
Disability Inclusion @ Work 2024: A Global Outlook
Australia



2024 Disability Inclusion @ Work Report

© 2024. For information, contact Deloitte Touche Tohmatsu Limited. 2

Executive Summary
• Deloitte’s Disability Inclusion @ Work 2024: A Global Outlook examines some of the critical workplace factors that have a profound impact on the lives of people with disabilities (PWD) or

chronic health conditions (CHC), or who are neurodivergent (ND)*. Representing the views of 10,000 respondents from organizations across 20 countries, the report seeks to understand
their experiences in the workplace. The report also provides recommendations for business leaders on how to make meaningful progress on disability inclusion in the workplace.

• The following deck examines how survey respondents in Australia stand out from their global counterparts on key global themes including:

KEY GLOBAL FINDINGS:

While respondents report experiencing a range of difficulties performing certain

activities at work, they do not always self-identify as being a person with a
disability, chronic health condition, or as someone who is neurodivergent.

Nearly nine in 10 respondents have disclosed having a disability or chronic

health condition or being neurodivergent to someone at work (mostly to HR).
Of those who have chosen not to disclose to their employer, one fifth cite
concerns about discrimination as a key reason. The same proportion say they

have been discriminated against at a previous employer after disclosing.

Only one-quarter of survey respondents who have disclosed their disability,

neurodivergence or health condition at work have requested workplace
accommodations to help them manage difficulties.

Almost three-quarters (74%) of those respondents who have requested

workplace accommodations have had at least one request rejected; two in 10
had all their requests rejected.

Just over two in 10 (22%) of those respondents who are officially given the

option to work from home do not do so because their supervisor has told them
they would prefer them to work in the office.

Six in 10 respondents say they have been unable to attend some kind of work

event because it wasn’t accessible.

Forty-one percent of respondents say they have experienced either

microaggressions, harassment and/or bullying at work over the past 12 months.
Only half of these respondents say they have formally reported the experience to
their employer.

More than a quarter of respondents say they have been passed over for

promotion in the last year.

Respondents cite improving the physical accessibility of their workplace and

making disability inclusion a board-level agenda as the top things that employers
could do to make meaningful progress on disability inclusion.

*For clarity, this report and its appendices use the terms "people with disabilities, chronic health conditions, and who are neurodivergent" and specifies where people have self-identif ied as

belonging to one or more of these groups when completing the survey along with any associated noteworthy findings . As per the Washington Group Short Set, where relevant some findings
are also set out according to difficulties respondents report that they experience (e.g., difficulty seeing, concentrating or with self-care). When we use the term "respondents" alone, it
collectively refers to all individuals who participated in the survey.

https://www.washingtongroup-disability.com/question-sets/wg-short-set-on-functioning-wg-ss/
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15% 16% 69%

Senior management Middle management Non-managerial

15% 85%

Employed part-time (including 'gigs') Employed full-time

9%

Banking, financial 
services and insurance

Business services

Consumer

Energy, mining 
and utilities

Pharma, medical and biotech

Technology, media and telecoms

Transportation and logistics

Real estate and construction 

Industrials and 
chemicals

Hospitality and 
leisure

9%

12% 49% 34% 4%

18–25 26–38 39–54 55–64

Australia respondent profile
We surveyed 500 respondents in Australia.

Gender

Age

Employment Status

Difficulties experienced by activity*

Seeing

Memory / concentration

Communication

Hearing

Self-care

Participating in work on an equal 
basis with others

Walking / climbing stairs

Difficulty summary (level in at least one activity)*

90%

30%
6%

Some difficulty A lot of difficulty Cannot do this at all

Identity summary (PWD, CHC, ND)*

Identifies as a person 

with a disability or 
chronic health 

condition, or as 

neurodivergent

42%
Does not identify as 

a person with a 
disability or chronic 

health condition, nor 

as neurodivergent

58% 

*Respondents were included either if a) they self-identified as a person with a disability (PWD) or chronic health condition (CHC), or as someone who is neurodivergent (ND), or b) if they report experiencing at least “some

difficulty” in one domain of an adapted version of The Washington Group Short Set (WG-SS), a widely-used set of questions designed to measure disability in public surveys.

