Quality of working life according to workers
with disabilities as experts by experience

Calidad de vida laboral segun las personas
trabajadoras con discapacidad como expertas
por experiencia

Abstract

Introduction: Quality of Working Life (QWL) for people with intellectual disabilities
is a key construct for their well-being; however, it has rarely been explored from
their own perspective. This study adopts an inclusive approach, recognising these
workers as experts by experience. Method: a qualitative design was employed
through focus groups and the Delphi technique with 23 workers with intellectual
disabilities from a third-sector organisation. Valued aspects of their work environment
were explored during the sessions and the results were analysed through inductive
coding using Atlas.ti. Results: a total of 325 indicators were identified and grouped
into ten dimensions, the most prominent being: job stability and work conditions,
job content, and supervisory support. Job satisfaction, workload, and working
conditions emerged as the nodes with the highest density of connection. The Delphi
process confirmed the relevance of the proposed items. Discussion: the findings
reaffirm dimensions outlined in classical QWL models while introducing nuanced
insights grounded in the lived experiences of workers with intellectual disabilities.
An necessity for accessible, participatory, and rights-based evaluation tools was
highlighted in the article.
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Resumen

Introduccioén: la calidad de vida laboral (CVL) en personas con discapacidad in-
telectual es un constructo clave para su bienestar, pero escasamente estudiado
desde su propia perspectiva. Este estudio adopta un enfoque participativo recono-
ciendo a estas personas trabajadoras como expertas por experiencia. Método: se
empled un disefio cualitativo con grupos focales y técnica Delphi con 23 personas
trabajadoras con discapacidad de una entidad del tercer sector. Las sesiones ex-
ploraron aspectos valorados en su entorno laboral, y los resultados se analizaron
mediante codificacion inductiva asistida por Atlas.ti. Resultados: se identificaron
325 citas agrupables en diez dimensiones, siendo las mas destacadas: estabilidad
y condiciones del trabajo, contenido laboral y apoyo de la persona supervisora. La
satisfaccion laboral, la percepcion de sobrecarga y las condiciones laborales fueron
los nodos mas densos y conectados. La validacion Delphi confirmé la relevancia de
los items propuestos. Discusion: los hallazgos reafirman dimensiones propuestas
en modelos clasicos de CVL e introducen matices desde la experiencia vivida como
personas trabajadoras con discapacidad. El articulo subraya la necesidad de desa-
rrollar herramientas accesibles, participativas y centradas en derechos.
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1. Introduction

Quality of working life (QWL) is a multidimensional concept that significantly influences mental health,
employee retention and organisational commitment and performance (Mosadeghrad, 2013; Pérez-Conesa et
al., 2018; Romeo et al., 2020; Rubel et al., 2023). It is a key element of personal and professional well-being,
especially for disabled people, who face additional obstacles to accessing, remaining in and progressing
within employment. QWL has also been associated with job satisfaction, a sense of inclusion and employees
general well-being (Toledo et al., 2023). Researchers such as Rubel et al. (2023) have demonstrated that
QWL impact job performance and the intention to stay in the same role via satisfaction.

One model that has been used to explain job satisfaction in this area is Hackman and Oldham’s (1976) job
characteristics model. This model shows that certain characteristics of the work environment affect instrinsic
motivation, job satisfaction and performance. In particular, it specifies five basic job features: skill variety,
task identity, task significance, autonomy and feedback. The combination of these characteristics create
three critical psychological states: the experience of meaningful work, a sense of responsibility for outcomes,
and awareness of the actual results of one’s work. These factors then predict positive outcomes such as
increased motivation, improved performance, increased job satisfaction and reduced employee turnover.
These dimensions can be taken together to see how a role has the potential to produce intrinsic motivation.

Empirical evidence has confirmed the usefulness of this model for workers without disabilities in different
sectors and job profiles (Hackman & Oldham, 1976). For example, Blanz (2017) confirmed its applicability
among social workers in Germany. Derbis & Jasinski (2018) extended the model by incorporating the notions
of resilience and sense of coherence and showed that job satisfaction and psychological resources are
closely related to work engagement. This framework was extended by Han et al. (2020) in turn by including
transformational leadership as a predictive variable, mediated by job meaningfulness. They emphasised
that perceiving one’s tasks as meaningful strengthens the link between leadership and performance. More
recently, Meynhardt et al. (2024) proposed an extension to the classic model, adding the public value
generated by the organization as a new relevant job attribute, capable of influencing work engagement
through self-efficacy. Furthermore, Sonnentag (2017) details how specific job characteristics can lead to
either engagement or burnout. Taken together, these studies suggest that both the objective characteristics
of the job and the psychological, social and contextual resources (e.g., leadership, organisational culture or
perceived public value) are key determinants of job satisfaction and well-being. This model has been applied
to workers without disabilities but could be a framework for assessment in inclusive settings.

More traditional models have been used to explain job satisfaction of workers with disabilities such as the
Lofquist & Davis (1991) job-person fit theory. This theory states that the more characteristics of a person fit
with those of the job, the more likely there are to be satisfied with their work and to stay in the job. One of
the kay factors in this fit, as found in studies using this model, is the availability of accesible and disability-
inclusive work environments (Eissenstat et al., 2022).

Demerouti et al. (2001) proposed a well-established model known as the Job Demands and Resources
(JD-R) model for the investigation of QWL; this model has been validated with studies looking at workers
with disabilities (Akkerman et al., 2018b; Flores et al., 2011, 2021) have shown its validity in both sheltered
employment and open employment contexts. This model shows that higher job demands are associated
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with a decline in health, while job resources such as social support, enhance motivation and job satisfaction
(Flores et al., 2021). Similarly, the systematic review carried out by Kocman & Weber (2018) found that
the factors influencing job satisfaction among individuals with intellectual disabilities are comparable to
those identified in the general population. However, there are differences in the significance assigned to
aspects such as social support and autonomy. In a similar vein, Flores et al. (2011) reported that low job
demands combined with high levels of support from colleagues and supervisors are associated with a better
QWL. Meanwhile, studies such as Heyman et al. (2016) highlight that even within competitive employment,
working conditions can vary significantly. It is therefore important to note that only a proportion of workers
with intellectual disabilities have access to high-quality jobs with adequate benefits and working hours. With
regard to the organisational context, the review by Alves et al. (2022) emphasises that the low participation of
people with disabilities in the labour market is linked to employer bias, a lack of reasonable accommodations,
and poor working conditions. Other studies have also show that the demand-control-support model is also
effective in explaining variations in levels of burnout and engagement (Vassos et al., 2019).

These and other studies highlight the need to adopt robust theoretical models and inclusive approaches that
take into account both objective working conditions and subjective perceptions to properly assess work-related
stress in this group, where research has been limited (Teborg et al., 2024). As noted above, the factors associated
with QWL among disabled workers can be classified as personal, organisational and contextual. Research has
identified positive self-assessment, empowerment and perception of autonomy as key factors in this regard (Di
Maggio et al., 2019; Smedema et al., 2018). At the organisational level, variables such as supervisor support,
perceived pay equity and working conditions have been associated with higher levels of satisfaction (Eissenstat et
al., 2022; Sundar & Brucker, 2019). Evidence also shows that employee satisfaction is influenced by participation in
decision-making and the opportunities to express opinions. However, these aspects are sometimes insufficiently
encouraged in the work environments of these employees (Lukas et al., 2018).

Studies based on job type indicate that satisfaction levels tend to be higher in open employment than in sheltered
employment (Akkerman et al., 2016, 2018a, 2018b). Furthermore, the success of inclusion in mainstream
settings depends on factors such as organisational support, accessibility and workplace accommodations (de
Carvalho-Freitas et al., 2024). The feeling of being valued as a team member and receiving recognition for one’s
work are essential elements in both types of environment (Heyman et al., 2016).

A variety of approaches have been used to assess QWL among people with disabilities. A significant
number of studies have utilised instruments designed specifically to assess job satisfaction among these
workers. In this regard, there are validated instruments available, such as the Job Satisfaction of Persons
with Disabilities Scale (Brooks et al., 2021; Smedema & Talbot, 2020), which assesses both tangible and
intangible benefits of work. This scale has been validated across a range of contexts and populations with
different types of disabilities (Brooks et al., 2021; Smedema et al., 2016, 2020). Other studies have used
structured interviews or ad hoc surveys adapted to the cognitive needs of participants with intellectual
disabilities (Kocman & Weber, 2018). Research has highlighted the importance of concepts such as self-
determination and psychological empowerment as significant predictors of job satisfaction (Di Maggio et al.,
2019). Other studies have employed scales developed for the general population to assess job satisfaction
(Akkerman et al., 2018b), burnout or engagement among these workers (Flores et al., 2011, 2021).

Although some studies have used adapted tools, few have consulted workers with disabilities themselves,
particularly those with intellectual and/or developmental disabilities, on which aspects they consider relevant
to assess. This omission underscores a pivotal distinction between “doing for” and “doing with”, essential
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in participatory approaches to disability. It is vital to acknowledge that workers with disabilities possess
a unique perspective, one which aligns with the principles of autonomy and participation as outlined in
the Convention on the Rights of Persons with Disabilities (hereinafter, the Convention) (ONU, 2006). By
recognising their expertise, we can ensure that their voices are heard and their contributions are valued.
The “experts by experience” perspective, whereby people with disabilities draw on their life experiences to
contribute to research and service evaluation, has gained prominence in participatory research due to its
value in enriching processes and outcomes with their lived perspectives.

For instance, Gupta et al. (2023) highlight the dual role (professional and experiential) that researchers bring
to team dynamics, enhancing a situated understanding of reality. Pallisera et al. (2017) present a compelling
argument that the involvement of co-researchers with lived experience of disability, despite the challenges it
poses to power redistribution, significantly enhances the legitimacy and social relevance of the studies. This
is particularly important given the historical exclusion and under-representation of people with intellectual
disabilities in research that directly affects their lives. Traditional methodological practices, deficit-focused
theoretical frameworks, and rigid research designs have reinforced a passive view of these individuals as
mere subjects of study (Majid et al., 2025). In response to this exclusion, participatory research approaches
have emerged (e.g., Benz et al., 2024) and have been gaining momentum, driven by principles of social justice,
human rights, and a growing awareness of the epistemic value of lived experiences (Kover & Abbeduto,
2023; Salmon et al., 2018). Therefore, as Pallisera et al. (2017, p. 9) point out, it is increasingly necessary to
disseminate and analyse both the results and the research processes carried out in an inclusive manner. This
should include examining in depth the support measures implemented and discussing strategies that can
facilitate the wider application of inclusive research practices.

