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Introduction
Childhood-onset fluency disorder (stuttering) is a 

neurodevelopmental disorder defined by the DSM-
5 [1]. Many researchers have reported the negative 
impacts of stuttering on adults who stutter (AWS) in 
attaining employment and performing their workplace 
duties [1-19]. In a study by Blumgart, et al. 50% of AWS 
believed that their stuttering made it difficult to obtain 
employment [2]. More than 70% of AWS agreed that 
stuttering decreases one’s chances of being hired or 
promoted [12]. Stuttering influenced the choice of work 
and left AWS dissatisfied with their careers [7]. AWS 
experience negative self-stereotyping and self-stigma 
[12,20-22], feelings of being discriminated against at 
work [16-20], poor inter-office relationships [13], and 
difficulty using a telephone [11]. Stuttering is associated 
with reduced wages [8], lower socioeconomic status of 
occupation [14], and restricted choice of occupation 
[9,12,19]. Employers negatively judge AWS during 
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Background: Adults who stutter (AWS) are often 
underestimated in their working abilities during job interviews 
because of their stuttering. A little over 100 countries provide 
employment quotas for people with disabilities in their 
national legislation. In Japan, AWS with medical disability 
certification can use this quota system. This preliminary 
study examined whether AWS hired through such quotas 
feel satisfied.

Methods: This study used a nine-item questionnaire 
regarding employment quotas to obtain information from 
12 participants enrolled in the study. Their responses to the 
questions were used to assess their levels of satisfaction 
with the disability quota and workplace environment.

Results: Most AWS were satisfied with the interviews and 
employment opportunities provided via employment quotas. 
They did not feel discriminated against or report receiving 
a lower salary compared with those hired through general 
employment.
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job interviews and promotional opportunities due 
to stuttering [15]. Knowing a person who stutters at 
one’s workplace was significantly associated with more 
positive behaviors. Professionals can assist AWS before 
applying for a job by working through communication-
related fears and heightened vigilance that they may 
develop due to a particular job or experience [16]. 
Professionals can also assist AWS with self-advocacy 
strategies and impart knowledge regarding their legal 
rights as an employee who identifies as a person with a 
communication disability and has a legal understanding 
of workplace discrimination [16]. Therefore, we need to 
consider a new support method based on the national 
law for job interviews and employment opportunities.

Employment quotas represent one of the most 
frequently used policy measures to promote employment 
opportunities for individuals with disabilities. Currently, 
103 countries provide employment quotas in their 
national legislation. Out of the 103 countries, 33 
(32%) had quotas backed by levies or fines [23,24]. For 
example, a 6% quota obligation is present for public and 
private employers with 20 or more employees in France. 
In Germany, all employers of 20 or more workers are 
obligated to employ individuals with severe disabilities 
in 5% of their posts. A compensatory levy, amounting to 
between Euro 105 and 260, is payable monthly in case 
of non-compliance [24].

Since the 1980s, policy focus in many countries has 
shifted from sheltered employment to inclusion in the 
open labor market, with an associated aim of promoting 
the transfer of workers with disabilities from sheltered 
to open employment. This shift has been accelerated 
by the entry and adaptation of the United Nations 
Convention on the Rights of Persons with Disabilities 
(UNCRPD) in 2008, which requires states parties to 
promote employment opportunities for individuals with 
disabilities. Quota schemes have been reformed in some 
countries to offer alternatives to employers other than 
the option of subcontracting to sheltered companies 
or creating segregated work settings. The UNCRPD also 
obliges states parties to safeguard and promote the 
realization of the right to work by taking appropriate 
steps to prohibit discrimination based on disability in all 
matters concerning all forms of employment, employ 
individuals with disabilities in the public sector, and 
promote the employment of persons with disabilities 
in the private sector through appropriate policies 
and measures, including affirmative action programs, 
incentives, and other measures. These ideas are also 
included in the Sustainable Development Goals (SDGs) 
adapted by the United Nations member states from 2015 
to 2030. The SDGs include several goals that explicitly 
mention persons with disabilities: Goal 8 on economic 
growth, full and productive employment, and decent 
work for all, which include achieving full and productive 
employment and decent work for individuals with 
disabilities, and equal pay for work of equal value and 

Goal 10 on reducing the inequality within and among 
countries, including promoting the social, economic, 
and political inclusions of individuals with disabilities.

