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FOREWORD 

Foreword 
In January 2023, the Valuable 500 released 
a white paper entitled ESG & Disability Data: 
A Call for Inclusive Reporting at the World 
Economic Forum in Davos. 

In this body of work, we highlighted the fact that 
disability inclusion is strikingly absent from 
standardised key performance indicators, 
metrics or targets through which organisations 
measure their impact, performance, and the 
value they bring to society. 

We also noted significant gaps in the global 
business community’s knowledge of employees 
with disabilities, and that these gaps have 
consequences for companies and for workers 
ranging from minor frustration to serious 
impediments in performing their roles and 
exclusion from safety-critical systems and 
processes. 

The 5 KPIs we included in the white paper 
represent a call to action on behalf of our 500 
companies and any willing organisation within 
the global business community to address the 
disability data void. 

The Resource Guide has now been developed 
into a Playbook. 

The Playbook provides case studies and 
guidelines as well as additional resources to 
help companies on their Self-ID journey. 

https://www.thevaluable500.com/wp-content/uploads/2023/01/ESG-and-Disability-Data-white-paper.pdf
https://www.thevaluable500.com/wp-content/uploads/2023/01/ESG-and-Disability-Data-white-paper.pdf


Which goals has the company defined  
specific to disability inclusion and how  
are business leaders measured against  
these goals? 
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FOREWORD 

The Valuable 500 Disability Inclusion KPIs are: 

Goals 

What percentage of the company’s  
workforce identifies as disabled/living  
with a disability? 

Training 
Does your company provide disability  
inclusion training for its managers and  
employees? Does your company have a disability-

specific Employee Resource Group  
(ERG) in place with an executive  
sponsor? 

Has your company undertaken a 
review of the accessibility of its digital 
platforms and content? 

If not, does the company have a plan 
to undertake a review over the next 
calendar year? 
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FOREWORD 

We knew from the outset that asking our 
global partners and companies to publicly 
disclose the percentage of their workforce 
who Self-Identify as disabled was one of the 
most critical yet complex asks we had made. 

Since the inception of the Valuable 500, we 
have seen many organisations both within 
our partners and companies and in the wider 
business community making great strides 
toward collecting and analysing Self-ID data 
but we have also seen tremendous hesitancy 
to publicly report this data out of a fear of it not 
being good enough, or close enough to where 
organisations think it should be. We saw many 
leaders and passionate disability inclusion 
advocates confused as to why disclosure rates 
were so low and questioning what they were 
doing wrong. 

We held discussions across various geographies 
and learned that there are nuances and 
intricacies related to how to approach this work 
successfully and in a way that is respectful of 
world views, not just western-centric views. We 
also heard from the investment community that 
there would be no resistance to ingesting 
disability performance data into index rankings, 
ESG ratings, etc. if companies were willing to 
disclose it and provide it in a format that could 
be standardised and vetted. We also recognised 
that this work had to be informed and led in 
partnership with the disability community to 
ensure we got this right. 

Data for the sake of data does not serve the 
disability community well and in some cases 
can do harm. It does not provide pathways 
to meaningful employment and career 
progression, it doesn’t catalyse change in 
the way society perceives disability, and it 
doesn’t dismantle ableist systems that impact 
individuals on a daily basis. Data with intent 
does, and can be a powerful instrument of 
change. This document was designed to give 
you the insights and tools to nurture that 
intent and benefit from the many positive 
outcomes of undertaking this work.  

Credit: This work was produced by Valuable 
500 and Authored by Former Chief Innovations 
Officer, Rhiannon Parker. 



 
 
 

 
 

 
 

 
 

 

 
 

 
 

 
 
 
 
 

 
 
 

 
 
 

 
 

 
 

 
 

 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 
 

 

FUNDAMENTALS 

Fundamentals 
Self-ID As A Process 

Common goals of corporate Self-ID efforts are 
to better understand the composition of an 
organisation’s workforce, identify employee 
needs, connect individuals with peers who 
have similar lived experience or identities, 
and provide resources. Gathering and analysing 
Self-ID data also enables the establishment 
of a baseline which can be measured and 
tracked as organisations set tangible goals 
and formalise commitments to increase 
disabled representation in the workforce. 