Literature suggests that QWL among disabled individuals should be conducted using accessible tools
that consider both individual and contextual factors. Despite advances in validating tools and identifying
predictors, there is still a need to incorporate the voices of people with disabilities in defining what constitutes
a good quality of working life, moving towards a truly participatory and rights-based approach. Participatory
research approaches are characterised by the active involvement of people with disabilities in all stages of
the research process, from formulating research questions to collecting, analysing and disseminating results
(Stack & McDonald, 2018). This approach is grounded in participatory methodologies such as participatory
action research and experience-based co-design (Benz et al., 2024; Heerings et al., 2022) and proposes a
redistribution of power that recognises people with intellectual disabilities as “experts by experience” (Vega-
Cordova et al., 2020).

Inclusive research involving people with intellectual disabilities has emerged as an ethical and transformative
practice aligned with the social model of disability and the “nothing about us without us” movement.
(Strnadova y Cumming, 2014). This approach aims to ensure that people with disabilities are not merely
participants but also active agents in the design, implementation, and interpretation of studies (Fullana
Noell et al., 2016). There are different forms of participation, ranging from advisory roles to co-authorship
and project leadership, which have made it possible to capture more genuine perspectives on aspects
such as well-being, self-determination and access to services (Alvarado Torres et al., 2025; Bigby et al.,
2014; Haigh et al., 2013). It has been demonstrated by several studies that effective collaboration in this
type of research requires specific competencies from both researchers and co-researchers with disabilities,
in addition to suitable support structures (Embregts et al., 2018). Furthermore, participatory and inclusive
methodologies have proven useful in fostering environments for horizontal dialogue and the production
of situated knowledge (Cashin et al., 2025; Knevel et al., 2022). Active participation has been shown to
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yield a number of benefits, both for individuals and collectively. These include the development of research
skills (Morgan et al., 2015), the strengthening of personal agency, and the generation of more relevant and
culturally sensitive knowledge (Clark et al., 2017; Pfeiffer et al., 2024).

Despite the progress made, structural and methodological barriers remain and continue to hinder full
participation. Some of these challenges relate to the need for methodological flexibility, extended timeframes,
and the risk of excluding people with higher support needs (Hewitt et al., 2023; Shaw & Wickenden,
2024). There is also a lack of suitable tools, institutional prejudice, and insufficient training for researchers
in accessible techniques (Bishop et al., 2024). To address these barriers, strategies such as the adaptive
interview have been proposed (McFarland et al., 2024), incorporating visual aids, responsive communication
techniques, and walking interviews to facilitate the expression of ideas by people with intellectual disabilities.
The use of participatory methods not only benefits participants with disabilities; it also improves the quality,
applicability and ethical standards of research (Davison et al., 2022). Research has shown that when disabled
people are involved as co-researchers, the relevance of results increases, interpretative biases are reduced,
and the social legitimacy of the knowledge produced is strengthened (Gupta et al., 2023; Ocloo et al., 2024).

In addition, this approach is in line with the principles of the Convention, emphasising the full and effective
participation in social life, including research that directly affects people with disabilities (ONU, 2006).

Inclusive research is a flexible approach which can be tailored to suit different needs. It is structured on a
continuous scale of participation, ranging from consultation to co-research or leadership by people with
disabilities. In this regard, this study adopts a participatory approach to cocreation, in which people with
disabilities actively contribute to defining the construct, generating dimensions and indicators, and assessing
their relevance, without this necessarily implying their participation in all the technical phases of the research
process.

Therefore, in light of the above, the present study aims to identify the key dimensions that workers with
disabilities, acting as experts by experience, consider essential for assessing their quality of working life.
This study will also contribute to the development and evaluation of indicators for the creation of a tailored
and relevant measurement tool. We also hope that the dimensions identified can be interpreted in the light of
theoretical models such as the job characteristics model (Hackman & Oldham, 1976) and the job demands
and resources model (Demerouti et al., 2001).

|
2. Method

2.1. Design

This exploratory-descriptive qualitative study is based on the use of focal groups. The design incorporated
a participatory approach based on co-creation, in which participants played an active role in knowledge
construction, helping to identify relevant dimensions, develop indicators and subsequently evaluate them
for the development of the instrument, going beyond the traditional role of informants. This methodological
strategy is particularly suitable for exploring shared perceptions and meanings among people with disabilities
regarding their quality of working life. This qualitative focus enables users to gain a more in-depth and
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contextualised understanding of the factors relevant to their well-being in the workplace. It overcomes the
limitations of standarised instruments, which do not always reflect the users’ priorities or their everyday
language. This approach aligns with person-centred participatory methodologies (Walmsley & Johnson,
2003). This means that a design based on focus groups not only captures the diversity of viewpoints
regarding quality of working life but also represents an ethical choice that is consistent with the principles of
participatory and transformative approaches.

2.2. Participants

The 23 study participants, all of whom were considered experts by experience, were carefully selected from
among the employees of Grupo Lince and the Fundacion Personas special employment centres, which
together employ more than 800 people with disabilities.

The participants, divided into two groups, were aged between 25 and 61 (M = 43.9; SD = 10.7), with 56.5%
being male and 43.5% female. In the survey, 73.9% of the workers reported having an intellectual disability;
13% reported having a total permanent disability; 8.7% reported having a psychological disability or mental
health problem; and 4.3% reported having a physical disability.

In terms of length at the job, this ranged from less than one year to 13 years (M = 5.4). All participants
were employed in special workplaces in different sectors (e.g., cleaning, gardening, light assembly, laundry,
support services), which made it possible to gather a diverse range of work experiences within the same
organisational framework. Their workplaces are located in Palencia, Segovia, Valladolid and Zamora.
Purposive qualitative sampling was carried out with the aim of ensuring a diverse representation in terms of
job roles, length of service and gender, as well as different levels of support required. The selection focused
on workers who could provide relevant information based on their direct experience in the workplace,
participating as experts by experience in the process of generating qualitative data. This strategy enabled
us to capture a broad and nuanced view of the factors influencing the quality of working life for people with
disabilities from their own perspective. Please refer to Table 1, which presents additional characteristics
broken down by focus group.

Table 1. Characteristics of participants by focus group

Variable Focus group 1 (n = 13) M (DT) / % Focus group 2 (n = 10) M (DT) / %
Age 44.2 (11.5) 43.5(10.3)

Years of professional experience 20.8 (9.9) 19.1 (10.9)

Years of service with the company 7.3(7.5) 14.0 (9.3)

Years in current role 3.9 (2.7) 7.4 (4.0)

Men 69.2% 40.0%

Secondary education or equivalent 36.5% 50.0%

Degree of disability between 33-64% 92.3% 90.0%

Indefinite contract 84.6% 100.0%

Full work day 92.3% 50.0%

Source: compiled by the authors.
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It was decided that the same individuals who had participated in the focus groups would take part in the
Delphi method. Their prior experience would provide them with valuable contextual knowledge to make
informed judgements regarding the relevance and clarity of the proposed indicators. All people were invited
to participate in the Delphi process anonymously and on an individual basis. This process was designed to
ensure the independence of the judgements made and to minimise potential group bias.

2.3. Tools

The present study employed a sequential approach using focus group methodology, followed by the
Delphi technique, which allows for in-depth qualitative exploration with structured validation through expert
consensus. The focus group guide was developed using an open and inductive approach, rather than being
derived directly from specific theoretical models, with the aim of encouraging the emergence of dimensions
based on the participants experiences. In this study, participants were invited to act as experts by experience
in identifying, defining and assessing the content that should be included in work-life quality. This technique
has previously been used in research involving people with intellectual disabilities as a strategy for reaching
consensus in applied contexts (Frankena et al., 2016).

Each technique has a complementary function. For example, the focus group helps to identify key themes,
significant aspects or unexpected categories and generate an initial set of indicators, dimensions or
evaluation items from an introductory and contextual perspective. This procedure has become one of the
most widely used techniques in qualitative research in the fields of health and the social sciences due
to its ability to capture perceptions, beliefs and collectively constructed meanings (Amezcua, 2003; Buss
Thofehrn et al., 2013). This technique facilitates the establishment of a structured space for dialogue, where
interaction between participants not only generates data but also facilitates the joint construction of meaning
(Arboleda, 2008). As several authors emphasise, the success of this technique depends on appropriate
moderation, the preparation of a thematic guide, and the creation of a climate based on trust (Donaduzzi
et al., 2015; Garcia Meza & Ontiveros Delfin, 2019). Furthermore, focus groups are particularly useful in
participatory contexts and research committed to social transformation, as they encourage the expression
of voices that have historically been silenced (Lopez, 2022). Overall, the literature indicates that the focus
group is a versatile, effective and ethical tool for exploring sensitive or underresearched topics, particularly
when seeking to integrate the perspectives of diverse groups.

Therefore, after explaining the reasons for establishing a focus group and its role as an expert panel, we
posed the question of the group as to which aspects they considered most important in a role similar to their
own. The script included the following questions:

1.  What they like most about their job; for example: What makes you happy in your job?

2. What they don’t like so much, for example: What don’t you like about your job?

3. Colleagues, smanagers and the working environment, for example: Are there any aspects of your job
that cause you stress?

4. Continuous professional development, for example: Do they teach you new things at work?

5. Feeling good at work, for example: Describe the factors that contribute to your satisfaction and happiness
in your workplace.

6. Closing questions, for example: if you were able to make one change to your current role, what would
it be?
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The Delphi technique allows participants to evaluate and reach consensus by drawing on their expertise
gained from personal experience (McMillan et al., 2016; Reguant Alvarez y Torrado Fonseca, 2016). As it is
applied anonymously and in a structured manner (in our case, in the form of a questionnaire with five response
options, rated from 1 to 5, with 5 being the highest importance), it eliminates social desirability bias and the
peer pressure that might exist in the focus group and encourages more thoughtful and sincere responses.
In order to ensure the cognitive and linguistic accessibility of the tool, particularly for diverse populations
or those with comprehension difficulties, the questionnaire was adapted following the principles of easy-
to-read language developed by Inclusion Europe and published in collaboration with FEAPS (2012). The
adaptation process included syntax review, reduction of complex structures, the use of everyday vocabulary,
brief sentences and a direct style. In order to facilitate this process, we employed an artificial intelligence tool
(ChatGPT) that utilises natural language processing models. This tool enables the rephrasing of technical
or abstract statements into clearer and more accessible versions while maintaining the integrity of the
original conceptual content. The research team reviewed the draft version of the questionnaire manually
to ensure semantic accuracy, the use of inclusive language, and compliance with the standards of clarity,
coherence and legibility required by easy-to-read principles. Table 3 provides examples of items included in
the questionnaire.

