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Abstract
Workplace inclusion has become a vital organizational 
strategy to provide equal opportunities and promote the 
psychological well-being of workers with disabilities. 
Although there are increasing attempts to facilitate inclusion, 
research on its particular effects on psychological well-being 
is still limited. The current literature review aims to explore 
how inclusive practices—reasonable accommodations, social 
support, and inclusive culture—contribute to outcomes such 
as stigma reduction, stress relief, emotional well-being, and 
job satisfaction among workers with disabilities.
This overview combines evidence from various studies to 
critically analyze the connection between workplace inclusion 
and psychological well-being. Empirical findings underscore 
that inclusive leadership, disability-awareness programs, 
and flexible working arrangements vastly decrease stigma 
and daily hassles, promoting psychological safety and stress 
management. Moreover, customized mentorship programs 
and employee resource groups promote emotional resilience 
and job satisfaction.
The review further discusses intersectionality, highlighting 
the added difficulties confronted by workers holding 
multiple marginalized groups, e.g., women with disabilities, 
and the necessity for specific inclusion attempts. Lastly, the 
research delineates ongoing hurdles, i.e., stigma, uneven 
policy enactment, and not investing in aid technologies, that 
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undermine the efficacies of inclusion strategies in workplaces.
The implications highlight the importance of workplace 
inclusion in creating a supportive climate, mitigating 
emotional distress, and enhancing overall well-being for 
employees with disabilities. The review recommends 
empirical research to establish clear frameworks for best 
practices in inclusion. 
Keywords: Workplace inclusion, psychological well-being, 
employees with disabilities, stigma mitigation, inclusive culture.
Introduction
Workplace inclusion has emerged as a top priority for 
organizations working to build fair environments that 
include employees with disabilities. In addition to legal 
requirements and corporate diversity efforts, workplace 
inclusion is important in influencing the psychological well-
being of employees. When organizations have inclusive 
cultures, employees with disabilities have higher levels of 
job satisfaction, lower levels of stigma, and more chances 
for professional development. Yet, whereas inclusion is so 
fervently championed, its clear-cut effects on psychological 
well-being—specifically in terms of stress management, 
emotional resilience, and overall mental health—are so far 
underemphasized.
The significance of workplace inclusion reaches beyond 
minimal accommodations; it incorporates a wide set of 
practices ranging from reasonable accommodations to social 
support systems, flexible work arrangements, and inclusive 
leadership. All of these interact synergistically to enable an 
environment that makes employees with disabilities feel 
included and empowered. Current research indicates that 
inclusive leadership encourages an acceptance culture, while 
disability-awareness programs break down stigma and foster 
a more empathetic workplace. Furthermore, mentorship 
schemes and peer support groups offer employees with 
disabilities the support and motivation needed for career 
progression and emotional resilience.
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In spite of these advantages, workplace inclusion continues 
to be faced with a number of challenges. Most employees 
with disabilities experience enduring stigma, variable policy 
application, and workplace microaggressions that have 
negative impacts on their mental health and performance. 
Additionally, inclusion strategies commonly do not target 
intersectionality—overlapping marginalization experiences 
of employees with disabilities who also have other minority 
groups, like women, racial minorities, or LGBTQ+ status. 
Such people could experience added layers of discrimination 
and need custom-tailored inclusion strategies that understand 
their distinctive issues.
In addition, the international workplace inclusion landscape 
is extremely uneven. While there have been robust policy 
frameworks for the promotion of disability rights and access 
to the workplace in some nations, others have yet to manage 
policy implementation or social acceptance. To create solid 
inclusion strategies that can be fitted into various legal and 
cultural landscapes, it is essential to be aware of such global 
disparities.
This literature review consolidates salient findings regarding 
workplace inclusion and its psychological impacts, noting 
improvements and challenges overcome. Through an 
examination of issues including stigma reduction, stress 
management, job satisfaction, emotional well-being, and 
intersectionality, this review seeks to present a better 
understanding of how practices of workplace inclusion impact 
employees with disability. Ultimately, the results underscore 
the importance of more robust, evidence-based systems that 
center on inclusion as an integral aspect of workplace well-
being.
