key findings from the second set of interviews (EMPLOYERS)

In their personal assessment of workplace inclusivity for individuals with Autism Spectrum Disorder (ASD),
most employers rated their companies/enterprises between 4 and 5 on a scale of ASD friendliness. Many
respondents felt they were outperforming peers in their region or sector, while also acknowledging that
there is always room for improvement. This self-assessment underscores a general awareness of the
importance of creating supportive environments for neurodiverse employees.

Several key challenges were highlighted by managers. The necessity for engaging in, non-repetitive tasks,
coupled with the demand for ongoing communication support, emerged as pivotal factors. Effective
communication was consistently identified as the most impactful and cost-effective form of support,
alongside the creation of a comfortable work environment and the provision of ongoing psychological
assistance. Reasonable accommodations, such as access to comfortable and calm spaces, noise-canceling
headphones, and adapted office environments, were deemed crucial.

Practical training in schools and increased autonomy in skill-building were deemed essential for easing the
transition from education to employment for individuals with ASD. One manager, who has a background in
psychology, emphasized the importance of inclusive environments that cater to the unique sensory
sensitivities and relational difficulties experienced by autistic individuals. They noted that the primary
obstacle for adults with ASD in the workplace is not their abilities, but rather the unpreparedness of the
environment itself. This highlights the need for human support, effective communication, and training for
both employers and colleagues (e.g., staff members).

An interview with a representative from an advertising agency revealed significant gaps in their experience
with neurodiverse individuals, noting challenges stemming from a dynamic and improvisational work
environment. Despite their efforts toward inclusivity, the absence of coordinated training on autism
accommodations was evident. The interviewee pointed to possible communication barriers, sensory
overload, and a lack of proper training as critical obstacles that could be faced by individuals with ASD in
their office. Moreover, they suggested that roles in archiving, database management, or research may be
more appropriate for autistic individuals, emphasizing the need for companies to prepare better to
welcome neurodiverse employees.
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Another interviewee, who is autistic and has a long professional experience working in Specialisterne,
echoed similar sentiments. They identified difficulties in generalizing skills learned in supportive
environments to real-world settings, highlighting the necessity for society to be equally prepared to meet
the needs of autistic individuals. Essential supports included job coaching, sensory accommodations, and
tailored communication methods. For example, providing clear invitations for social activities can help avoid
putting autistic employees in uncomfortable situations.

It is crucial to recognize that strengths among individuals with ASD vary widely. It was said that autistic
individuals frequently excel in tasks requiring precision and attention to detail, thriving in repetitive roles
that provide predictability and reduce anxiety. While some may excel in roles traditionally associated with
autism, such as IT, this is a stereotype that does not hold for everyone. Predictable, repetitive tasks may suit
certain individuals but not all; thus, aligning work with their specific interests is key to unlocking their
potential.

The transition from school to work can be improved through specialized courses, school-to-work programs,
proactive family involvement, and early diagnosis. Tailored interventions are necessary to support students
in this critical phase of their development. Moreover, fostering a sense of belonging and purpose within the
workplace is essential for helping autistic individuals recognize their value as active members of society.

An additional interviewee stressed that companies require more than just logistical adjustments; they must
focus on training all employees to foster an inclusive working environment. Flexibility from HR and
managers, along with tailored career plans, are essential components of an effective support strategy.

Job crafting-adapting roles to fit the individual was also highlighted as an important practice. Organizations
like Auticon exemplify successful ASD-friendly workplaces, characterized by supportive environments and
low turnover rates.

By focusing on tailored training, effective communication, and creating inclusive environments,
organizations can not only enhance their inclusivity efforts but also unlock the unique strengths of autistic
individuals. The organizational changes in the environment, business philosophy, and communication can
benefit all employees, not just those with autism. Collaboration between employers, educators, and
families is vital to ensure that individuals with ASD are not only welcomed but also empowered to succeed
in their careers.
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https://auticon.com/it/
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Conclusions

In conclusion, the insights gathered from young individuals with Autism Spectrum Disorder (ASD) and

employers emphasize the importance of tailored training programs, clear communication strategies, and

structured support systems that address both the needs of autistic individuals and the readiness of

workplaces to accommodate them. Employers acknowledge that while many have made strides in creating

ASD-friendly environments, there is still significant work needed in areas such as sensory accommodations,

job coaching, and promoting inclusive work cultures.

Another topic that was not evident in all interviews but should be valued is the sensitive issue of

instrumentalization of young people with autism. There were instances where some stakeholders saw

autistic employees as a resource to be used solely for their specific skills or as a "success story," without

considering the long-term benefits or well-being of the individuals themselves. This transactional approach

risks reducing the person to their productivity, rather than supporting their holistic development and

integration into the workplace.

Companies should recognize this issue and work to ensure that the inclusion of autistic employees is

meaningful and respectful, aiming to create an environment where these employees feel valued not just for

their work but as individuals, contributing to a more genuine and sustainable model of inclusion. This

highlights the importance of avoiding exploitation and focusing on true empowerment in developing

workplace support for neurodivergent employees.

As a suggestion, the ASD-INtoJOB Toolkit should prioritize practical, school-to-work transition topics - and

related tools - that offer early intervention and family involvement, while also focusing on job crafting to

match individuals' strengths, interests, talents, and aspirations. Additionally, fostering better

communication and social inclusion within teams, alongside providing accessible work environments, will

empower autistic individuals to thrive in the workplace. This collaborative effort between educators,

employers, and families is key to unlocking the potential of autistic youth and ensuring their successful

integration into the workforce.
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