The Delphi method is an iterative process involving several rounds. Following a thorough analysis of the first
round, it was determined that all items met the pre-established consensus criteria, indicating a high level of
agreement among the participants. As the methodological studies indicate, Delphi is an iterative and flexible
process designed to achieve consensus, for which there is no universally agreed number of rounds (Hasson
et al., 2000; Jorm, 2015). As a general rule, the process is continued until a consensus is reached or a point
of diminishing returns is observed (Hasson et al., 2000; McKenna, 1994). However, the number of rounds is
subject to variation depending on the study design and the level of agreement achieved. Many studies adapt
the number of rounds to their specific objectives (Keeney et al., 2001).

As demonstrated in Table 2, the indicators were evaluated using a Likert scale ranging from 1 to 5. The main
criterion for acceptance was established as a threshold of agreement, utilising the ‘top-2’ approach, which
stipulates that scores must be 4 or higher.

Table 2. Consensus indicators from the Delphi process for the set of items

Item Average SD Mean IQR Aiken’s V 1-CVI CVR Decision
QIM_01 4.55 0.60 5.00 1.00 0.72 0.95 0.90 Accept
QIM_02 4.70 0.47 5.00 1.00 0.75 1.00 1.00 Accept
QIM_03 4.30 1.08 5.00 1.00 0.67 0.80 0.60 Accept
QIM_04 4.10 1.21 4.00 1.00 0.63 0.85 0.70 Accept
QIM_05 4.35 0.81 5.00 1.00 0.68 0.80 0.60 Accept
QIM_06 4.85 0.37 5.00 0.00 0.78 1.00 1.00 Accept
QIM_07 4.80 0.41 5.00 0.00 0.77 1.00 1.00 Accept
QIM_08 4.50 1.10 5.00 0.25 0.71 0.90 0.80 Accept
QIM_09 4.30 1.22 5.00 1.00 0.67 0.90 0.80 Accept
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Item Average SD Mean IQR Aiken’s V I-CVI CVR Decision
QIM_10 4.70 0.92 5.00 0.00 0.75 0.95 0.90 Accept
QIM_11 4.85 0.49 5.00 0.00 0.78 0.95 0.90 Accept
QIM_12 4.75 0.55 5.00 0.00 0.76 0.95 0.90 Accept
QIM_13 4.70 0.57 5.00 0.25 0.75 0.95 0.90 Accept
QIM_14 4.50 1.00 5.00 1.00 0.71 0.90 0.80 Accept
QIM_15 4.25 1.07 4.50 1.00 0.66 0.90 0.80 Accept
QIM_16 4.55 1.00 5.00 0.25 0.72 0.90 0.80 Accept
QIM_17 4.90 0.31 5.00 0.00 0.79 1.00 1.00 Accept
QIM_18 4.80 0.52 5.00 0.00 0.77 0.95 0.90 Accept
QIM_19 4.85 0.37 5.00 0.00 0.78 1.00 1.00 Accept
QIM_20 4.85 0.37 5.00 0.00 0.78 1.00 1.00 Accept
QIM_21 4.65 0.75 5.00 0.00 0.74 0.85 0.70 Accept
QIM_22 4.25 0.79 4.00 1.00 0.66 0.80 0.60 Accept
QIM_23 4.30 1.17 5.00 1.00 0.67 0.80 0.60 Accept
QIM_24 4.20 1.11 4.50 1.00 0.65 0.85 0.70 Accept
QIM_25 4.60 0.75 5.00 1.00 0.73 0.95 0.90 Accept
QIM_26 4.55 1.00 5.00 0.25 0.72 0.90 0.80 Accept
QiM_27 4.50 0.61 5.00 1.00 0.71 0.95 0.90 Accept
QIM_28 4.50 0.83 5.00 1.00 0.71 0.90 0.80 Accept
QIM_29 4.10 1.12 4.00 1.00 0.63 0.80 0.60 Accept
QIM_30 4.60 0.75 5.00 1.00 0.73 0.95 0.90 Accept
QIM_31 4.45 1.10 5.00 1.00 0.70 0.90 0.80 Accept
QIM_32 4.45 1.10 5.00 1.00 0.70 0.90 0.80 Accept
QIM_33 4.70 0.47 5.00 1.00 0.75 1.00 1.00 Accept
QIM_34 4.60 0.75 5.00 1.00 0.73 0.95 0.90 Accept
QIM_35 4.40 1.14 5.00 1.00 0.69 0.85 0.70 Accept
QIM_36 4.65 0.93 5.00 0.00 0.74 0.95 0.90 Accept
QIM_37 4.50 1.00 5.00 1.00 0.71 0.90 0.80 Accept
QIM_38 4.55 0.60 5.00 1.00 0.72 0.95 0.90 Accept

Note. Mean= arithmetic mean; SD= standard deviation; IQR= interquartile range; V de Aiken= Aiken’s V coefficient of content validity; I-CVI= item-level
content validity index; CVR= content validity ratio. Higher values on these indices are indicative of a greater degree of consensus among participants.

The decision to accept was made in accordance with the previously established consensus criteria.
Source: compiled by the authors.

Revista Espariola de Discapacidad, 14(1), 119-142



Cristina Jenaro Rio ¢ Noelia Flores Robaina ¢ Daniel Clavero Herrero * José Manuel Rodriguez Mayoral ¢ 128
Rebeca Fernandez Fernandez ¢ Alfredo Hueso Alonso

The decision to retain the items was based on a set of criteria widely used in content validity studies (e.g.,
Polit & Beck, 2006). Specifically, it considered: (1) Aiken’s V values > 0.60, interpreted as indicative of item
adequacy according to the number of judges and the scale range; (2) Item Content Validity Index (I-CVI)
values > 0.80, as an indicator of substantial agreement among judges; (3) the Content Validity Ratio (CVR),
interpreted by the number of judges, taking positive and high values as evidence of the item’s relevance;
and (4) the mean and the interquartile range (IQR), as indicators of central trend and dispersion, ensuring
that ratings were concentrated in the upper levels of the scale and showed low variability. Furthermore, the
acceptance criteria stipulated that a minimum of 50% of judges must place their ratings within the top two
categories of the scale (i.e. > 4), thereby reflecting a high degree of practical agreement beyond the statistical
indices.

Following the conclusion of the first round of the study, it was determined that no further rounds would be
necessary due to all items meeting the established consensus criteria.

Table 3. Sample items from the questionnaire for the Delphi technique

Items

04. Should you do different things instead of always doing the same things?

08. Is it important to get on well with colleagues?

12. Is it important that customers treat you well?

16. Is it important to be well organised at work?

20. Is it important to have a good work schedule?

24. Is it important to do training or courses that you enjoy?

28. Is it important to be able to give your opinion on work-related matters?

32. Is it important that they appreciate you as a person?

36. Is it important that your job doesn’t harm your health?

Source: compiled by the authors.

2.4. Procedure

The study was conducted at the organisation where the workers are employed. All participants were informed
of the objective of the focus group, their role as experts by experience, the voluntariness and anonymity of
their participation, as well as the confidentiality of the information. Furthermore, it is not possible to associate
their names with the answers given. The distribution of forms was conducted for the purposes of obtaining
informed consent, withdrawing consent, and consenting to the recording of the session. Participants were
informed of the study’s basis in an agreement with the Fundacion Personas and that it had been approved
by the Research Ethics Committee of the University of Salamanca (registration number 1386). To facilitate
the participation of all, two focus groups were held in consecutive sessions during the course of the same
morning. During these sessions, they were informed that in a second phase, the researchers would require
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their individual and anonymous cooperation to assess the relevance and importance of including different
items in the scale to be developed for the assessment of QoL. During the Delphi phase, Word and Excel
files were utilised to ensure better adaptation to individual characteristics. Each participant completed
the questionnaire independently, with assistance from their personal assistant, if required. 20 of the 23
participants who had taken part in the focus groups volunteered to take part in this phase.

2.5. Analysis

The objective was not to assess the current satisfaction of the participants but rather to identify factors that
they consider key to a work-life quality (QWL) scale based on their experience. Consequently, the coding
and qualitative analysis were adjusted in the following ways:

1. The process of extracting categories and subcategories, with the relevant codes to be linked to the
evaluable dimension. Rather than categorising responses as positive or negative personal experiences,
it is more useful to identify the structural, psychosocial or contextual factors that participants cite as
important for assessing QWL.

2. Avoid coding as evaluative categories. We have avoided using labels such as positive aspects or
difficulties. Instead, we have used neutral categories that respond to potential dimensions or factors for
the future scale.

3. The inclusion of emergent and inductive codes, as the participants are experts by experience. This
approach has been employed to allow categories to emerge from their own accounts, even though we
started with a preliminary framework derived from the literature. This inductive approach enabled the
avoidance of imposing existing theoretical frameworks during the category generation phase, reserving
their use for the subsequent interpretation of the results.

The analysis was conducted using an inductive thematic approach. This procedure aligns with methodologies
previously employed in focus group studies in the field of disability (e.g., Jenaro et al., 2013), where systematic
processes of transcript coding are combined with the organisation of data into categories and analytical
dimensions. The Atlas.ti v.9 (2020) software was used to code the text fragments; this software enables the
coding, organisation and exploration of relationships between text segments, facilitating the identification
of patterns and thematic structures in unstructured data (Mufoz Justicia, 2005). The software was used to
select quotes, which were then grouped into codes and assigned to this process, working independently.
Once initial coding was completed, the coders met to discuss and agree on the names of the codes and
groups. Any disagreements were resolved through consensus. This has enabled us to identify the codes
with the greatest rootage, in other words, codes with the most associated citations, as well as the codes
with the highest density, that is those with the most links to other codes. The presence of a greater number
of roots indicates that the theme is of greater importance. Meanwhile, higher density is indicative of greater
complexity or centrality of a theme. Finally, the codes have been used to generate different networks, which
represent the conceptual model of quality of working life, or parts thereof, derived from the participants in
their capacity as experts by experience.