In a corporate setting, Self-Identification 
(commonly abbreviated to Self-ID) is a 
generalised term which refers to processes 
organisations use to invite employees to share 
demographic information about themselves. 
Organisations commonly use an online survey 
or similar methodology to invite employees to 
participate. Others may integrate Self-ID into 
human resource information systems and/or 
onboarding initiatives. 

Self-ID may or may not be anonymous. While 
each organisation will have its own rationale for 
whether or not a Self-ID process is anonymised, 
it is our position that anonymising the data is 
a best practice in regard to data governance, 
the likelihood of employees participating, and 
protecting individuals from discrimination or 
inequity. In many jurisdictions, data protection 
and human rights legislation may also prevent 
the collection of disability-related data if it 
is not anonymised. 

When it is at its best, Self-ID either includes 
or sits adjacent to efforts to understand the 
sentiment of employees in the workplace. 

Unfortunately, employee sentiment is 
often overlooked or omitted from Self-ID 
methodologies. Focus on employee sentiment 
provides leadership with the opportunity 
to assess, benchmark and compare how 
employees with varying identities feel about 
and experience the workplace culture and 
take action to improve employee sentiment 
on behalf of the entire workforce. 

For example, if a Self-ID survey which includes 
employee sentiment shows that there is a 
statistically significant difference between 
how disabled employees feel about their work 
environment, interactions with leaders and 
peers, perceived opportunities for progression, 
etc., compared to other employees, this 
provides meaningful data and insights. Without 
asking these questions or explicitly collecting 
this data, these differences may never be 
detected.  

Self-Identification in an organisational setting 
should not be confused with efforts directed 
toward complying with legislated or regulatory 
disability employment quotas, nor should the 
datasets be aggregated or compared. Disability 
employment quotas and considerations relevant 
to Self-ID in the workplace will be addressed 
under Legal considerations. 

4 



5 

 

 

 
 

 
 
 
 

 
 

 

 
 

 

 
 

 
 

 
  

 
 

 
 

 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 

FUNDAMENTALS 

“I endorse the premise that 
Self-Identification, or Self-ID, in a 
corporate context is an empowering tool 
that allows employees to communicate 
their demographic information voluntarily. 
We see its application in varied forms, 
whether it’s implemented through online 
surveys, HR systems, or even during the 
employee onboarding process. 

The choice to anonymise the Self-ID data 
is an aspect that I think is open to debate, 
differing across organizations. My 
standpoint, however, is unambiguous: 
anonymisation of the data is not just a 
prudent practice, it is the cornerstone 
of effective data governance. Beyond this, 
I believe it bolsters employee participation 
and provides crucial protection against 
inequity and discrimination. From my 
perspective, anonymisation of disability-
related data is not just a recommendation, 
but a requirement in many jurisdictions 
due to data protection and human rights 
regulations. 

I interpret corporate Self-ID initiatives 
as opportunities — they are chances 
to obtain a deeper understanding of the 
workforce’s composition, ascertain the 
needs of employees, and facilitate 
connections among individuals with shared 
identities or experiences. They also aid in 
resource allocation, ensuring that support 
is provided where it’s needed most.” 

HANNAH OLSON 
CEO at Disclo 

Self-ID Characteristics 

Self-ID characteristics can include gender, 
race, ethnicity, sexual orientation (LGBTQIA+), 
disability and/or neurodiversity, amongst 
others. An organisation may choose to invite 
individuals to Self-Identify through a single 
process or multiple processes such as a single 
survey or many surveys (i.e. a survey focused 
on all lived experiences and identities vs. a 
survey specifically focused on disabled 
identity). They may also choose to ask these 
questions as part of a one-time orientation 
process or on a recurrent basis. This gives 
organisations flexibility to focus on a single 
demographic or aspect of an employee’s 
identity, or on various aspects of how 
employees Self-Identify. 
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FUNDAMENTALS 

Guidelines 
The following guide was provided by Bradshaw LeRoux, a trusted 
member of the Valuable 500 Directory and experts in disability inclusion. 

Story Telling Techniques Towards Disability Confident Self-Declaration 

The power of the narrative can go a long way to address the fear of stigmatisation around declaring a 
disability to an employer. Becoming disability confident is an individual journey, the direction of which is 
influenced by so many factors. 

Position the context 
Disability is a topic that can be approached in many different ways. If the goal is to build trust, then bring 
the stories of how, when, why and how well that journey went. Learnings should be focussed on tips to 
position preparation, explore enabling outcomes, and manage expectations in that declaration or 
workplace adjustment discussion. 