Japan’s efforts to facilitate the employment of 
individuals with disabilities are fundamentally based on 
the principle of achieving an inclusive society. The Act 
on Employment Promotion of Persons with Disabilities 
set out an employment quota for individuals with 
disabilities as an obligation for enterprises and other 
such employers to fulfill. In Japan, private employers 
with 50 or more employees are obligated to meet a 
quota on the employment of 2.3%, whereas public 
employers have a quota obligation of 2.6%. Private-
sector employers with over 100 regular employees are 
levied 50,000 yen per month for each unfilled quota 
position [24]. Thus, the act sought to ensure that 
individuals with disabilities receive similar opportunities 
to become regular employees as workers without 
disabilities. Disability certifications are mandatory 
for adults to apply for employment quotas. There 
are three types of disability certifications: Physical, 
intellectual, and mental. Only medical doctors can 
issue these disability certifications. By interpreting the 
laws related to physical disorders, adults with severe 
stuttering deserve physical disability certification [25]. 
Since stuttering is a neurodevelopmental disorder in 
the DSM-5, an individual who stutters, regardless of the 
severity, is eligible for a mental disability certification in 
Japan [26].

This study investigated whether AWS hired through 
the disabled quota were satisfied with jobs interviews 
or workplace, faced discrimination, and received 
reasonable accommodation.

Methods

Participants
The participants of this study were 12 AWS, all 

of whom were hired through disability quotas. All 
participants were consulted at the Kyushu University 
Hospital. Their backgrounds are presented in Table 1. 
The participants comprised ten men and two women, 
with a median age of 22 (range, 19-50) years. Their 
highest educational levels were university, junior 
college, and vocational school levels in eight, one, and 
three participants, respectively. The mean stuttering 
rate was 23.3% (5-80%). The Liebowitz Social Anxiety 
Scale (LSAS) is a 24-item, self-reported question that 
measures social anxiety in a range of social interactions 
and performance situations that may be feared and/
or avoided by individuals with social phobia [27]. 
Participants used four-point Likert scales to rate their 
levels of fear and avoidance during the previous week. 
Item responses for each scale were summed to calculate 
a total LSAS score between 0 and 144, with higher scores 
indicating more severe social anxiety. The average LSAS 
score was 59 (range, 27-119).
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Background of 12 adults who stutter hired through 
employment quotas

The average job searching period was 7.5 (range, 
2-21) months. Most participants sought employment 
through the disabled quota since they had not cleared 
interviews in the general quota and were wary of 
stuttering underestimation. However, the hiring 
companies informed participant nos. 2 and 7 that 
they could be hired through the disabled quota as 
they stuttered. Therefore, the participants obtained 
a disability certificate and were hired in the disability 
quota. Disability certifications include four physical 
and eight mental certifications. The hiring companies 
consisted of nine private and three public sector 
companies with 11 regular and one non-regular type 
of employment. Types of work were clerical services 
and specialized jobs (technician) in eight and four 
participants, respectively. The median work period was 
2 (range, 1-8) years.

Survey
We formulated nine questions related to quota 

interviews and employment. The following three 
questions were related to interviews and employment: 
(Q1) Did you feel discriminated against during the 
disability interview for the disability quota?, (Q2) did 
you feel reasonable accommodations were provided 
during the interview for the disability quota?, and (Q3) 
did the interview for the disability quota go well? The 
following six questions were related to work: (Q4) Do 
you feel discriminated against at your workplace?, (Q5) 
do you feel reasonable accommodations are provided 
at your workplace?, (Q6) is employment through the 
disabled quota good?, (Q7) would it be possible to join 
the company you are currently employed at without 
using the disability quota?, (Q8) is your salary lower 
than those hired through the general quota (same work, 
same years of service)?, and (Q9) was it beneficial to 
receive a disability certificate? A five-point Likert scale 
was used, ranging from “strongly agree” (1) to “neutral” 
(3) to “strongly disagree” (5). Therefore, a mean of 1 
would indicate that all participants “strongly agree” 
with a statement, whereas a mean of 5 would signify 
“strong disagreement.” This study was approved by the 
Institutional Review Board of Kyushu University and was 
conducted according to the Declaration of Helsinki.