Workplace Inclusion and Stigma Mitigation
Along with many other workplaces, a significant number 
of company employees who have a disability tend to face 
considerable stigma problems. Such stigma tends to damage 
their psychological state, lower their satisfaction with the 
job, and curtail their chances of promotions. The belief that 
employees with disabilities are less competent or require 
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special assistance tends to foster hostile and uncomfortable 
conditions of work. Inclusion in the workplace can change the 
situation. Breaking down acceptance gaps, understanding, 
and inequality will foster an environment that offers disabled 
employees the support they need. In this part, we discuss the 
importance of the stigma and its mitigation through inclusion, 
with the help of workplace accommodation, awareness 
programs, and inclusive leadership.
Stigma and Workplace Accommodations 
Schuret al. (2014) have noted that one of the easiest methods 
of mitigating stigma is through workplace accommodations. 
These are modifications or adjustments made to an office 
setting to ensure that employees with disabilities are provided 
with a reasonable opportunity to prosper. These may include 
adjustable workstations, assistive technology, and flexible 
working hours.
The implementation of these measures helps to improve 
overall productivity and morale in the workplace, as these 
accommodations foster a culture where everyone’s needs 
and requirements are respected. Employees with disabilities 
tend to feel less ‘different’ and are viewed as equally 
capable professionals. These measures aid in addressing 
the dip in feeling “normal” when we consider “common” 
work settings. The feeling of “normal” encompasses a 
wide variety of measures. The use of comfortable chairs 
or ergonomic computers for ‘comfortable’ work assist the 
employee. Essentially, these measures help normalize work 
environments for those who would otherwise have difficulties 
functioning.
This measure aims to redefine the expectations set against 
employees with disabilities and the barriers within disability 
measures. Offering such support helps shift the perception that 
with disability comes incapability. Once the stigma around 
being disabled, employees are able to perform constructively, 
a change in focus from the employee’s disability to their 
capabilities with positive work attitude begins.
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The Effectiveness of Awareness Programs on Combating 
Biases Against Individuals with Disabilities
As stated by Kulkarni and Lengnick-Hall (2011), sensitivity 
training and awareness programs can have a profound impact 
on how employees view and interact with co-workers having 
a disability. These programs involve informing employees 
about the nature of disabling conditions and how they can 
assist in integrating these individuals into the workplace. 
Most of the negative attitudes employees possess toward 
persons with disabilities are not malicious, but rather stem 
from ignorance or lack of exposure to disability matters.
Awareness programs are developed to accomplish that 
through providing practical information about disabling 
conditions such as disability etiquette, legal and workplace 
rights, and the benefits of a discrimination-free work 
environment. They also challenge the myths and stigma, 
which are often associated with disability. By teaching the 
employees respectful ways of interacting with their colleagues 
who have disabilities, the employees become more accepting 
and less critical of those who are differently abled.
These programs foster a culture of empathy, which is equally 
important. These employees are more receptive to their 
disabled colleagues and are supportive of their coworkers 
suffering from discrimination.
Stigma Reduction and Inclusive Leadership
As stated by Shoreet al.(2018), leadership has been identified 
as one of the most influential inclusiveness factors of an 
organization. Inclusive leaders are those who proactively 
support equal opportunity and the recognition of all 
employees’ diverse abilities. The adoption of inclusion by 
leaders speaks volumes by acknowledging employees with 
disabilities as valued members of the team. 
It is known that inclusive leadership is one of the most 
prominent sets of abilities because a leader is the primary 
source in which the organizational culture stems from. A 
leader who embraces inclusive, comprehensive recruitment, 
an open office layout, and uncontested policies will build 
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motivation for the entire organization. Employees with 
disabilities are enabled to fully participate in the workplace 
when their leaders endorse them both overtly and covertly, 
which assures that policies respect employees’ dignity and 
citizenship.
In addition, inclusive leaders tend to provide a safe 
environment for their employees to air their worries revolving 
around their disabilities. Leaders foster open communication 
channels, showing how much they value their employees and 
that they’re ready to take the necessary steps to improve their 
employees’ situations. This approach to leadership helps to 
combat feelings of loneliness, raise employee satisfaction 
levels, and allow employees who suffer from some disability 
to feel as if they are part of the organization.