Results of the Delphi method required the use of descriptive statistics to determine the relevance of the
various QWL indicators from the participant’s perspective.
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.|
3. Results

The results of the Delphi process showed a high level of consensus on all items. The I-CVI scores ranged from
0.80 to 1.00, while the CVR scores ranged from 0.60 to 1.00. Meanwhile, the Aiken’s V coefficients ranged from
0.63 to 0.79, indicating adequate levels of content validity. Responses were not widely dispersed, with an IQR
between 0 and 1. These results indicate high levels of agreement among participants, justifying the decision
not to conduct further rounds. However, some items demonstrated moderate Aiken’s V values. This suggests
that further validation phases may be necessary to allow for greater differentiation between indicators. The full
results for all items are in the supplementary material (see Table 2 for more information).

Following the coding of the text excerpts, 325 coded quotations were identified; these were organised into
dimensions and, in turn, into indicators or subcategories (please refer to Table 4 for more information). It is
evident that a significant proportion of the comments (25.2%), to be precise, pertain to aspects of job security
and working conditions. Other frequently mentioned aspects relate to job content (14.8%), supervision and
management (11.7%), pay and compensation (10.5%) and workplace relations and atmosphere (9.2%). In
addition, certain indicators are present more frequently in the coded quotes. The most common of these
are the support of the supervisor, the significance of the tasks, work overload, salary, working conditions
and opportunities for development. It is suggested that these factors are of particular importance to those
involved in shaping the quality of working life. Conversely, certain indicators exhibit a stronger correlation
with other codes, particularly those related to higher density. Examples of this include job satisfaction,
working conditions and work overload. As these indicators also show a high degree of interconnection, the
presentation of results below focuses on them.

Table 4. Dimensions and indicators associated with QWL

Dimensions and indicators Rooting % Density

1. Work content 48 14.8
Work content and tasks 2 0.6 1
Delimitation of the tasks 5 1.5 2
Scarce work 2 0.6 2
Efficiency 7 2.2 2
Different tasks 3 0.9 2
Meaning of the tasks 29 8.9 4

2. Work relations and atmosphere 30 9.2
Work atmosphere 5 1.5 3
Customer relations 3 0.9 1
Interpersonal relationships 10 3.1 1
Teamwork 15 4.6 3
No-conflict work 1 0.3 1
Customer service 1 0.3 2
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Dimensions and indicators Rooting % Density
3. Supervision and management support 38 11.7
Help from the supervisor 31 9.5 2
Human resources administration 1 0.3 4
Organisation 2 0.6 2
Dealing with managers 1 0.3 2
4. Salary and remuneration 34 10.5
Profit (financial gain) 8 2.5 2
Salary 26 8.0 3
5. Stability and conditions 82 25.2
Working conditions 25 7.7 6
Schedule 15 4.6 2
Physical overload 13 4.0 3
Work overload 29 8.9 6
6. Job opportunities 20 6.2
Ongoing training 6 1.8 1
Development opportunities 18 55 3
Promotional opportunities 2 0.6 1
7. Adaptations and support 11 3.4
Job suitability 3 0.9 1
Adapting to change 4 1.2 4
Personal circumstances 4 1.2 4
8. Involvement in decisions 6 1.8
Choice opportunities 1 0.3 4
Decision-making 5 1.5 2
9. Recognition and treatment 26 8.0
Social attitudes 6 1.8 2
Equity 8 2.5 2
Professional acknowledgement 7 2.2 2
Worth/value 2 0.6 2
Employee appraisal 2 0.6 4
Social perception (by customers, society) 1 0.3 4
10. Emotional impact 22 6.8
Impact on health 4 1.2 2
Job satisfaction 12 3.7 14
Personal circumstances (work-life balance) 6 1.8 3
Total number of coded entries 325

Source: compiled by the authors.
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If we examine the indicators with the strongest roots and highest density, the job satisfaction indicator stands
out (see Figure 1), as it is closely linked to numerous indicators across different dimensions. Specifically, it
relates to indicators of recognition and treatment (equity, social recognition and recognition as a worker), job
content (workload and the meaningfulness of tasks) and working relationships and workplace atmosphere
(work environment and teamwork). It is also associated with indicators of remuneration and compensation
(profit and salary), as well as working hours, within the stability and conditions dimension. Observations have
also been made regarding associations with adaptations and support, including personal circumstances and
adjustment to change, as well as involvement in decision-making, including decision-making opportunities.
These associations also extend to the personal situation indicator within the emotional impact dimension.
Overall job satisfaction is identified as a key indicator, as it is linked to most of the dimensions identified, with
the exception of supervision, management and career opportunities.

Figure 1. Job satisfaction indicators and dimensions
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“——  Personal situation ﬂ
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e > Work environment

2. RL Equity < N
—
—>

Personal conditons ——M

Note: The colours represent the different dimensions of QWL, as shown in Table 4. The indicators are listed alongside their respective dimensions,
which are indicated in brackets. Indicators belonging to the same dimension are the same colour.
Source: compiled by the authors.

Below is a graphical representation of another of the most frequently mentioned indicators (i.e., local roots)
and relationships (i.e., density), namely working conditions. This indicator relates to job content (including
tasks and the meaning of tasks), supervision and management (including human resources management),
stability and conditions (working conditions and working hours), adjustments and support (personal
circumstances), and recognition and treatment (professional recognition). These relationships tend to be
more closely linked to objective aspects of work than to subjective ones.
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Figure 2. Indicators relating to working conditions
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Meaning of tasks

Human resources management

Salary

[ 0

Working conditions &——— Professional recognition
Hours
Personal conditions <

 S—

Note: created using Atlas.ti v.9. The colours represent the different dimensions of QWL; indicators belonging to the same dimension are the same

colour.
Source: compiled by the authors.

Another particularly rich indicator in terms of associated citations and links to other indicators is also presented:
the work overload indicator (see Figure 3). Many indicators are linked to the work content dimension (variety
of tasks, low workload, and performance). Aspects of adaptation and support (adjustment to changes) and
emotional impact (effect on health) are also involved. Physical overload is part of this dimension, and both

constitute indicators of stability and working conditions.

Figure 3. Indicators of work overload
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Note: created using Atlas.ti v.9. The colours represent the different dimensions of QWL; indicators belonging to the same dimension are shown in the

same colour.
Source: compiled by the authors.
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Finally, it should be noted that the 38 indicators identified in the previous analysis were used to draw up the
questionnaire for evaluation using the Delphi method. Following the receipt of responses from 20 of the 23
participants in the focus groups, the analysis demonstrated that the items were rated in terms of importance,
with average scores ranging from 4.10 to 4.90. The median scores ranged from 4 to 5 (see Table 2). It should
be noted that items 4 (‘Is it important to do different things and not always the same thing?’) and 29 (‘Is it
important to be able to choose some aspects of your work?’) achieved an average score of 4.10. These
items relate to task variety, decision-making and work overload. The high scores obtained for all items
provide clear evidence of their relevance in the construction of a QWL assessment scale.

Taken together, the results obtained enable the identification of a set of dimensions and indicators relevant
to the assessment of QWL from the participants’ perspective. In particular, it is vital to consider key
elements such as job stability and working conditions, job content, supervision and management, working
relationships and workplace atmosphere, and recognition and treatment. In addition, specific indicators
such as job satisfaction, working conditions, work overload or support from the supervisor must be taken
into account when designing a future scale. These findings provide an empirical basis for the selection and
formulation of items, in line with the participatory approach adopted.

.|
4. Discussion

The results of this study indicate that people with disabilities have identified multiple factors as being key
to assessing their quality of life, which closely correspond to the theoretical frameworks reviewed. The
emerging dimensions show similarities with classic models such as Hackman & Oldham (1976) or the job
demands and resources model (Demerouti et al., 2001), which allows the findings to be situated within the
context of established theoretical frameworks. However, these were not used as the basis for the study’s
design. Furthermore, they offer unique insights grounded in the worker’s personal experiences, emphasising
elements that may be frequently disregarded in conventional assessments. With regard to the moderate
Aiken’s V values observed for some responses, it is possible to interpret these values in the context of a
broad panel of participants. This allows for a greater diversity of ratings to be captured and lends a more
rigorous and conservative nature to the assessment of content validity.

Firstly, indicators relating to the content of work, such as the meaningfulness of tasks, variety or autonomy,
clearly reflect the dimensions proposed by Hackman & Oldham (1980): skill variety, task identity and
meaningfulness. However, the components in our study are closely related to the emotional dimension,
where job satisfaction emerges as a key indicator. This is strongly linked to multiple dimensions, ranging from
recognition to involvement in decision-making. This finding is in line with recent research, which identifies job
satisfaction as a key indicator of well-being in the workplace for people with intellectual disabilities (Leclerc
et al., 2026). This finding emphasises that QWL needs to be understood in a holistic way, bringing together
both the objective aspects of the job and the worker’s subjective experiences.

Secondly, it emphasises the significance attributed to job stability and working conditions, with aspects such
as physical or mental strain, working hours and general working conditions. These results align with research
showing the impact of work-related stress and working conditions on well-being in the context of disability
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(e.g., Holding et al., 2024). This section, which is cited most frequently by participants, is directly linked to
the job demands of the JD-R model. These demands have consequences for emotional health, well-being
and job retention (Flores et al., 2021; Vassos et al., 2019). The indicator of perceived work overload merits
particular attention, as it is not only prevalent but also intimately connected to other dimensions, such as job
content, expected performance and individual adjustments. It is evident that this aspect cannot be analysed
in isolation; rather, it should be considered a cross-cutting phenomenon that permeates the entire work
experience of this group.

Thirdly, although the role of supervisor support is frequently mentioned, it does not appear to be as strongly
linked as other indicators. This may suggest that, whilst it is important, its influence is mediated by other
factors. However, previous literature has shown that positive and tailored supervision is a strong predictor
of satisfaction and commitment (Akkerman et al., 2018a; Arnold & Harris, 2025; Smedema et al., 2018).
Therefore, it would be advisable to explore this dimension in greater depth in future validation phases.