Results
The details of the nine questions regarding 

employment quotas are shown in Table 2. None of the 
AWS responded that they felt discriminated against 
in the disability interview for the disability quota 
(Q1). Moreover, 91.7% of AWS agreed that they felt 
reasonable accommodation was provided during the 
interview for the disability quota (Q2), and that the 
interview for the disability quota went well (Q3).
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department that interacts with many customers outside 
the company. Due to severe stuttering, participant no. 
12 was allowed to use automatic reading software 
instead of his own voice in the work progress reports. 
Most participants (participants nos. 1-2, 5-12) had 
reduced telephone work. Since all participants were 
hired through the disability quota, the personnel 
department dedicated a fixed time to confer with 
them regarding work. Only participant no. 12 faced 
discrimination at work during his second year of work 
since the participant’s new superior was intolerant of 
stuttering. The participant’s new superior reprimanded 
him at times for not being able to speak clearly, and 
he had a recurrence of depression. As a result, he was 
assigned to a different department after taking a leave 
of absence. In general, all participants were good at 
working in the disabled quotas.

All participants felt that the company they were 
employed at would not have been hired unless they 
applied through the disability quota. The percentage of 
private sectors that meet the disability quota is 48.8%, 
whereas 51.2% of companies do not meet the disability 
quota [24]. In general, stuttering is considered to be a 
handicap. However, in the disabled person frame, all 
people have a disability of some nature. Therefore, they 
were not necessarily rejected because of stuttering. 
Many participants in this study were offered a job at 
the first interview in the disabled quota. Many people 
were able to regain self-confidence. We found that the 
utilization of the disability quota is useful as a safety net 
system for the employment of AWS.

We found that most participants hired in the 
disability quota were not receiving lower wages than 
those hired through the general quota. This result shows 
that equal pay for equal work among regular workers 
and regular disabled or non-regular disabled workers by 
the Amendment Law for Promotion of Employment of 
Persons with Disabilities since 2016 and the amendment 
of the Fixed-term Part-Time Employment Act since 2020 
was ensured. The salary of participant no. 12 was lower 
than that of regular workers since he was hired before 
those laws were enacted.

All participants were satisfied with the disability 
certificate. Certainly, some AWS working in the general 
quota said, “People who stutter are not disabled!” and 
“I do not want a disability certificate!” However, the 
problems of some AWS who face difficulties during their 
job search are known through the media, and the merits 
of AWS working in the disabled frame are recognized. 
To attend an interview and get a job in the disabled 
frame, AWS needs to obtain a disability certificate 
from a medical doctor. Many medical doctors have no 
experience providing disability certification for AWS, 
which is a new problem. Therefore, disability certificate 
awareness has to be promoted among medical doctors.

The criteria by which AWS can be interviewed using 

In terms of discrimination at their workplace, 8.3% 
of AWS felt discriminated against, whereas 75% of AWS 
did not feel discriminated against (Q4). All AWS agreed 
that they felt reasonable accommodation was provided 
at their workplace (Q5), and that it was beneficial to be 
employed through the disabled quota (Q6).

None of the AWS responded that it was possible 
to join the company they are currently employed at 
without using the disability quota (Q7). In terms of 
salary, 91.7% of AWS disagreed that their salary was 
lower than that of individuals hired through the general 
quota (same work, same years of service) (Q8). All AWS 
agreed that obtaining a disability certificate (Q9) was 
beneficial.