Inclusion in the Workplace and Daily Stressors Experienced 
by Employees with Disabilities
Individuals living with a disability face daily hustle challenges 
that are both physical and mental in nature. On a micro 
scale, these hurdles may not seem severe, but cumulatively, 
they greatly impact a person’s mental health. The constant 
stressors, if not managed or taken care of, can lead to complete 
exhaustion. On the other hand, workplace inclusion can reduce 
and even alleviate these hurdles entirely. It encompasses 
putting systems in place to ensure that employees with 
disabilities are understood and supported in order to do 
their jobs to the best of their abilities while eliminating added 
obstacles that inhibit them from performing. In this part, we 
will examine the impact of microaggressions and flexible 
work on disabled employees, and how fostering inclusion can 
greatly relieve the burden on them.
Workplace Micro-aggressions and Stress 
Microaggressions are not having the intended aggressive 
motivation behind them, but their impact greatly affects 
employees. Shore et al. (2018) discuss how employees with 
less severe challenges can be faced with microaggressions 
through mundane daily activities like talking, making 
assumptions, or even through quietness, and tend to feel 
alienated at most and excluded at least.
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For example, it could be something as simple as a coworker 
overlooking an employee’s ideas or assuming they can’t 
handle certain tasks because of their disability. These small 
but impactful acts can erode confidence, creating a work 
environment that feels more like a daily struggle than a 
supportive space. Over time, this constant stress of dealing 
with microaggressions wears on the mental health of 
employees with disabilities, leading to feelings of isolation, 
frustration, and even anxiety.
The good news is that these challenges can be mitigated 
through workplace inclusion efforts. When organizations 
create spaces where disability awareness is a priority and 
encourage respectful communication, employees feel like 
they can show up as their authentic selves without the fear 
of being judged or misunderstood. By educating coworkers 
about how to recognize and avoid microaggressions, 
companies can help build a culture that values diversity and 
reduces unnecessary stress for everyone.
How Flexible Work Arrangements Can Help to Reduce 
Stress
Another way that daily stresses can be reduced is through 
flexible work arrangements, which is of utmost importance 
as pointed out by LuntamoandRentschler(2021). Foster and 
Wass (2013) point out that people with disabilities appreciate 
the ability to work from home or even set their own hours 
as a great benefit. For example, commuting to a job can be 
tedious for one with a disability, but the option to set hours 
that correspond with when one is able to handle additional 
stress helps a great deal. 
As an example, an employee suffering from physical 
disabilities or chronic conditions might find commuting 
to and from the office extremely painful, especially when 
coupled with long travel times and office inaccessibility. 
Having the option to work remotely or to set a schedule that 
corresponds with their energy levels can help a great deal. 
It assists them in eliminating the anxiety of dealing with a 
physically taxing commute. At the same time, it allows for the 
construction of a work environment which best caters to their 
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personal requirements. 
Additionally, having control over the workday allows 
employees with disabilities to manage their physical and 
emotional well-being more effectively. For instance, someone 
who experiences chronic pain can pace themselves through 
the day, taking breaks when necessary, without feeling like 
they’re falling behind. The ability to work in a way that’s best 
for their body and mind reduces overall stress, allowing them 
to contribute fully at work without burning out.
Inclusion in the Workplace and Job Satisfaction
Satisfaction in a job is crucial for workplace productivity, 
retention rates, engagement levels, and overall satisfaction. 
This is even better for employees with disabilities, whereby 
feeling included and valued has a significant impact on their 
productivity levels. Inclusion, when implemented fully and 
sincerely, always comes with a positive work experience 
whereby employees feel valued and respected. This part of 
the paper will analyze the role of mentorship and disability-
friendly HR policies in fulfilling the job satisfaction gap for 
disabled employees. In addition, how these measures can 
facilitate a more conducive working environment will be 
expounded upon.
Impact of Mentorship on Job Satisfaction
Kulkarni and Lengnick-Hall (2011) remarked that employees 
with disabilities who participated in mentorship programs 
designed specifically for them reported higher levels of job 
satisfaction. These programs are intended to provide more 
than simply professional advice; rather, they are intended 
to help in broader areas such as skill acquisition and 
development, all the way to crucial emotional support.