Seniority

Sector of organization

63%
Male

37%
Female

0%
Non-binary/other

0%
Prefer not to say

10%

13%

11%

12%

10%

7%

10%

8%

35%

18%

14%

21%

22%

8%

37%

https://www.washingtongroup-disability.com/question-sets/wg-short-set-on-functioning-wg-ss/
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Attitudes around self-identification and disclosure of conditions at work vary 

• Respondents in Australia are most likely to say they have disclosed their disability, neurodivergence, or chronic health condition to a person in human resources (HR).
• Of those who have chosen not to disclose to their employer, 36% of respondents in Australia cite not thinking disclosure would serve any purpose as a key reason.

This contrasts to 27% of global respondents.

Proportion of respondents who experience difficulty in
carrying out at least one activity and do not identify as a
person with a disability, or chronic health condition, or as
neurodivergent

Global Australia

58%

Who of the following (if any) have you disclosed your disability/neurodivergence/chronic condition to at work? 
(Top 5 selected by Australia respondents)

75% 65%

38% 32% 29%

A person in human resources (HR) My direct supervisor A member of the recruitment or
onboarding team

A member of my team who is not
senior to me

Other colleagues (outside my team)

Why have you not disclosed this information? (Top 5 reasons selected by Australia respondents)

27% 20%
30%

21% 18%
36% 28% 26% 23% 21%

I did not think disclosure would serve 
any purpose

I was concerned that my supervisor 
would discriminate against me

I don't believe that disclosing at work 
is important

I have previously disclosed to an 
employer and was negatively impacted

I was concerned that colleagues would 
discriminate against me

Global Australia

Global base = 1151, Australia base = 47 

52%
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• A quarter of global respondents who disclosed at work have requested workplace accommodations; the same is true of 24% of respondents in Australia.
• Respondents in Australia who have not requested such accommodations are somewhat less likely than their global counterparts to say this is due to not knowing how to do so.

Despite high workplace disclosure rates, requesting workplace accommodations is not yet the norm 

Have you requested any workplace accommodations at your current employer? 
(Proportion responding “yes”, out of those who have disclosed at work)

Global

25%

Australia

24%

Why have you not requested workplace accommodations? 

43%

20% 18% 20% 18%
11% 15%

40%

23% 19% 17% 14% 13% 13%

I don't think I need them I am worried it would be 
seen negatively by my 

supervisor

I am worried my 
employer would think I 

was a difficult employee

I don't think my 
employer will grant the 

request

I don't know how to do 
this

I have previously asked 
for accommodations at a 
different employer and 

had a negative 
experience

I don't believe my 
employer will provide 

what I need

Global Australia

Global base = 6643, Australia base = 344 

Global base = 8849, Australia base = 453. 
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A large proportion of respondents who requested workplace accommodations have had at least one workplace 
accommodation rejected

• Globally, almost three quarters of respondents who have requested a workplace accommodation have had at least one rejected by their employer. This was consistent with
respondents in Australia.

• 40% of respondents in Australia whose requested accommodations were rejected were told this was because it was judged to be an unreasonable request (vs. 29% globally).

You previously answered that you have requested a workplace accommodation at your current employer.
Please review the following examples of workplace accommodations and indicate which you have requested.

I have requested this workplace accommodation (Top 5 selected by Australia respondents)

71%
60% 54% 49% 45%

Working from home
when I need to

Taking frequent breaks
during a working day

Access to a private or
enclosed working space

Working from home all
the time

Adjustments to your
work schedule

% who have had at least one workplace 
accommodation rejected by their employer

Global

74%

Australia

74%

What reasons were you given for not receiving workplace accommodations you requested?
(Top 5 selected by Australia respondents)

41%
29% 34%

21% 25%

47% 40%
27% 26% 23%

Too costly/expensive Was judged to be an unreasonable 
request

Other employees with similar needs are 
not provided with the assistance 

requested

If they provided me the 
accommodations I requested, they 

would need to offer the same to anyone 

else with the same requirement

Judged as unnecessary to enable me to 
perform my duties

Global Australia

Australia base = 109

Global base = 1639, Australia base = 81 

Global base = 2206, Australia base = 109 
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Needs and expectations around workplace accessibility are not always met 

• 21% of global respondents are not offered the option of working from home (though it would be possible for their job), compared to 23% of respondents in Australia.
• Globally, 38% of respondents say they were unable to attend work events held outside their workplace due to a lack of accessibility; 32% of respondents in Australia said

the same.

Does your employer offer you the option to work from home –
either all of the time or some of it?