Discussion
This study found that AWS employed through the 

disabled quota received reasonable accommodation, 
faced lesser discrimination, and had higher job 
satisfaction. AWS consider job interviews as significantly 
difficult due to the risk of their abilities being 
underestimated by interviewers who they meet for the 
first time. Even if an applicant who does not significantly 
stutter in daily life stutters during a job interview, the 
interviewer may laugh or be rude toward the applicant 
and reject him/her due to the stuttering. AWS lose 
confidence and stop searching for employment when 
they are treated discriminatorily in job interviews. 
However, applicants were not discriminated against 
during interviews arranged through disability quotas. 
Thus, AWS were able to receive a secure interview 
from the interviewer. Reasonable accommodation was 
provided, such as waiting during the interview even if it 
took the applicant a long time to speak. All interviewees 
in the disabled quota frame were well satisfied.

In 2018, individuals with mental disabilities were 
added to the employment quota for individuals with 
disabilities, which formerly prescribed the employment 
of individuals with physical disabilities and individuals 
with intellectual disabilities. Companies are actively 
looking for job seekers in the disability quota. Companies 
that do not meet the required number of individuals 
with disabilities must pay a monthly levy of 50,000 yen 
per person [24]. The attitude of companies is changing 
toward those who stutter due to the contribution of SDGs 
and the increasing awareness and social networking 
sites. Participation in the disability quotas requires a 
disability certificate that cannot be obtained without 
the cooperation of medical doctors. Therefore, it is 
necessary to continue promoting stuttering awareness 
programs for medical doctors in Japan.

In this survey, all AWS received reasonable 
accommodation at their workplace. Specifically, 
participant nos. 7 and 10 were assigned to a department 
that communicates with a significantly limited number 
of individuals within the company, rather than a 

https://doi.org/10.23937/2643-4148/1710020
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Numbers JP21KK0238, JP21K02688 and JP20K02299) 
(to Y. K.).
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disabled quotas vary from country to country. There 
are quotas for persons with disabilities in more than 
100 countries, but these quotas are utilized in only 
33 countries that have adapted the levy system. In 
countries with a levy system, there will be a mutually 
beneficial relationship between companies seeking to 
employ individuals with disabilities and AWS seeking 
employment. The 33 countries that offer disability 
quotas are Austria, Algeria, Belarus, Bosnia Herzegovina, 
Cambodia, China, Czech Republic, Egypt, France, 
Germany, Hungary, Iraq, Japan, Kuwait, Lithuania, 
Mauritius, the Netherlands, Pakistan, Panama, Peru, 
Poland, Romania, Russia, Serbia, Slovakia, South Korea, 
Syria, Tunisia, Turkey, Uganda, Ukraine, Uzbekistan, 
and Venezuela [24]. Determining which professionals 
or institutions can use the disability quota in these 
countries will lead to feasibility.

Limitations
This study has some limitations. First, only 12 

participants were examined in this study. In Japan, the 
employment of AWS in the disabled employment quota 
began at the earliest in 2018, and the number of AWS 
employed in the disabled employment quota is still 
small. In general, the more severe the stuttering, the 
harder it is to get a job in the general quota. We did 
not compare AWS with controls because it was difficult 
to find employers of the same age and severity hired 
through the general quota. By comparing AWS in the 
general quota with those in the disabled quota, we will 
be able to determine the true usefulness of employment 
in the disabled quota in the workplace.

Second, most participants in this study who stutter 
have been employed at the company for only a few 
years. Therefore, it is difficult to describe the promotion. 
It is legally difficult for a company to dismiss employees 
with disabilities to hire regular employees in Japan [28]. 
Therefore, in Japan, employees are promoted after 
working for a long time [29], and wages are often paid 
in seniority order. Participant no. 12 changed jobs in 
the disabled quota because he had been discriminated 
against at his previous company due to his stuttering, 
but there was a reduction in his salary.

Conclusion
We have found that for AWS seeking employment, 

interviews and employment arranged through the 
disability quota can be a safety net that can provide 
reasonable accommodation without discrimination.
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