Another area of growing importance is that of recognition and treatment, where indicators such as personal
and social esteem, a sense of fairness, and the perception of being treated as a valuable employee are
directly linked to job satisfaction. The results suggest that employment has a symbolic dimension for people
with disabilities, linked to recognition, identity and social relationships. It is not only the type of tasks they
perform that matters, but also how they are viewed and treated by those around them. In accordance with
the principles established by the Convention (ONU, 2006), these experiences demonstrate that employment
possesses a value that extends beyond its purely functional aspect.

Furthermore, less common forms of participation in decision-making appear to be strongly linked to key
indicators such as satisfaction, autonomy and fairness. This finding aligns with the principles of participatory
approaches and the evidence suggesting that active involvement, not only in work but also in the research
process, increases perceptions of agency, self-esteem and well-being (Pallisera et al., 2017; Stack and
McDonald, 2018). The under-representation of this dimension may indicate a discrepancy between
employees’ desire for participation and the actual opportunities to exercise it. This represents an area for
improvement for organisations in the workplace sector analysed.

Finally, it should be noted that certain factors which are traditionally considered central in the relevant
literature (for example, wages) are identified in this study as relevant, but not a priority. This should not
be interpreted as a lack of importance, but rather as evidence that, for many people with disabilities, the
quality of work is also measured in non-financial terms: feeling useful, valued, supported or understood.
Similarly, the impact of salary on the quality of working life is not solely determined by absolute figures;
rather, it is influenced by subjective factors such as fairness and whether the salary is appropriate to an
individual’s personal circumstances. In this regard, employees may be more influenced by their perception
of pay in relation to the effort involved, the treatment received or their own needs, than by its objective
amount. However, this finding should be interpreted with caution, as pay constitutes a structural element of
employment and a key component of the right to work. The observation that the economic aspect was less
prominent in the participants’ accounts may be indicative of the influence of other factors on their daily lives,
rather than a lack of relevance of the economic component. This prompts a line of inquiry for future research
that could explore the role of wages in different work contexts in greater depth.

It is important to acknowledge the limitations of this study, particularly with regard to the extent to which
the findings can be generalised. The research was conducted within a single third-sector organisation
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with relatively structured and adapted working conditions, and the participants were employed in special
employment centres. This may limit the generalisability of the findings to other work contexts with different
organisational characteristics. Furthermore, while a diverse sample of workers with disabilities was sought,
the non-probabilistic nature and convenience sampling may introduce biases in the representation of the
work experience. Furthermore, while the primary focus of this article has been on identifying indicators
and dimensions of CVL deemed relevant by workers with disabilities, it is recommended that this study be
complemented by incorporating other perspectives. These could include support staff, human resources
managers, and workers without disabilities in these services, which could enrich the analysis.

Despite its limitations, the study makes several significant contributions. Firstly, it is a study in which workers
with disabilities have been directly involved as experts by experience in the design of an assessment tool. This
participatory and rights-based approach is central to the study’s ethos. From a methodological perspective,
this study adopts a participatory approach that recognises people with disabilities as active agents in the
production of knowledge. While it may not be a model of inclusive research in its most comprehensive form,
it does incorporate key elements of co-creation that enable progress towards more democratic and context-
specific models of evaluation. Secondly, it has promoted the inductive and situated identification of relevant
dimensions for evaluating the quality of life of people with disabilities (QOL) based on the voices of those
who experience it, moving beyond traditional normative approaches or those adapted from the general
population. Thirdly, the combined methodological approach of focus groups and the Delphi technique
applied to workers with disabilities, together with linguistic accessibility adaptations based on easy-to-read
language, reinforce the methodological rigour and appropriateness of the study. Furthermore, the study’s
findings can be interpreted within the framework of models such as the demands-resources model and the
job characteristics model, demonstrating their applicability to groups with disabilities, with an emphasis on
under-explored dimensions such as the meaning of work or social recognition.

Revista Espariola de Discapacidad, 14(1), 119-142



Quality of working life according to workers with disabilities as experts by experience 137

. ___________________________________________________________________________________________________________________|
Bibliographic references

Akkerman, A., Janssen, C. G. C., Kef, S. & Meininger, H. P. (2016). Job satisfaction of people with intellectual
disabilities in integrated and sheltered employment: an exploration of the literature. Journal of Policy and
Practice in Intellectual Disabilities, 13(3), 205-216. https://doi.org/10.1111/jppi.12168.

Akkerman, A., Kef, S. & Meininger, H. P. (2018a). Job satisfaction of people with intellectual disabilities: the role of
basic psychological need fulfillment and workplace participation. Disability and Rehabilitation: an International,
Multidisciplinary Journal, 40(10), 1192-1199. https://doi.org/10.1080/09638288.2017.1294205.

Akkerman, A., Kef, S. & Meininger, H. P. (2018b). Job satisfaction of people with intellectual disability: associations
with job characteristics and personality. American Journal on Intellectual and Developmental Disabilities,
123(1), 17-32. https://www.tandfonline.com/doi/full/10.1352/1944-7558-123.1.17.

Alvarado Torres, N., Garcia-Dominguez, L., Esteban Sanchez, L. & Aguayo Romero, V. (2025). Los servicios de
apoyo desde la perspectiva de las personas con discapacidad intelectual y/o del desarrollo: una investigacion
inclusiva. Siglo Cero, 56(2), 139-163. https://doi.org/10.14201/scero.31957.

Alves, P. P. H., Bezerra, H. J. S. & Torres, T. de L. (2022). Inclusdo de trabalhadores com deficiéncia: revisdo
integrativa. Psicologia: Teoria e Pratica, 24(2), 1-20. https://doi.org/10.5935/1980-6906/eptpsp13655.pt.

Amezcua, M. (2003). La entrevista en grupo: caracteristicas, tipos y utilidades en investigacion cualitativa.
Enfermeria Clinica, 13(2), 112-117. https://doi.org/10.1016/S1130-8621(03)73791-7.

Arboleda, L. M. (2008). El grupo de discusién como aproximacion metodoldgica en investigaciones cualitativas.
Revista de la Facultad Nacional de Salud Publica, 26(1). https://dialnet.unirioja.es/descarga/articulo/5079739.
pdf.

Arnold, C. K. & Harris, S. P. (2025). Instrumental support: accounts from adults with intellectual and developmental
disabilities. Journal of Developmental and Physical Disabilities, 37(1), 51-77. https://doi.org/10.1007/s10882-
024-09981-5.

ATLAS.ti Scientific Software Development GmbH (2020). ATLAS.ti (Versidn 9) [Software]. https://atlasti.com/.

Benz, C., Norman, R., Hendrie, D., Robinson, S., ScottJeffs, W., Locantro, M., Welsh, M. & McKercher, K. (2024).
Community-based participatory research through codesign with lived experience of disability. Research
Involvement and Engagement, 10, 47. https://doi.org/10.1186/s40900-024-00573-3.

Bigby, C., Frawley, P. & Ramcharan, P. (2014). Conceptualizing inclusive research with people with intellectual
disability. Journal of Applied Research in Intellectual Disabilities, 27(1), 3-12. https://doi.org/10.1111/jar.12083.

Bishop, R., Laugharne, R., Shaw, N., Russell, A. M., Goodley, D., Banerjee, S., Clack, E., Shankar, R., SpeakUp &
CHAMPS (2024). The inclusion of adults with intellectual disabilities in health research — Challenges, barriers
and opportunities: a mixed-method study among stakeholders in England. Journal of Intellectual Disability
Research, 68(2), 140-149. https://doi.org/10.1111/jir.13097.

Blanz, M. (2017). Employees’ job satisfaction: a test of the Job Characteristics Model among social work
practitioners. Journal of Evidence-Informed Social Work, 14(1), 35-50. https://doi.org/10.1080/23761407.20
17.1288187.

Brooks, J. M., lwanaga, K., Chan, F, Lee, B., Chen, X., Wu, J.-R., Walker, R. & Fortuna, K. L. (2021). Psychometric
validation of the Job Satisfaction of Persons with Disabilities Scale in a sample of peer support specialists.
Psychiatric Rehabilitation Journal, 44(1), 93-98. https://psycnet.apa.org/doi/10.1037/prj0000411.

Revista Espariola de Discapacidad, 14(1), 119-142


https://doi.org/10.1111/jppi.12168
https://doi.org/10.1080/09638288.2017.1294205
https://www.tandfonline.com/doi/full/10.1352/1944-7558-123.1.17
https://doi.org/10.14201/scero.31957
https://doi.org/10.5935/1980-6906/eptpsp13655.pt
https://doi.org/10.1016/S1130-8621(03)73791-7
https://dialnet.unirioja.es/descarga/articulo/5079739.pdf
https://dialnet.unirioja.es/descarga/articulo/5079739.pdf
https://doi.org/10.1007/s10882-024-09981-5
https://doi.org/10.1007/s10882-024-09981-5
https://doi.org/10.33736/ijbs.5625.2023
https://doi.org/10.1186/s40900-024-00573-3
https://doi.org/10.1111/jar.12083
https://doi.org/10.1111/jir.13097
https://doi.org/10.1080/23761407.2017.1288187
https://doi.org/10.1080/23761407.2017.1288187
https://psycnet.apa.org/doi/10.1037/prj0000411

Cristina Jenaro Rio ¢ Noelia Flores Robaina ¢ Daniel Clavero Herrero * José Manuel Rodriguez Mayoral ¢ 138
Rebeca Fernandez Fernandez ¢ Alfredo Hueso Alonso

Buss Thofehrn, M., Lépez Montesinos, M. J., Rutz Porto, A., Coelho Amestoy, S., Oliveira Arrieira, |. C. & Mikla,
M. (2013). Grupo focal: una técnica de recogida de datos en investigaciones cualitativas. /ndex de Enfermeria,
22(1), 75-78. https://dx.doi.org/10.4321/51132-12962013000100016.

Cashin, A., Kersten, M., Howie, V., Pracilio, A., Morphet, J., Griffin, K., Trollor, J. N. y Wilson, N. J. (2025). The
experience of facilitating inclusive research advisory groups with parents and people with intellectual disability
and/or autism spectrum disorder. Advances in Nursing Science, 48(1), 21-40. https://doi.org/10.1097/
ans.0000000000000497.

Clark, L., Pett, M. A, Cardell, E. M., Guo, J. W. & Johnson, E. (2017). Developing a health-related quality-of-
life measure for people with intellectual disability. Intellectual and Developmental Disabilities, 55(3), 140-153.
https://doi.org/10.1352/1934-9556-55.3.140.

