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Everyone
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The 21st-century workplace is evolving rapidly. As we step
further  into  a  world  driven  by  digital  advancements  and
changing  socio-cultural  dynamics,  it  is  essential  to
acknowledge that our workforce should be as diverse as the
world we live in. An inclusive workforce is not just about
hiring people from various backgrounds or cultures; it also
means embracing individuals with different cognitive processes
and physical abilities. Neurodivergent individuals and those
with  visible  and  invisible  disabilities  bring  unique
perspectives,  skills  and  innovations  to  the  table.

But how do we ensure a truly inclusive environment for all? As
a person with nearly 30 years of experience in the workforce
solutions space, I take this opportunity to recommend ways
businesses  can  start  preparing  for  a  future  that  will  be
determined more by inclusive policies and practices than by
traditional business metrics.

Related:  5  Steps  to  Building  a  Supportive  and  Inclusive
Workplace for Neurodiverse Employees

1. Policy reforms
Before diving into specific strategies, let us all agree that
policies  are  foundational.  They  set  the  tone  and  the
guidelines by which organizations operate. However, when we
talk  specifically  about  organizational  policies  around
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neurodiversity  and  disabilities,  there  is  still  room  to
improve.

Anti-discrimination  laws:  While  many  countries  have
policies against discrimination based on gender, race
and  religion,  fewer  have  robust  protections  for
neurodivergent and disabled individuals. Strengthening
and enforcing these laws will send a strong message to
employers about the importance of leveling the playing
field for everyone.

Flexible  working  arrangements:  It  is  important  to
recognize that not everyone thrives in a standard 9-5
setting. Flexibility in working hours or remote work can
be  especially  beneficial  for  those  with  certain
disabilities and different cognitive capabilities.

Pioneering inclusivity: A glimpse of U.S. legislative efforts

While  the  United  States  has  long  been  a  trailblazer  in
legislating for a more inclusive work environment, further
refinements and initiatives are essential to achieve absolute
inclusivity.

Americans with Disabilities Act (ADA): Enacted in 1990,
the ADA stands as a bulwark against prejudice towards
individuals  with  disabilities  in  various  aspects  of
public  life,  spanning  employment,  education  and
transportation.  A  key  feature  of  the  ADA  is  its
directive for employers: They must provide reasonable
accommodations to eligible candidates or workers with
disabilities  unless  such  accommodations  cause
significant difficulty or expense to the employer.

Rehabilitation  Act  of  1973:  Prior  to  the  ADA,  the
Rehabilitation  Act  was  a  groundbreaking  stride  in
combatting  disability-related  systemic  biases,
especially  within  federal  entities.  Section  504  and
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Section 508 of the Rehabilitation Act stand out. While
Section  504  champions  accessibility  and  equal
opportunity  to  federally  funded  program  benefits  and
services,  Section  508  mandates  that  electronic
information  and  data  should  be  made  available  to
disabled individuals in the same manner as it is to
those without disabilities.

Work  Opportunity  Tax  Credit  (WOTC):  Serving  as  an
incentive to encourage diverse hiring, the WOTC provides
financial rewards to employers that hire people from
specific  demographics,  including  those  with
disabilities.  The  underlying  goal?  To  pave  smoother
career  paths  and  more  accessible  employment
opportunities for those who might otherwise grapple with
significant challenges in the job market.

State-centric legislations: Venturing beyond the purview
of national laws, numerous states have carved out their
own  set  of  rules.  Some  have  tightened  accessibility
norms  for  infrastructure,  while  others  incentivize
inclusive hiring practices.

2. Structural amendments
The physical and digital infrastructure of workplaces often
needs adjustment to be truly inclusive.

Accessibility first: Companies need to ensure that all
office facilities are wheelchair-accessible, offer sign
language interpreters for meetings and provide materials
in braille if needed. Digital platforms should meet web
accessibility  guidelines,  ensuring  all  employees  can
access and engage with content.

Dedicated  resource  groups:  Putting  together  teams  or
committees focused on inclusivity can be beneficial both
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immediately and in the long run. These groups can offer
insights,  recommend  changes  and  act  as  an  organic
support  system  for  neurodivergent  and  disabled
employees.

Related: How to Create a More Inclusive Workplace

3. Innovative practices
I strongly believe that beyond policy and infrastructure, a
shift in organizational culture is pivotal.

Awareness and training: Many of our biases are deeply
ingrained  in  our  psyche  and  operate  unconsciously.
Regular training sessions on neurodiversity, autism and
disability  awareness  can  help  both  employees  and
employers  recognize,  confront  and  counteract  their
preconceived notions.

Mentorship programs: It helps to pair neurodivergent and
disabled employees with mentors who can guide, support
and advocate for them.

Inclusive  recruitment  strategies:  Businesses  may
consider partnering with organizations and institutions
that work with disabled individuals to create pipelines
for potential hires. This not only broadens the talent
pool but also demonstrates a company’s commitment to
inclusivity.

Tailored onboarding processes: Recognizing that a one-
size-fits-all approach does not work, we must design
onboarding processes that can be tailored to individual
needs. This might involve providing additional training
resources, establishing peer support systems or giving
new hires more time to adapt to their new environment.

Flexible job descriptions: A rigid job description might
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exclude talented individuals who could perform the core
responsibilities of a role but might struggle with one
or  two  “standard”  requirements.  Flexibility  in  job
descriptions  ensures  a  broader  pool  of  potential
candidates  and  a  more  inclusive  workforce.

4.  Feedback  and  continuous
improvement

Anonymous feedback channels: Let us allow employees to
anonymously  share  their  experiences,  challenges  and
suggestions without fearing retaliation or reprimand.

Regularly review and adapt: The journey to inclusivity
is ongoing. It is important to regularly assess policies
and  practices,  ensuring  they  remain  relevant  and
effective.

An inclusive workforce is not just a moral imperative; it’s a
business  one.  Neurodivergent  individuals  and  those  with
disabilities  often  approach  problems  differently  and  offer
innovative solutions. By investing in policy reforms, making
necessary  structural  amendments  and  adopting  innovative
practices, businesses can ensure they are tapping into the
full spectrum of human potential.

Building  an  inclusive  future  is  not  just  about  hiring
practices. It is about creating an environment where every
employee, regardless of their neurodivergence or disability,
feels valued, understood and empowered.

Related: The Difference is Difference — How to Harness the
Power of Neurodiversity for Your Business
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