Personal touch brings with it authenticity 
Lived experience brings with it the ‘good, bad and ugly’ which makes it real, but make sure it also brings 
in that recognition that it is only one of many different experiences. Whilst one storyteller may bring 
humour, quippy analogies, and disability confidence in their story, another storyteller may be completely 
different. Both are authentic, and the diversity of these stories is what brings with it the realisation that 
disability cannot be understood as a homogenous experience. 

Find the relatable in the story 
Common practice has positioned disability as an experience of ‘other’ which has been used to justify 
segregation and the development of ableist behaviours. A great way to disrupt this is to find the 
connections as human beings in their life journeys, and to use stories to flip those unconscious biases 
within the context of the familiar. 

Make it practical 
Litter the story with nuggets of action that the audience could take away with them and apply practically 
in their specific environments. Whether it is an opportunity to deliver a product or service in an 
accessible manner, or an invitation to join a growing voice through ERG participation – each person 
should leave with a nugget that they can apply. 

Bring stories from different points in the supply chain 
So often, the stories relate to the experiences of disability from an employee-employer relationship 
perspective. Extending stories to showcase the lived experiences of customers, suppliers, competitors 
and broader societal stakeholders gives rich insights which could stimulate transformative actions. 
Discover how Bradshaw LeRoux can support your organisation on its journey towards disability 
inclusion. Visit the Bradshaw LeRoux Website. 

https://bradshawleroux.co.za/
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1,964 = 8% 22,542 
4,000 = 8%50,000 

FUNDAMENTALS 

Calculating Self-ID 

One of the reasons disability performance data has not been integrated into mainstream data sets 
such as financial indexes, DEI indexes, and ESG ratings, is because there is a lack of standardisation 
in the way the data is calculated. 

For disability data to be useable by data providers, trusted by quality assurers, and factored 
into rankings that allow organisations to be rewarded in capital markets, it is not necessary that 
all companies use the exact same methodology. It is however essential that organisations are 
transparent about how they arrived at their numbers. 

Consider the following examples: 

Company A: sends a Self-ID survey  
out to 50,000 employees and receives  
responses from 22,542 employees.  
Of these 22,542 employees, 1,964  
employees Self-ID as disabled. 

Company B: sends a Self-ID survey  
out to 50,000 employees and receives  
responses from 35,588 employees.  
Of these 35,588 employees, 4,000  
employees Self-ID as disabled. 

The company chooses to calculate the  
percentage of their workforce who  
Self-ID based on the number of people  
who responded to the survey rather than  
the number of people who the survey  
was sent to. 

The company chooses to calculate the  
percentage of their workforce who  
Self-ID as disabled based on the number  
of people who were sent the survey. 

In this scenario their reported  
Self-ID percentage would be based on  
the following formula: In this scenario their reported  

Self-ID percentage would be based  
on the following formula: 
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FUNDAMENTALS 

In the previous example, both companies 
report 8% disabled representation within 
their workforce, yet these statistics are 
based on completely different calculations. 
Also consider that if Company A calculated 
the same way as Company B, their Self-ID 
percentage would be 4%, and vice versa if 
Company B used the same calculation as 
Company A, their Self-ID percentage would be 
11%. This is a concrete example of how clarity 
surrounding disability data is critical to it 
being widely accepted and ingested into 
investor grade data sets. 

As with the choice to anonymise Self-ID data, 
there are many factors which influence how 
organisations choose to calculate Self-ID. 
Data may have been calculated one way from 
the beginning of Self-ID implementation and a 
company may be hesitant to move away from 
presenting data in ways that are not comparable 
to previous years. It is not necessary for all 
companies to calculate the data in the same 
way, ask the same questions, or operate in 
complete alignment. However, it is imperative 
that they are transparent regarding the data 
analysis methodologies used. This transparency 
allows data providers and analysts to normalise 
the data and facilitate benchmarking with a high 
degree of confidence and certainty. 

The Psychology Of Self-ID 

The psychology of Self-ID is influenced by how 
the disability community experience the world. 
Regardless of geography or culture, we see 
examples of how disability is still associated 
with pity, sadness, sorrow, and assumptions 
that persons with disabilities are “less than”.  
Business has a fundamental role in refuting 
these assumptions and harmful views toward 
disability by creating opportunities for disabled 
talent to be seen and contribute within the 
global economy.  