28%

24%

9%

19%

21%

30%

22%

10%

15%

23%

I can work from home for specific agreed periods

I can work from home for part of my working time
and do not have to agree this in advance

I can work from home all the time

The type of job I have needs me to be on site so
working from home is not possible

My employer doesn't offer this to me

Global Australia

Consider the following statements regarding accessibility when it comes to
your workplace and events related to work, and indicate whether you agree
or disagree that each statement accurately describes your experience with
your current employer.

38%

33%

26%

32%

30%

23%

I have been unable to attend one or more work events
held outside my workplace (for example, a celebration

event) due to lack of accessibility at the venue

I have been unable to attend one or more events (for
example, a networking event) at my workplace due to

a lack of accessibility

I have been unable to socialize outside the workplace
with my colleagues due to a lack of accessibility of the

chosen venue

Global Australia

What made the event inaccessible? (Top 5 selected by Australia respondents)

42%  Regular breaks were not included in the agenda

28%  No accessible restrooms/bathroom facilities at the venue or workplace location

24%  Accommodations to reduce risk of sensory overload were not available

23%  My employer did not provide accessible transportation to the venue

23%  There was no quiet or private space should I need one

Australia base = 262 
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Non-inclusive behaviors are impacting the workplace experience of many

• Respondents in Australia who say they have experienced microaggressions are notably more likely to say they have formally reported these (vs. global respondents).
• 34% of global respondents who have not reported non-inclusive behaviors say the main reason is concern that the behavior would get worse, vs. 21% of respondents in

Australia.

Which of the following non-inclusive behaviors, if any, have you 
experienced at work over the past 12 months (whether at a current 
or former employer)? 

7% 10%

26%

8% 10%

24%

Harassment Bullying Microaggressions

Global Australia

Did you formally report any of these behaviors to someone in a position 
of authority in your employer (for example, your supervisor or HR)?

Harassment

Global

66%

Australia

74%

Bullying

Global

49%

Australia

51%

Microaggressions

Global

52%

Australia

67%

Which of the following is the main reason why you decided not to report 
the behavior(s)? (Top 5 reasons selected by Australia respondents)

29%

15%

26%

34%

10%

33%

26%

24%

21%

21%

I didn't think my complaint would be taken
seriously

I was concerned that reporting the issue would
adversely impact my career

I didn't feel that the behavior was serious enough
to report

I was concerned that the behavior would get
worse

The individual held a senior role and I didn't think
my employer would take action against them

Global Australia

Global base = 1793, Australia base = 70

Harassment - Global base = 732, Australia base = 39 

Bullying - Global base = 958, Australia base = 49
Microaggressions - Global base = 2607, Australia base = 121
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Multiple factors can help enable and accelerate disability inclusion at work
• Global respondents most commonly said that making their workplace more physically accessible is the top thing they think their employer could do to make progress on

disability inclusion. Respondents in Australia most commonly selected the same, albeit at a lower prevalence of 19%.
• 39% of respondents in Australia who indicated they have access to role models who are persons with disabilities and/or chronic conditions say this made them feel more

confident that theirs is an employer where they can succeed and achieve their professional goals—somewhat less than their global counterparts (47%).

What is the top thing you think your employer could do to make
meaningful progress on disability inclusion? (Top 5 reasons selected
by Australia respondents)

24%

16%

10%

7%

7%

19%

16%

11%

9%

9%

Make the workplace more physically accessible

Make disability inclusion a board level priority

Improve access to workplace accommodations

Require all supervisors to complete training on
disability inclusion

Ensure leadership is accountable to deliver a
culture of disability inclusion

Global Australia

You previously indicated that you have access to role models who are
persons with disabilities and/or chronic conditions are your employer. How
have these role model(s) impacted your experience at your employer?

58%

47%

44%

47%

25%

56%

46%

43%

39%

20%

I am more inclined to believe that the employer
had an inclusive culture

I am more comfortable disclosing my
disability/neurodivergence/chronic condition to

others at work

I feel more comfortable to report any experience
of non-inclusive behavior

I feel more confident that this is an employer
where I can succeed and achieve my professional

goals

I feel more comfortable to ask for workplace
accommodations to support me in my work

Global Australia
Global base = 3573, Australia base = 162

A regression analysis identified seven key factors that may have the greatest impact on how likely people with disabilities or chronic health conditions

and neurodivergent people are to recommend their organization to others.

1. Leadership commitment 2. Roles that are aligned to strengths 3. Inclusive culture 4. Potential for progression

5. Workplace accessibility, accommodations, and comfort to self-disclose 6. Workplace behavior 7. Culture of fairness
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