Davison, J., Maguire, S., McLaughlin, M. & Simms, V. (2022). Involving adolescents with intellectual disability in
the adaptation of self-reported subjective well-being measures: participatory research and methodological
considerations. Journal of Intellectual Disability Research, 66(7), 628-641. https://doi.org/10.1111/jir.12936.

de Carvalho-Freitas, M. N., de Oliveira, M. S., Tette, R. P. G. & Santos, J. C. (2024). Organizational context and
inclusion: perceptions of managers and people with disabilities. Applied Psychology: an International Review,
73(3), 1026-1054. https://psycnet.apa.org/doi/10.1111/apps.12486.

Demerouti, E., Bakker, A. B., Nachreiner, F. & Schaufeli, W. B. (2001). The job demands-resources model of burnout.
Journal of Applied Psychology, 86(3), 499-512. https://psycnet.apa.org/doi/10.1037/0021-9010.86.3.499.

Derbis, R. & Jasinski, A. M. (2018). Work satisfaction, psychological resiliency and sense of coherence as correlates
of work engagement. Cogent Psychology, 5(1), 1451610. https://doi.org/10.1080/23311908.2018.1451610.

Di Maggio, I., Santilli, S., Nota, L. & Ginevra, M. C. (2019). The predictive role of self-determination and psychological
empowerment on job satisfaction in persons with intellectual disability. Advances in Neurodevelopmental
Disorders, 3(2), 197-203. https://doi.org/10.1007/s41252-019-00110-4.

Donaduzzi, D. S. da S., Beck, C. L. C., Weiller, T. H., Fernandes, M. N. da S. & Vieiro, V. (2015). Grupo focal y analisis
de contenido en investigacion cualitativa. Index de Enfermeria, 24(1), 71-75. https://dx.doi.org/10.4321/51132-
12962015000100016.

Eissenstat, S. J., Lee, Y. & Hong, S. (2022). An examination of barriers and facilitators of job satisfaction and
job tenure among persons with disability in South Korea. Rehabilitation Counseling Bulletin, 65(4), 310-321.
https://psycnet.apa.org/doi/10.1177/00343552211006767.

Embregts, P. J. C. M., Taminiau, E. F, Heerkens, L., Schippers, A. P. & van Hove, G. (2018). Collaboration in
inclusive research: competencies considered important for people with and without intellectual disabilities.
Journal of Policy & Practice in Intellectual Disabilities, 15(3), 193-201. https://doi.org/10.1111/jppi.12248.

Flores, N., Jenaro, C., Orgaz, M. B. & Martin Cilleros, M. V. (2011). Understanding quality of working life of workers
with intellectual disabilities. Journal of Applied Research in Intellectual Disabilities, 24(2), 133-141. https://doi.
org/10.1111/j.1468-3148.2010.00576.x.

Flores, N., Moret-Tatay, C., Gutiérrez-Bermejo, B., Vazquez, A. & Jenaro, C. (2021). Assessment of occupational
health and job satisfaction in workers with intellectual disability: a job demands-resources perspective.
International Journal of Environmental Research and Public Health, 18(4), 2072. https://doi.org/10.3390/
ijerph18042072.

Frankena, T. K., Naaldenberg, J., Cardol, M., Meijering, J. V., Leusink, G. & van Schrojenstein Lantman-de Valk,
H. M. J. (2016). Exploring academics’ views on designs, methods, characteristics and outcomes of inclusive
health research with people with intellectual disabilities: a modified Delphi study. BMJ Open, 6(8), https://doi.
org/10.1136/bmjopen-2016-011861.

Revista Espariola de Discapacidad, 14(1), 119-142


https://dx.doi.org/10.4321/S1132-12962013000100016
https://doi.org/10.1097/ans.0000000000000497
https://doi.org/10.1097/ans.0000000000000497
https://doi.org/10.1352/1934-9556-55.3.140
https://doi.org/10.1111/jir.12936
https://psycnet.apa.org/doi/10.1111/apps.12486
https://psycnet.apa.org/doi/10.1037/0021-9010.86.3.499
https://doi.org/10.1080/23311908.2018.1451610
https://doi.org/10.1007/s41252-019-00110-4
https://dx.doi.org/10.4321/S1132-12962015000100016
https://dx.doi.org/10.4321/S1132-12962015000100016
https://psycnet.apa.org/doi/10.1177/00343552211006767
https://doi.org/10.1111/jppi.12248
https://doi.org/10.1111/j.1468-3148.2010.00576.x
https://doi.org/10.1111/j.1468-3148.2010.00576.x
https://doi.org/10.3390/ijerph18042072
https://doi.org/10.3390/ijerph18042072
https://doi.org/10.1136/bmjopen-2016-011861
https://doi.org/10.1136/bmjopen-2016-011861

Quality of working life according to workers with disabilities as experts by experience 139

Fullana Noell, J., Pallisera Diaz, M., Vila Sufié, M. & Puyalto Rovira, C. (2016). Las personas con discapacidad
intelectual como investigadoras. Debates, retos y posibilidades de la investigacién inclusiva. EMPIRIA. Revista
de Metodologia de Ciencias Sociales, 33, 111-138. https://doi.org/10.5944/empiria.33.2016.15866.

Garcia Meza, A. & Ontiveros Delfin, V. (2019). El grupo focal como herramienta metodoldgica en la investigacion
educativa. En C. Martinez Garrido & F. J. Murillo Torrecilla (Coords.), Investigacion comprometida para la
transformacion social: actas del XIX Congreso Internacional de Investigacion Educativa (vol. 2, pp. 287-292).
AIDIPE. https://aidipe2019.aidipe.org/files/2019/06/Actas_AIDIPE2019_Vol_Il.pdf.

Gupta, V., Eames, C., Golding, L., Greenhill, B., Qi, R., Allan, S., Bryant, A. & Fisher, P. (2023). Understanding
the identity of lived experience researchers and providers: a conceptual framework and systematic narrative
review. Research Involvement and Engagement, 9, 26. https://doi.org/10.1186/s40900-023-00439-0.

Hackman, J. R. & Oldham, G. R. (1976). Motivation through the design of work: test of a theory. Organizational
Behavior and Human Performance, 16(2), 250-279. https://doi.org/10.1016/0030-5073(76)90016-7.

Hackman J. R. & Oldham G. R. (1980). Work redesign. Addison-Wesley.

Haigh, A., Lee, D., Shaw, C., Hawthorne, M., Chamberlain, S., Newman, D. W., Clarke, Z. & Beail, N. (2013). What
things make people with a learning disability happy and satisfied with their lives: an inclusive research project.
Journal of Applied Research in Intellectual Disabilities, 26(1), 26-33. https://doi.org/10.1111/jar.12012.

Han, S.H., Oh, E. G. &Kang, S. (2020). The link between transformational leadership and work-related performance:
moderated-mediating roles of meaningfulness and job characteristics. Leadership & Organization Development
Journal, 41(4), 519-533. https://doi.org/10.1108/LODJ-04-2019-0181.

Hasson, F., Keeney, S. & McKenna, H. (2000). Research guidelines for the Delphi survey technique. Journal of
Advanced Nursing, 32(4), 1008-1015. https://doi.org/10.1046/j.1365-2648.2000.t01-1-01567 .x.

Heerings, M., van de Bovenkamp, H., Cardol, M. & Bal, R. (2022). Ask us! Adjusting experience-based codesign to
be responsive to people with intellectual disabilities, serious mental illness or older persons receiving support
with independent living. Health Expectations: an International Journal of Public Participation in Health Care &
Health Policy, 25(5), 2246-2254. https://doi.org/10.1111/hex.13436.

Hewitt, O., Langdon, P. E., Tapp, K. & Larkin, M. (2023). A systematic review and narrative synthesis of inclusive
health and social care research with people with intellectual disabilities: how are co-researchers involved and
what are their experiences? Journal of Applied Research in Intellectual Disabilities, 36(4), 681-701. https://doi.
org/10.1111/jar.13100.

Heyman, M., Stokes, J. E. & Siperstein, G. N. (2016). Not all jobs are the same: predictors of job quality for adults
with intellectual disabilities. Journal of Vocational Rehabilitation, 44(3), 299-306. https://doi.org/10.3233/JVR-
160800.

Holding, M. A., Parkinson, L. & Taylor, D. (2024). Work stress and professional quality of life in disability support
workers: the mediating role of psychological flexibility. Journal of Intellectual and Developmental Disability,
49(4), 425-437. https://doi.org/10.3109/13668250.2024.2323204.

Inclusion Europe & FEAPS (2012). Informacion para todos. Las reglas europeas para hacer informacion facil de
leer y comprender. Inclusion Europe & FEAPS. https://www.inclusion-europe.eu/wp-content/uploads/2017/06/
ES_Information_for_all.pdf.

Jenaro, C., Vega, V., Flores, N. & Cruz, M. (2013). Quality of services and quality of life from service providers’
perspectives: analysis with focus groups. Journal of Intellectual Disability Research, 57(6), 489-499. https://doi.
org/10.1111/j.1365-2788.2012.01548.x.

Revista Espariola de Discapacidad, 14(1), 119-142


https://doi.org/10.5944/empiria.33.2016.15866
https://aidipe2019.aidipe.org/files/2019/06/Actas_AIDIPE2019_Vol_II.pdf
https://doi.org/10.1186/s40900-023-00439-0
https://doi.org/10.1016/0030-5073(76)90016-7
https://doi.org/10.1111/jar.12012
https://doi.org/10.1108/LODJ-04-2019-0181
https://doi.org/10.1046/j.1365-2648.2000.t01-1-01567.x
https://doi.org/10.1111/hex.13436
https://doi.org/10.1111/jar.13100
https://doi.org/10.1111/jar.13100
https://psycnet.apa.org/doi/10.3233/JVR-160800
https://psycnet.apa.org/doi/10.3233/JVR-160800
https://doi.org/10.3109/13668250.2024.2323204
https://www.inclusion-europe.eu/wp-content/uploads/2017/06/ES_Information_for_all.pdf
https://www.inclusion-europe.eu/wp-content/uploads/2017/06/ES_Information_for_all.pdf
https://doi.org/10.1111/j.1365-2788.2012.01548.x
https://doi.org/10.1111/j.1365-2788.2012.01548.x

Cristina Jenaro Rio ¢ Noelia Flores Robaina ¢ Daniel Clavero Herrero * José Manuel Rodriguez Mayoral ¢ 140
Rebeca Fernandez Fernandez ¢ Alfredo Hueso Alonso

Jorm, A. F. (2015). Using the Delphi expert consensus method in mental health research. Australian & New Zealand
Journal of Psychiatry, 49(10), 887-897. https://doi.org/10.1177/0004867415600891.