It is critical to understand that identifying as 
disabled or not is a conscious choice made 
by an individual. Therefore, disabled identity 
cannot be assumed. An individual may have 
a medical condition or a functional or visible 
difference and not identify as disabled. Others 
may assert that barriers in society are disabling 
and actively choose not to own a disabled 
identity. Both perspectives are valid. 

It is also important to note that disabled 
identity is not static; the way people perceive 
their identities can and does change over time. 
Disabilities can be temporary, situational, 
and vary in degree depending on a multitude 
of factors. 
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FUNDAMENTALS 

“Everyone has an individual journey to 
identifying as disabled. For me, the initial 
diagnosis of sight loss didn’t register as me 
being disabled. It was still me, I just had 
some challenges with sight. It is only later 
on when seeking support and needing to 
complete a form for government 
assistance that I was presented with the 
question of if I was disabled. My initial 
thoughts were of rejection to the notion 
that I am disabled, I don’t want to be known 
as disabled. I didn’t see myself as disabled. 
My view of disability (at the time) was 
someone in a wheelchair not someone with 
sight loss. I was also aware of societal 
attitudes towards disabled people. 

After the initial shock, I looked at it 
logically, I needed assistance and needed 
to stay employed to support my family. I 
knew I had to acknowledge I was disabled 
on the form to get the support I needed. 
After sending the form off, I still 
rationalised it in my mind that I wasn’t 
disabled – it was just how the law saw me. 
It took time to process that identifying as 
disabled isn’t a bad thing, I am not less of a 
person. It took time, because I also needed 
to process and accept my loss of vision. My 
life was changing, I wasn’t in control and it 
was scary – identifying as disabled felt like 
another loss, another acknowledgement 
that I was less of a person. 

Over time, I have realised that being 
disabled is not being less, it isn’t a barrier if 
you accept that you need to change your 
approach. Identifying myself as disabled 
opened my world to talking with others and 
seeing that society is creating the barriers, 
not my disability. I look back and realise 

how uninformed I was, how narrow my view 
was and how the media and society have 
set that perspective. I have since built up 
my confidence to be myself, be there and 
represent disability in the room. It has 
helped others open up and see that being 
yourself, letting colleagues know that you 
are disabled doesn’t make you less of a 
person or less able. It’s not easy, 
but I do encourage anyone who hasn’t 
Self-IDentified, to do so. It is only through 
representation and reporting that we can 
change the perception within society and 
ensure our children grow up in a more 
inclusive world.” 

TIM DIXON 
Head of IT Architecture, Group IT at Intertek 

Self-Identifying as disabled or disclosing 
a disability is not the same as providing 
detailed medical information. Many people 
with disabilities within our ecosystem speak 
openly about how important it is to establish 
boundaries around requests they receive from 
strangers, peers, managers, etc. to disclose 
medical information and histories in their 
day-to-day interactions within the workplace. 
Whether this applies to a wheelchair user, 
someone who is blind or has low vision, hearing 
loss, a traumatic brain injury, etc., there should 
be no expectation that disabled employees need 
to educate others on their condition, discuss 
the history of how they acquired their disability, 
or answer intrusive questions. Respecting 
medical privacy is particularly important in the 
workplace as there is often a requirement for 
access workplace accommodations and/or 
reasonable adjustments. 
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FUNDAMENTALS 

“Asking a disabled person to prove their 
disability is asking them to disclose the 
parts of themselves that are most 
frequently rejected, looked down on, and 
seen as less than. There is a valid fear that 
they will no longer be seen as a capable 
employee. There is valid fear they’ll be seen 
and treated as a legal risk. There is valid 
fear they will lose their income. People very 
rarely go through this often traumatic 
process with significant downsides when it 
isn’t necessary. 

While companies have a legal right to ask 
for verification that an ADA-qualifying 
disability exists when the disability is not 
apparent or previously known, 
documentation is not required, and it is 
rarely truly necessary. When medical 
confirmation is necessary, choose a 
humane and respectful process, with the 
undertone that the employee is valued and 
capable. The main focus in the discussions 
should be on what barriers exist, and what 
accommodations will effectively remove 
those barriers. That doesn’t come from a 
doctor’s note, it comes from a conversation 
with the employee.” 