Employees with disabilities are often confronted with 
problems that other employees may not understand, creating 
barriers to career growth and networking. This can be 
especially difficult considering people with disabilities are 
often seen as a challenge on their own and end up suffering 
greatly in silence. Mentees,
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By connecting employees with mentors who understand 
both the professional landscape and the specific challenges 
faced by individuals with disabilities, these programs create 
an environment of mutual respect and trust. Mentors help 
guide their mentees through career hurdles, introduce them 
to networks that might otherwise be out of reach, and provide 
advice on how to advocate for the accommodations they need. 
For employees with disabilities, having this kind of support 
can make them feel more secure in their roles and more 
confident about their future career prospects. Ultimately, this 
leads to higher levels of job satisfaction, as employees feel 
empowered and supported in their professional journey.
Disability-Inclusive Work Policies and Job Satisfaction
Using the approach proposed by ME Ezerins et.al (2024), 
the authors analyzed how job satisfaction correlates with 
disability-inclusive HR policies. The research participants 
showed that employees with disabilities have higher levels 
of job satisfaction and commitment to the organization if it is 
perceived that disability inclusion is actively sought in their 
organization. 
An illustration of HR policies that encourage disability 
inclusion includes appropriate selection and recruitment, 
plus accommodating provisions and aids in the execution 
of the duties. These policies enable fair employment for 
persons with disabilities and their subsequent support during 
employment. Pay equity, adequate working conditions such 
as flexible hours, and supportive work environments together 
with attention to diversity in the organizational structure 
all project the organization’s desire to foster diversity and 
inclusion.
The workers who have a disability appreciate the 
organizational measures and policies put in place to ensure 
fairness in treatment of all employees and above that, 
support their specific needs for their position at hand, and 
feel secured and valued. Hence, this significantly enhances 
their job satisfaction which leads to the increased perception 
of belongingness. Employees who feel understood in terms of 
their individual needs are more likely to become engaged and 
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committed to their work and the organization.
Improving the Environment of the Workplace and Reducing 
Stress
Stress has become part of the daily routine of most employees. 
Nevertheless, for employees with disabilities, stress can 
sometimes be higher because of factors like unaccommodating 
workplaces, the burden of ongoing advocacy, or simply the 
exhaustion that comes from having to endure challenges 
that others do not see. Fortunately, the stress relief that can 
be provided by inclusive workplaces is enormous. Inclusion 
is about building a culture where employees are actively 
listened to, protected, treated, and given power. This part 
will analyze two major elements that aid employees with 
disabilities in coping with stress: peer support groups and 
flexible work arrangements. 
Peer Support Groups and Their Functions in Coping with 
Stress
Suppose you are in a workplace and you have a problem to 
solve, but you know there are others who will understand 
what you are going through. That’s what colleagues’ support 
networks are meant to provide for disabled workers. These 
are Campbell et al.(2024) reasons why these networks should 
be encouraged among staff with disabilities: to enable stress 
relief. Employees with disabilities who belong to a peer 
community have the opportunity to interact with others who 
face similar challenges.
Having the chance to be a part of a community where you can 
share stories, speak about your struggles, and also celebrate 
your achievements is extremely powerful. Peer support 
networks are not all about expressing frustrations – they also 
offer guidance and informal counselling to help alleviate the 
pressures that come with work. For anyone with a disability, 
having a tough moment can be made much easier by simply 
having a mentor or a peer to turn to. These networks provide 
a non-threatening environment where employees feel cared 
for, which automatically helps to reduce stress or isolation. 
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From conversations around physical barriers, through work 
accommodations, to microaggressions, employees can share 
and learn from each other. Keeping in mind that there is a 
group that understands and can provide practical advice 
eliminates stress for many employees with disabilities. 
Employees that are struggling with stress are better equipped 
to face the challenges if there is someone to help them through 
the situation. With this type of emotional support, employees 
are willing to remain optimistic during challenging situations.
Hybrid Work Patterns as a Strategy for Lowering Levels of 
Stress
Study reveals benefits of hybrid working for disabled workers 
but some fear choice between health and career progression.