Keeney, S., Hasson, F. & McKenna, H. P. (2001). A critical review of the Delphi technique as a research
methodology for nursing. International Journal of Nursing Studies, 38(2), 195-200. https://doi.org/10.1016/
S0020-7489(00)00044-4.

Knevel, J., Wilken, J. P. & Schippers, A. (2022). Experiences of inclusive action and social design research with
social workers and people with intellectual disabilities. Social Sciences, 11(3), 121. https://doi.org/10.3390/
socsci11030121.

Kocman, A. & Weber, G. (2018). Job satisfaction, quality of work life and work motivation in employees with
intellectual disability: a systematic review. Journal of Applied Research in Intellectual Disabilities, 31(1), 1-22.
https://doi.org/10.1111/jar.12319.

Kover, S. T. & Abbeduto, L. (2023). The work ahead for intellectual and developmental disabilities research.
American Journal on Intellectual and Developmental Disabilities, 128(5), 388-392. https://www.tandfonline.
com/doi/full/10.1352/1944-7558-128.5.388.

Leclerc, E., Ginoux, C. e Isoard-Gautheur, S. (2026). A systematic review of indicators, predictors, and intervention
strategies for the well-being at work of individuals with intellectual disabilities. Journal of Policy and Practice in
Intellectual Disabilities, 23(1), €70047. https://doi.org/10.1111/jppi.70047.

Lofquist, A. & Davis, R. (1991). A theory of work adjustment. University of Minnesota Press.

Lépez, A. (2022). Investigacion cualitativa: grupos focales y su aplicacion en las ciencias sociales. Cuadernos de
Sociologia, 2(4), 66-84. https://doi.org/10.54549/cs.2022.2.4.4539.

Lukas, J. F, Lizasoain, L., Galarreta, J. & Etxeberria, J. (2018). Job satisfaction among disabled people in the
sheltered workshop: differential analysis. Journal of Applied Research in Intellectual Disabilities, 31(6), 1174-
1185. https://doi.org/10.1111/jar.12492.

Majid, M., Todowede, O., Roy, A., Jordan, G. & Rennick-Egglestone, S. (2025). Time to prioritise the use of
participatory research methods for people with intellectual disabilities. The British Journal of Psychiatry, 228(2),
92-94. https://doi.org/10.1192/bjp.2025.96.

McFarland, B., Bryant, L., Wark, S. & Morales-Boyce, T. (2024). Adaptive interviewing for the inclusion of people
with intellectual disability in qualitative research. Journal of Applied Research in Intellectual Disabilities, 37(1),
e€13182. https://doi.org/10.1111/jar.13182.

McKenna, H. P. (1994). The Delphi technique: a worthwhile research approach for nursing? Journal of Advanced
Nursing, 19(6), 1221-1225. https://doi.org/10.1111/j.1365-2648.1994.tb01207 .x.

McMillan, S. S., King, M. & Tully, M. P. (2016). How to use the nominal group and Delphi techniques. International
Journal of Clinical Pharmacy, 38(3), 655-662. https://doi.org/10.1007/s11096-016-0257-x.

Meynhardt, T., Hermann, C. & Bardeli, J. (2024). Connecting value creation for society with work engagement:
the relevance of an organization’s public value as an extension of the job characteristics model. Current
Psychology, 43(27), 23260-23277. https://doi.org/10.1007/s12144-024-05922-9.

Morgan, M. F,, Moni, K. B. & Cuskelly, M. (2015). The development of research skills in young adults with intellectual
disability in participatory research. International Journal of Disability, Development and Education, 62(4), 438-
457. https://doi.org/10.1080/1034912X.2015.1028905.

Mosadeghrad, A. M. (2013). Quality of working life: an antecedent to employee turnover intention. International
Journal of Health Policy and Management, 1(1), 49-58. https://doi.org/10.15171/ijhpm.2013.07.

Revista Espariola de Discapacidad, 14(1), 119-142


https://doi.org/10.1177/0004867415600891
https://doi.org/10.1016/S0020-7489(00)00044-4
https://doi.org/10.1016/S0020-7489(00)00044-4
https://doi.org/10.3390/socsci11030121
https://doi.org/10.3390/socsci11030121
https://doi.org/10.1111/jar.12319
https://www.tandfonline.com/doi/full/10.1352/1944-7558-128.5.388
https://www.tandfonline.com/doi/full/10.1352/1944-7558-128.5.388
https://doi.org/10.1111/jppi.70047
https://doi.org/10.54549/cs.2022.2.4.4539
https://doi.org/10.1111/jar.12492
https://doi.org/10.1192/bjp.2025.96
https://doi.org/10.1111/jar.13182
https://doi.org/10.1111/j.1365-2648.1994.tb01207.x
https://doi.org/10.1007/s11096-016-0257-x
https://doi.org/10.1007/s12144-024-05922-9
https://doi.org/10.1080/1034912X.2015.1028905
https://doi.org/10.15171/ijhpm.2013.07

Quality of working life according to workers with disabilities as experts by experience 141

Mufoz Justicia, J. (2005) Andlisis cualitativo de datos textuales con Atlas.ti 5. Manual del programa. https://doi.
org/10.13140/RG.2.1.4393.2646.

Ocloo, J., Garfield, S., Franklin, B. D. & Dawson, S. (2024). Participatory research with co-researchers with lived
experience of disability: reflections on power and impact. International Journal of Qualitative Methods, 23,
16094069241216913. https://doi.org/10.3389/fpsyt.2025.1530093.

Organizacion de las Naciones Unidas (2006). Convencion sobre los derechos de las personas con discapacidad.
ONU. https://www.un.org/esa/socdev/enable/documents/tccconvs.pdf.

Pallisera Diaz, M., Fullana Noell, J., Puyalté Rovira, C. P, Vila Sufi¢, M. & Diaz Garolera, G. (2017). Apoyando la
participacién real de las personas con discapacidad intelectual: una experiencia de investigacion inclusiva
sobre vida independiente. Revista Espafiola de Discapacidad, 5(1), 7-24. https://redis.cedid.es/index.php/
redis/article/view/282/pdf_66.

Pérez-Conesa, F. J., Romeo, M. & Yepes-Baldo, M. (2018). The moderator effect of commitment on the relations
between satisfaction and motivation in special employment centres. Journal of Applied Research in Intellectual
Disabilities, 31(2), 312-317. https://doi.org/10.1111/jar.12410.

Pfeiffer, B., Hallock, T., Tomczuk, L. & Kramer, J. (2024). Peer support provided by people with intellectual and
developmental disabilities: a rapid scoping review to develop a toolkit for inclusive research. Social Sciences,
13(1), 47. https://doi.org/10.3390/socsci13010047.

Polit, D. F. & Beck, C. T. (2006). The content validity index: are you sure you know what'’s being reported? Critique
and recommendations. Research in Nursing & Health, 29(5), 489-497. https://doi.org/10.1002/nur.20147.

Reguant Alvarez, M. & Torrado Fonseca, M. (2016). El método Delphi. REIRE. Revista d’Innovacié i Recerca en
Educacio, 9(2), 87-102. https://doi.org/10.1344/reire2016.9.1916.

Romeo, M., Yepes-Baldo, M. & Lins, C. (2020). Job satisfaction and turnover intention among people with
disabilities working in special employment centers: the moderation effect of organizational commitment.
Frontiers in Psychology, 11, 1035. https://doi.org/10.3389/fpsyg.2020.01035.

Rubel, M. R. B., Kee, D. M. H. &Rimi, N. N. (2023). Quality of work life and employee work outcomes: a hierarchical
model with mediation analysis. International Journal of Business and Society, 24(1), 421-439. https://doi.
org/10.33736/ijbs.5625.2023.

Salmon, N., Barry, A. & Hutchins, E. (2018). Inclusive research: an Irish perspective. British Journal of Learning
Disabilities, 46(4), 268-277. https://doi.org/10.1111/bld.12247.

Shaw, J. & Wickenden, M. (2024). ’| am pleased to share my thoughts and opinions’- including marginalised people
with disabilities in inclusive qualitative research in Bangladesh through creative, relational methodologies.
International Journal of Qualitative Methods, 23(1), 1-20. https://doi.org/10.1177/16094069241257948.

Smedema, S. M., Chan, F, Wang, M.H., Umucu, E., Yasui, N. Y., Tu, W.M., Ditchman, N. & Wang, C.C. (2016).
Psychometric validation of the Taiwanese version of the Job Satisfaction of Persons with Disabilities Scale in a
sample of individuals with poliomyelitis. Australian Journal of Rehabilitation Counselling, 22(1), 27-39. https://
psycnet.apa.org/doi/10.1017/jrc.2016.1.

Smedema, S. M., Kesselmayer, R. F. & Peterson, L. (2018). Evaluation of a multiple mediator model of the relationship
between core self- evaluations and job satisfaction in employed individuals with disabilities. Rehabilitation
Research, Policy and Education, 32(2), 139-154. https://psycnet.apa.org/doi/10.1891/2168-6653.32.2.139.

Smedema, S. M. & Talbot, R. M. (2020). Psychometric validation of the Job Satisfaction of Persons with Disabilities
Scale. Rehabilitation Research, Policy and Education, 34(3), 176-189. https://psycnet.apa.org/doi/10.1037/
prj0000411.