JULIE HARRIS 
Executive Director of Stilbe 

Across the many conversations we have every 
day with the disability community, we are 
encouraged and energised to see the many 
ways that people with disabilities across all 
geographies are stepping into their disabled 
identities with pride. Despite the many barriers 
that are perpetuated by legislation and policy, 
social norms, and health inequity, people are 
owning their disabled identities more openly, 

actively combatting stigma and ill-informed 
perceptions, and demanding more in regard 
to human rights, career opportunities, and 
access to the built and digital environments. 
We look forward to how our vibrant community 
continues to gain confidence and experience 
the evolution of their disabled identities. 

Neurodivergence Vs. Disability 

Many current conversations pertaining to 
disability inclusion centre around the distinction 
between neurodivergence and disability. 
An increasing number of organisations and 
individuals want to know whether they should 
formally categorise neurodivergence as a 
disability or not, and whether neurodivergence 
should be considered as an aspect of mental 
health or not. As with any disabled identity, the 
distinction between a neurodivergent and/or 
disabled identity is fundamentally an individual 
choice. Not all neurodivergent people identify 
as disabled or perceive their neurodivergence 
as a disability. However, many do. Therefore, our 
position is that it is not up to an organisation, 
DEI practitioner or other party to categorise 
these identities, it is up to the individual. 

In the context of Self-ID and addressing the 
disability data void, inviting employees to 
disclose both neurodivergent and disabled 
identities is recommended as this approach 
offers a richer understanding of the 
workforce than if it were not included. 
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FUNDAMENTALS 

Case study 
The following case study was provided by Microlink, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Workplace Adjustments For Neurodivergent Employees And Customers 

1. Overview
Microlink is the UK’s leading Workplace Adjustment and Assistive Technology Partner. They create 
productivity tools for people with disabilities and health conditions in the work environment.  

2. Problem definition
The client is one of the world’s largest banks and financial services organisations, serving 40 million 
customers globally. Creating accessible and inclusive environments for the benefit of customers 
and employees – of all abilities – is a key focus for the bank. Through surveys and focus groups, the 
client identified some common problems faced by neurodivergent customers and employees when 
accessing branch services. 

In response to the issues raised in the surveys and focus groups, the client built their new UK branch 
in 2023. 

3. Approach
To ensure neurodivergent accessibility was at the heart of the design, the client collaborated with
accessibility partners Microlink and a leading architecture firm. To meet their ‘goal’ standards, the
client integrated numerous best practice accessible design solutions. A few examples include (but
are not limited to):

• Sensory room / Family room – A multi-purpose calming space for people with sensory
processing problems (e.g. autism spectrum disorder).

• Priority seating – Included (with signage) in the waiting area seating zones.

• Customer quiet hour – specified daily hour supporting customers with hidden conditions who
prefer a calmer branch.

• Assistive technology – A wide range of cutting-edge assistive technology was integrated into
the design of the branch.

• Circadian lighting – Installed in multiple rooms, the circadian lighting matches the natural light
outside and the body’s natural rhythm.

• Training – training for frontline colleagues including VR simulations of autism and hearing loss to
better understand the experience of all customers.
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FUNDAMENTALS 

4. Impact 

The project was initiated and developed as a global blueprint for the client’s target, or ‘goal’ level 
design standards. The branch is the client’s most accessible and inclusive branch, going beyond 
the bank’s Global Minimum Design Standards. These design standards are to be shared with all 
their markets (they have 2,099 Branches worldwide). This branch will also help define future design 
strategies for neurodiversity globally. As well as this, the bank’s design guidelines are being updated 
with all the key learnings from this project. 

5. Future proofing 

The client’s most accessible branch has been developed with the future in mind and is the Bank’s 
most sustainable branch ever built for neurodivergent employees and customers. This forward 
thinking means that the design principles adopted in this branch, set the standards to deploy over 
the longer term. These standards will benefit all of their customers and colleagues globally.   

Discover how Microlink can support your organisation on its journey towards disability inclusion. 
Visit the Microlink Website. 

https://www.microlinkpc.com/
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FUNDAMENTALS 

Guidelines 
The following guide was provided by Beyond-Impact, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Neuro-Inclusive Onboarding 

1. Pre-Onboarding Communications: 

Hold a 1:1 discussion to understand the new hire’s specific needs and communication preferences. 
Share an agenda for Day 1, including necessary documentation for the Administration team. 