Researchers discovered these adaptive working methods, 
which allow workers to split their time between remote 
work and office work, and discovered that the hybrid work 
model can lower stress levels, particularly for employees 
with disabilities. The researchers also emphasize the growing 
importance of hybrid work models in today’s economy.As 
commuting to work increasingly becomes challenging for 
most people, More and more, it’s emerging as one of the 
most problematic stressors for workers. The daily struggle 
to get to work mentally and physically places a strain on 
an employee’s wellbeing due to the inaccessibility of public 
transport, accompanied by long travel time along with the 
mere demands of commuting.
The strategy of working from home is especially beneficial for 
employees with disability. Employees can now have access to 
a supportive and comfortable working environment, which 
can be done virtually. Remote working is advantageous for 
the employee since it enables the worker to better manage 
their energy because of the travel and office setting. Suffering 
with chronic pain, fatigue, and restricted mobility means 
mentally challenging environments become impossible to try 
and work in. Remote working allows a healthy pace, breaks 
as needed, and the freedom of not having to navigate a non-
friendly office space.
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Workplace Inclusion and Emotional Wellbeing
Emotional well-being is a fundamental aspect that most 
people overlook, especially for employees who have 
disabilities, as they carry a different burden. The emotional 
cost of having to cope with barriers, discrimination, or even 
loneliness can be extremely high. But employees’ emotional 
health improves where workplaces are inclusive because they 
feel more protected, respected, and cared for. In this part, 
we shall examine the effects of inclusion on the emotional 
health of disabled employees along with the cultural and 
psychological factors of well-being. 
Inclusive Cultures in The Workplace and Emotional 
Resilience
Shoreet al. (2018) bring attention to the fact that an inclusive 
workplace culture can promote emotional resilience in 
employees with disabilities. Employees who understand that 
the environment acknowledges and appreciates their diversity 
and difference, are more likely to succeed in developing the 
inner strength that helps them face workplace challenges.
Creating an inclusive workplace does not include mere 
facilitation of exercises or amendments to policies. One 
part is creating a psychologically safe space where disabled 
employees can be themselves without the intimidation of 
being looked down upon or ostracized. When staff members 
are aware that their opinions are valued, and that they are 
treated with dignity, they are likely to develop an enhanced 
sense of identity and belonging, which increases their 
emotional strength.
Having a sense of belonging at the workplace is crucial 
for employees with disabilities. It is a known fact that 
numerous individuals contend with sociocultural stigma or 
misconceptions surrounding disabilities and this can result 
in feelings of loneliness or nervousness. In an inclusive 
workplace, employees are made to feel like they belong, and 
there is no need to deal with these issues. Rather than trying 
to conceal the disability, the focus is on what the employee 
can offer, and their talent is appreciated. Thus, disabled 
employees experience less emotional strain and anxiety, 
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leading to an increased ability to cope with the highs and 
lows of work life.
Psychological Well-being as a Workplace Priority
Park and Martinez(2022)found that organizations that highly 
focus on the psychological well-being of their employees 
have higher levels of satisfaction in the workplace alongside 
elite retention levels. Employees with disabilities are able 
to take care of their mental health if the company is serious 
about the welfare of its staff by providing counselling, mental 
health programs, and stress management workshops to aid 
their well-being.   
Access to mental health resources is especially crucial for 
employees with disabilities. The psychological toll of coping 
with visible obstacles, microaggressions, or the mere thought 
of needing accommodations can result in tremendous 
amounts of stress and anxiety. Employees can operate without 
the added stress of facing many barriers and instead have the 
resources needed to deal with the emotional aftermath of their 
experiences. Such supportive environments are characteristic 
of organizations that invest in mental health.
Organizations also communicate to employees that their well-
being is important when mental health support is provided. 
This is bound to support employees in feeling valued as well 
as contribute towards lowering the stigma associated with 
obtaining help. A significant number of employees are ready 
to utilize the resources because they are confident that they 
are giving support.
Workplace Inclusion and Intersectionality
Inclusion in the workplace is multifaceted and cannot be 
abstracted and understood alone without the intersectionality 
of other domains of a person’s identity. For employees 
with disabilities, the workplace is not only shaped by their 
disability, but for many who are also part of marginalized 
groups based on gender, race or even sexual preference, their 
experiences are even more complicated in ways that make 
it even harder to navigate the workplace. In this section, we 
focus on the intersection of different identities that compound 
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the experience of LoC and how workplaces can be more 
inclusive by recognizing the different layers of discrimination 
and bias that these employees encounter.