Revista Espariola de Discapacidad, 14(1), 119-142


https://doi.org/10.13140/RG.2.1.4393.2646
https://doi.org/10.13140/RG.2.1.4393.2646
https://doi.org/10.3389/fpsyt.2025.1530093
https://www.un.org/esa/socdev/enable/documents/tccconvs.pdf
https://redis.cedid.es/index.php/redis/article/view/282/pdf_66
https://redis.cedid.es/index.php/redis/article/view/282/pdf_66
https://doi.org/10.1111/jar.12410
https://doi.org/10.3390/socsci13010047
https://doi.org/10.1002/nur.20147
https://doi.org/10.1344/reire2016.9.1916
https://doi.org/10.1111/jar.12492
https://www.researchgate.net/publication/369965078_QUALITY_OF_WORK_LIFE_AND_EMPLOYEE_WORK_OUTCOMES_A_HIERARCHICAL_MODEL_WITH_MEDIATION_ANALYSIS
https://www.researchgate.net/publication/369965078_QUALITY_OF_WORK_LIFE_AND_EMPLOYEE_WORK_OUTCOMES_A_HIERARCHICAL_MODEL_WITH_MEDIATION_ANALYSIS
https://doi.org/10.1111/bld.12247
https://doi.org/10.1177/16094069241257948
https://psycnet.apa.org/doi/10.1017/jrc.2016.1
https://psycnet.apa.org/doi/10.1017/jrc.2016.1
https://psycnet.apa.org/doi/10.1891/2168-6653.32.2.139
https://psycnet.apa.org/doi/10.1037/prj0000411
https://psycnet.apa.org/doi/10.1037/prj0000411

Cristina Jenaro Rio ¢ Noelia Flores Robaina ¢ Daniel Clavero Herrero * José Manuel Rodriguez Mayoral ¢ 142
Rebeca Fernandez Fernandez ¢ Alfredo Hueso Alonso

Sonnentag, S. (2017). A task-level perspective on work engagement: a new approach that helps to differentiate
the concepts of engagement and burnout. Burnout Research, 5. https://doi.org/10.1016/j.burn.2017.04.001.

Stack, E. E. & McDonald, K. (2018). We are “both in charge, the academics and self-advocates”: Empowerment in
community-based participatory research. Journal of Policy and Practice in Intellectual Disabilities, 15(1), 80-89.
https://doi.org/10.1111/jppi.12236.

Strnadova, I. & Cumming, T. M. (2014). People with intellectual disabilities conducting research: new directions for
inclusive research. Journal of Applied Research in Intellectual Disabilities, 27(1), 1-2. https://doi.org/10.1111/
jar.12075.

Sundar, V., & Brucker, D. L. (2019). Personal and organizational determinants of job satisfaction for workers with
disabilities. Rehabilitation Counseling Bulletin, 62(3), 170-179. https://doi.org/10.1177/0034355218770272.
Teborg, S., Hinefeld, L. & Gerdes, T. S. (2024). Exploring the working conditions of disabled employees: a scoping

review. Journal of Occupational Medicine and Toxicology, 19, 2. https://doi.org/10.1186/s12995-023-00397-z.

Toledo, L. C., de Andrade, S. M. & Stéfani, S. R. (2023). Qualidade de vida no trabalho: percepcédo de
servidores publicos municipais com deficiéncia. Psicologia Educacgédo e Cultura, 27(1), 108-127. https://doi.
org/10.36311/1519-0110.2019.v20n1.04.p45.

Vassos, M., Nankervis, K., Skerry, T. & Lante, K. (2019). Can the job demand-control-(support) model predict
disability support worker burnout and work engagement? Journal of Intellectual and Developmental Disability,
44(2), 139-149. https://doi.org/10.3109/13668250.2017.1310818.

Vega-Cérdova, V., Alvarez—Aguado, I, Jenaro, C., Spencer-Gonzalez, H. & Diaz Araya, M. (2020). Analyzing roles,
barriers, and supports of co-researchers in inclusive research. Journal of Policy and Practice in Intellectual
Disabilities, 17(4), 318-331. https://doi.org/10.1111/jppi.12354.

Walmsley, J. & Johnson, K. (2003). Inclusive research with people with learning disabilities: past, present and
futures. University of Bristol.

Revista Espariola de Discapacidad, 14(1), 119-142


https://psycnet.apa.org/doi/10.1016/j.burn.2017.04.001
https://doi.org/10.1111/jppi.12236
https://doi.org/10.1111/jar.12075
https://doi.org/10.1111/jar.12075
https://doi.org/10.1177/0034355218770272
https://doi.org/10.1186/s12995-023-00397-z
https://doi.org/10.36311/1519-0110.2019.v20n1.04.p45
https://doi.org/10.36311/1519-0110.2019.v20n1.04.p45
https://doi.org/10.3109/13668250.2017.1310818
https://doi.org/10.1111/jppi.12354

	_Hlk203667022
	_Hlk203667022
	_heading=h.qh5cswk8d4pq
	_heading=h.2ag8uxqkhbtn
	_Hlk204163045
	_Hlk204163055
	_Hlk185712675
	_Hlk185790385
	_Hlk187335486
	_Hlk204164369
	_Hlk160354938
	_Hlk160478404
	_Hlk160478426
	_Hlk160478434
	_Hlk160478439
	_Hlk160478445
	_Hlk160478452
	_Hlk160478458
	_Hlk160478469
	_Hlk160478475
	_Hlk160478498
	_Hlk160478539
	_Hlk160478544
	_Hlk160478562
	_Hlk160478567
	_Hlk160478571
	_Hlk160478578
	_Hlk160815704
	_Hlk184041769
	_Hlk184219671
	_Hlk184142543
	_Hlk185521197
	_Hlk184142943
	_Hlk184143065
	OLE_LINK2
	_Hlk184143311
	_Hlk184144519
	_Hlk172889001
	_Hlk172889044
	_Hlk172889173
	_Hlk172889382
	_Hlk172889466
	_Hlk172889532
	_Hlk172889768
	_Hlk172889830
	_Hlk172889861
	_Hlk172889900
	_Hlk172889951
	_Hlk172890117
	_Hlk172890314
	_Hlk172890337
	_Hlk172890383
	_Hlk172890492
	_Hlk172890645
	_Hlk172891642
	_Hlk172891702
	_Hlk172891998
	_Hlk172895590
	a984d0aade7ee67b913ddc79b5ceedc7
	_Hlk173405958
	a55c1c6f2eda27e22b0caf5abc07b5c7
	bc5c333493e893a504e14beb9ef2fbba
	ac0bb358f3d3aa0e8c911c51f1c772c0
	_Hlk173234584
	_Hlk173243381
	_Hlk173406743
	BM08d8271ee2296646b3b02dabcfaf8475
	f516d685930d62df643630883219c98c
	a56e1848f6adea2e5b3895aa6c79b5c6
	BM676b2a9ae78478817c4fc7f53ebe32bd
	_Hlk173235699
	BM9b120f0b4391697a8985b9c9e5635c6b
	_Hlk173404850
	BM41f1812ae4d232a8eef6b2d8247183d6
	_Hlk173243040
	_heading=h.qa3wvxb6bwl
	_heading=h.gx57ozffo0qu
	_heading=h.xpczpacp5fw0
	_heading=h.dgx5hrhr8gua
	_4nifko65zqqx




Informe de accesibilidad





		Nombre de archivo: 

		RevDis1401_06.pdf









		Informe creado por: 

		



		Organización: 

		







[Introducir información personal y de la organización del cuadro de diálogo Preferencias de > identidad.]



Resumen



El comprobador no ha encontrado ningún problema en este documento.





		Necesita comprobación manual: 2



		Realizado manualmente: 0



		Rechazado manualmente: 0



		Omitido: 7



		Realizado: 23



		Incorrecto: 0







Informe detallado





		Documento





		Nombre de regla		Estado		Descripción



		Indicador de permiso de accesibilidad		Realizado		El indicador de permiso de accesibilidad debe estar establecido



		PDF de solo imagen		Realizado		El documento no es un PDF solo de imagen



		PDF etiquetado		Realizado		El documento es un PDF etiquetado



		Orden lógico de lectura		Necesita comprobación manual		La estructura del documento proporciona un orden lógico de lectura



		Idioma primario		Realizado		Se especifica el idioma del texto



		Título		Realizado		El título del documento se muestra en la barra de título



		Marcadores		Realizado		Los documentos grandes contienen marcadores



		Contraste de color		Necesita comprobación manual		El contraste de color del documento es adecuado



		Contenido de página





		Nombre de regla		Estado		Descripción



		Contenido etiquetado		Realizado		Todo el contenido de la página está etiquetado



		Anotaciones etiquetadas		Omitido		Todas las anotaciones están etiquetadas



		Orden de tabulación		Realizado		El orden de tabulación es coherente con el orden de la estructura



		Codificación de caracteres		Omitido		Se proporciona una codificación de caracteres fiable



		Elementos multimedia etiquetados		Realizado		Todos los objetos multimedia están etiquetados



		Parpadeo de la pantalla		Realizado		La página no causará parpadeo de la pantalla



		Secuencias de comandos		Realizado		Ninguna secuencia de comandos inaccesible



		Respuestas cronometradas		Realizado		La página no requiere respuestas cronometradas



		Enlaces de navegación		Realizado		Los enlaces de navegación no son repetitivos



		Formularios





		Nombre de regla		Estado		Descripción



		Campos de formulario etiquetados		Omitido		Todos los campos del formulario están etiquetados



		Descripciones de campos		Realizado		Todos los campos de formulario tienen una descripción



		Texto alternativo





		Nombre de regla		Estado		Descripción



		Texto alternativo de figuras		Realizado		Las figuras requieren texto alternativo



		Texto alternativo anidado		Realizado		Texto alternativo que nunca se leerá



		Asociado con contenido		Realizado		El texto alternativo debe estar asociado a algún contenido



		Oculta la anotación		Realizado		El texto alternativo no debe ocultar la anotación



		Texto alternativo de otros elementos		Omitido		Otros elementos que requieren texto alternativo



		Tablas





		Nombre de regla		Estado		Descripción



		Filas		Realizado		TR debe ser un elemento secundario de Table, THead, TBody o TFoot



		TH y TD		Realizado		TH y TD deben ser elementos secundarios de TR



		Encabezados		Omitido		Las tablas deben tener encabezados



		Regularidad		Realizado		Las tablas deben contener el mismo número de columnas en cada fila y de filas en cada columna.



		Resumen		Omitido		Las tablas deben tener un resumen



		Listas





		Nombre de regla		Estado		Descripción



		Elementos de la lista		Realizado		LI debe ser un elemento secundario de L



		Lbl y LBody		Realizado		Lbl y LBody deben ser elementos secundarios de LI



		Encabezados





		Nombre de regla		Estado		Descripción



		Anidación apropiada		Omitido		Anidación apropiada










Volver al principio