The Intersection of Disability, Gender and Race on The 
Inclusion of LoC in The Workplace
Inclusion is one of those terms in the workplace that 
requires a more overarching understanding. In the 
ArticlebyNetwomen,the view that inclusion cannot be 
considered in isolation of disability. It has to be considered 
in relation to gender, race, and other individual identities 
someone possesses. Sexually diverse persons exhibit different 
experiences and challenges when compared to a heterosexual 
woman. Consider a brown disabled woman, her reality is 
drastically different when compared to a white disabled 
man. These challenges aren’t just the result of having a 
disability; they come from the overlap of gender bias, racial 
discrimination, and ableism.
These overlapping identities often mean that people have 
a much more nuanced experience at work. For example, a 
disabled woman does not only confront the biases surrounding 
her disability. She is also likely to face discrimination based 
on her gender. An ethnic minority employee who has a 
disability may be contending with racism as well as ableism, 
which makes it more challenging to be accepted or recognized 
at work. Inclusion strategies that do not focus on this aspect 
are bound to be ineffective and out of touch with the needs of 
these employees. 
Researchers argue that it is not enough to look at inclusion 
from a singular angle. This means that people’s experiences 
in the workplace are influenced by several different aspects 
of their identity, and inclusion policies have to take these 
concerns into consideration. The reality is that when it comes 
to people living with multiple marginal identities, there 
can be no standard approach. By integrating race, gender, 
and disability, more strategies are bound to be effective in 
enabling employees to thrive at work.
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Tackling the Compound Marginalization among Employees 
with Multiple Identities
According to Carter and Reynolds (2019), employees with 
several marginalized identities tend to face discriminative 
issues on multiple levels. The discrimination experienced is 
multifaceted and interrelates with one’s ethnic background or 
disability. To illustrate, an ethnic minority, disabled woman 
may suffer from ableism, racism, and sexism simultaneously. 
This puts them in an especially challenging environment 
because, in addition to everything, there are the significant 
barriers associated with being part of a disabled member of 
society and other marginalized groups.
Such discrimination can evoke feelings of social disengagement 
and anger among the workers. Employees may feel as 
though their particular unique struggles are overlooked, or 
worse, believe that their employer does not fully appreciate 
or sympathize with their situation. Many ethical concerns 
arise from this type of discrimination, particularly those 
addressed by Carter and Reynolds (2019). More specifically, 
these scholars accentuate that there is a need to focus on the 
multiple forms of discrimination and marginalization goes 
beyond of race or disability. Failing to do so, according to these 
scholars, disables the creation of comprehensive and relevant 
policies within the institutions. General policies eliminating 
disability discrimination are clearly insufficient. It is essential 
to incorporate race, gender, and disability issues.
Barriers to Workplace Inclusion
Despite the efforts made by companies to be inclusive, it 
still remains a challenge for employees with disabilities to 
participate and succeed in the workplace. Many barriers 
surface due to stigma, lack of proper policy implementations, 
and even allocation of resources to employ neuro-diverse 
individuals. Let us examine further how these barriers 
continue to impact people with disabilities in an organization 
and why it is important for organizations to take more 
effective measures to mitigate them. 
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The Persistence of Stigma and Inconsistent Policy 
Implementation
Along with policies regarding diversity and inclusion, many 
workplaces have adopted policies that attempt to include 
employees with disabilities. Nelson and Parker (2020) claim 
that the policies as they are currently drafted and as they 
attempt to include employees with disabilities are not very 
operative in the real world. A business may have a policy, but 
if they do not follow it, then there is no change perceived by 
employees.
The stigma towards disability is one of the major barriers 
in this situation. An example of this is that some employees 
with disabilities may not ask for certain accommodations that 
are already in place because they do not want to be judged 
negatively. Many still think that having a disability means one 
is less capable, which is not accurate. This stigma continues to 
exist, and as a result, employees are made to feel as though 
they are alone in the workplace or that they do not fully fit in.
A major concern is that such employees may attempt to put 
policies into practice, even those that are supposed to be 
accommodating, and fail to do so sensibly. As an example, 
one employee is very accommodating towards an employee, 
while another colleague does not seem willing to provide the 
same level of support. This perpetuates a culture of scepticism 
among employees with disabilities as they question whether 
they can depend on their employer to treat them fairly. When 
policies have insufficient regard for nuance or discretion, it 
becomes obvious that they have no relevance whatsoever.
Issues in the Recruitment of Neurodivergent Individuals
A different but similar important obstacle is offered by 
Kirbyand Smith (2017): the struggles that neurodivergent 
learners encounter when seeking jobs. Processes like 
interviewing candidates often include elements that involve 
rigid questioning and arbitrary social criteria, such as 
interactions with clients, which might not be appropriate for 
neurodivergent people.
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For instance, neurodivergent candidates may have difficulties 
during the interview, especially people with autism or ADHD. 
For instance, some neurodivergent individuals may not 
succeed in looking the interviewer in the eyes or responding 
to questions in ways which the centreexpects. However, that 
does not mean that they are less capable of doing their assigned 
tasks than other candidates. The traditional interview format 
dominant in enterprises, which considerably accentuates 
social conversation and adroitness, does not capture the 
candidate’s accurate capabilities, particularly if it is more 
constructive in nature.
This means that many neurodivergent candidates get screened 
out of selection in favour of someone who is more socially 
adept, articulate, or has better interpersonal skills, but is less 
qualified in several other significant aspects. This blindsides 
many camel trained professionals because their skills do not 
meet the aspirations of the modern field which employs them 
due to their so-called strengths.
Kirbyand Smith(2017)suggest that companies need to rethink 
how they approach hiring neurodivergent individuals. Instead 
of relying solely on traditional interviews, they recommend 
using alternative methods, like task-based assessments, where 
candidates can showcase their skills in ways that feel more 
comfortable for them. They also emphasize the importance 
of interviewer training to help hiring managers recognize the 
value of diverse skills and to avoid unconscious bias that may 
favour certain ways of communicating over others.
Neurodiversity and Inclusion
It’s not simply about having ramps and elevators: inclusion 
also entails appreciating and catering to neurodiversity. 
Employees on the autism spectrum, those with attention 
deficits, or those who are dyslexic are neurodivergent, and 
they have their own set of challenges in the workplace. This 
part will analyse the steps that organizational structures need 
to take in order to create neuroinclusive workspaces with the 
relevant support, as well as explain, in broad strokes, the type 
of support that is essential for inclusion.
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Creating Neuro-Inclusive Workspaces
Brownet al. (2023) stress that an employee’s sociocultural 
context and the physical space they work in should be 
intentionally designed in a manner that caters to their 
neurodivergent condition. People who have autism or some 
other neurodiverse condition should be able to work in a place 
that guarantees their optimum level of productivity similarly 
to their neurotypical colleagues.
For example, introducing sensory-friendly workspaces to 
employees with aspects of autism would assist significantly. 
This could involve setting up quiet rooms equipped with 
noise-cancelling headphones, or changing light levels for 
individuals who feel over-stimulated. These adjustments 
could lessen the burden on stress receptors for these 
neurodivergent employees, enabling them to concentrate 
with more ease on their work.
In addition, methods of communication that are flexible are 
vital. Face-to-face communication is one area in which some 
neurodivergent employees may have difficulties or struggle 
to cognitively process a lot of information in a meeting. Also, 
by emailing meeting notes, or providing communication 
in writing, employers can enhance the level of comfort and 
understanding to employees to boost their confidence.
In addition, these neurodivergent employees can be provided 
with individualized work plans, as they stand the best chance 
to succeed with good accommodation for organization and 
planning. These can include shifts to the work schedule, 
the provision of organizational tools to interventions 
of supervisees, and the simplification of organizational 
objectives. Personalization of management leads them to 
develop a supportive work environment that really assists 
neurodivergent in achieving success at work, as every 
employee ought to be treated as a unique individual rather 
than a number.
The Role of Organizational Support in Neurodiversity 
Inclusion
An organization needs to provide its unique support in 
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addition to fostering a physically and socially inclusive 
workspace to promote an environment of neurodiversity 
inclusion. According to Brownet al. (2023), companies that 
actively promote neurodiversity through training, awareness 
programs, and accommodations at the workplace tend to have 
higher retention and satisfaction rates among neurodivergent 
employees.
Such programs should also include customized training for 
the particular organization as the culture is the hardest to build 
and change. Informing all employees about neurodiversity 
will help clear many biases and misconceptions that 
neurodivergent employees face. Most importantly, it will help 
managers and other employees appreciate how to support 
their colleagues with unique needs.
Accommodations at the workplace are also of critical 
importance. These might include modifications to shift 
patterns, provision of assistive devices such as speech to text 
software, and allowing longer times to complete tasks that 
require deep focus. These changes will enable neurodivergent 
employees to perform optimally without being constrained 
by their differences.
When organizations take these proactive steps, they create 
an environment where neurodivergent employees feel 
valued and supported, which leads to greater job satisfaction 
and engagement. In fact, employees who feel supported in 
their neurodivergent identity are more likely to stay with 
the company long-term, reducing turnover and creating a 
stronger, more diverse workforce.
Global Inclusion Efforts and Intersectionality 
The inclusion of employees in the workplace and their 
onboarding process in any company is progressing at a global 
level, even though its approach is different from one country 
to another. In this subsection, we will analyze inclusion at 
the workplace in the context of other countries around the 
world, including the issues that arise with people suffering 
from disabilities. We will also address the issue of inclusivity 
policy legislation at a global standard to improve the mental 
health and job satisfaction of disabled persons in employment 
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all over the world.
Workplace Inclusion in an International Context 
Lemonde (2024) focused on the issue of workplace inclusion 
in France and reported that people with disabilities are not 
uniformly issued accessibility and employability throughout 
the country. Different parts of the France are performing 
really well in terms of including people with disabilities in the 
workforce, but there are some parts where this inclusion is 
scant or oftentimes absent, thereby increasing the possibilities 
of marginalization for disabled employees.
The regional inconsistency in France reflects a broader issue 
faced globally: disability inclusion efforts often vary greatly 
depending on location. While some countries, especially those 
in Western Europe and North America, have established 
comprehensive disability rights laws and accessibility 
policies, other regions are still lagging behind in providing 
the support that employees with disabilities need to succeed 
in the workplace.
Lemonde’s research suggests that geographical disparities 
in workplace inclusion can have a direct impact on the 
psychological well-being and job satisfaction of employees 
with disabilities. For example, in regions where accessibility 
policies are weak or absent, employees with disabilities may 
feel excluded, isolated, or unsupported, which can negatively 
affect their mental health and overall productivity.
Conclusion
This review emphasizes the significance of workplace 
inclusion in promoting employees’ psychological well-being 
with disabilities. Findings from the existing body of evidence 
confirm that inclusive strategies—namely, reasonable 
accommodations, social support structures, and flexible 
work options—make an important contribution towards 
stigma reduction, stress reduction, and improved emotional 
resilience. Additionally, activities such as disability-awareness 
initiatives, mentorship programs, and inclusive leadership 
have been found to play a decisive role in enhancing job 
satisfaction and general workplace experience for employees 
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with disabilities.
Despite all these developments, a number of challenges 
remain. Stigma, uneven policy implementation, and 
insufficient intersectional efforts continue to hinder the 
success of inclusion initiatives. Workers with intersecting 
marginalized groups, like women with disabilities or 
racial and ethnic minority group members, tend to face 
compounded discrimination, which calls for more directed 
and sophisticated inclusion measures. Also, differences in 
international workplace inclusion initiatives underscore the 
necessity for versatile frameworks that account for both legal 
and cultural differences.
To create truly inclusive workplaces, organizations need to 
go beyond compliance with the law and bake inclusivity into 
core organizational values. This requires the application of 
evidence-based policy, long-term leadership commitment, 
and the creation of robust frameworks that guarantee 
accessibility, fairness, and psychological safety for disabled 
employees. Future research should aim to improve 
standardized inclusion models and evaluate long-term effects 
on workplace well-being. Through putting emphasis on such 
endeavours, companies are able to provide work spaces where 
not just professional achievement but also the psychological 
welfare of the workers with disabilities can be sustained, thus 
cultivating a more just and inclusive work environment.
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