2. Inclusive Environment: 

If the new hire works offsite, ensure their workspace is ready and that the team is prepared to 
welcome them. 

3. Accommodations:

 Ensure the employee has the right tools and technology.
 Check if they need noise-canceling headphones, screen readers, or other specialized software. 

4. Introductions: 

Find a team member to make introductions, considering factors like the office layout and designated 
“safe spaces.” 

5. Explain the Hidden Curriculum: 

Share things you wish you knew when you started, like unofficial lunch spots or other company insights. 

6. Flexible Schedule: 

Help the new hire understand the team’s routine and flexibility, and be willing to adapt as needed. 

7. Clear Expectations: 

Define roles, responsibilities, and the expected progression. Clearly outline objectives and 
milestones for the first 15 weeks. 

8. Team Communication: 

Explain communication channels and who to approach with questions or ideas. 

9. Social Integration: 

Encourage team bonding by organizing a lunch during the first week, allowing for low-intensity social 
interactions. 
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FUNDAMENTALS 

10. Meetings: 

Provide clarity on meeting expectations, from agendas to sharing materials. 

11. Buddy/Mentor: 

Assign a buddy or mentor to the new hire, explaining the mutual expectations. 

12. Intranet: 

Introduce the employee to company portals and explain how they can access various resources. 

13. Administration: 

Ensure the Admin team provides necessary information, and that there’s a Point of Contact for the 
new hire. 

14. Projects: 

Use skills-based project management. Explain the goals of the projects and align them with the new 
hire’s strengths. 

15. Feedback: 

Cultivate a feedback culture, acknowledging good work and providing constructive critiques. 

16. Week 1 Check-In: 

Have a two-way feedback session, discussing the onboarding process and the new hire’s 
performance. 

17. Adapt: 

Remember that there are no strict guidelines, and to always prioritize clear communication. 

Discover how Beyond-Impact can support your organisation on its journey towards disability 
inclusion. Visit the Beyond Impact Website. 

https://www.beyond-impact.com/
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FUNDAMENTALS 

Guidelines 
The following guide was submitted by Creative Spirit, a member 
of the Valuable 500 Directory and experts in disability inclusion. 

Accommodations And Best Practices For Neurodivergent Employees

 1. Training & Support: 

Neurodiversity awareness training, mentorship programs, and resource groups for all employees. 

2. Technology: 

Assistive tools like text-to-speech software, noise-cancelling headphones, and organization apps. 

3. Flexibility: 

Flexible schedules, breaks, and remote work options. 

4. Environment: 

Quiet spaces, reduced distractions, and adjustable lighting/temperature. 

5. Communication: 

Use clear, concise language, visual aids, and alternative communication methods. 

6. Universal Design: 

Do not assume that users are “typical”; presenting materials, signage, and graphics in different 
ways; utilizing multiple modes of communication; providing noise canceling headphones; providing a 
quiet room on each floor; and ensuring that controls and equipment can be positioned for both right 
and left-hand users are just some of the ways Universal Design can help employees. 

Discover how Creative Spirit can support your organisation on its journey towards disability 
inclusion. Visit the Creative Spirit Website. 

https://www.creativespirit-us.org/


16 

 

 
 

 
 

 
 

 
 

 

 
 
 

 
 
 
 
 

 
 

 

 
 
 

 
 
 
 

 
 

 
 

 
 

 

 
 

 
 

 
 

 
 

 
 
 

 
 
 
 

 
 

 
 

 

 
 

 
 

 
 
 

FUNDAMENTALS 

Mental Health 

Mental health must be given the same degree 
of consideration as physiological health. 
It must also be recognised as a facet of the 
disabled experience – not as a global trend that 
began in 2020. Historically, sustained levels of 
discomfort surrounding mental health as well 
as a disproportionate focus on disability as a 
physical experience mean that many employees 
work without requesting accommodations, 
sharing their experience with management, 
or leveraging benefits that focus on mental 
health in fear of judgement. 

Consider a situation in which a colleague arrives 
at work with a broken leg and the comfort with 
which peers are able to express sympathy and 
show care for their well-being. Contrast this 
with a colleague who is visibly and/or vocally 
living with depression, who some co-workers 
misinterpret as cumbersome, and difficult to 
work with or approach. As support structures 
are developed to address mental health, 
ingrained stigma must be faced with candour 
and empathy. 

It has been our observation that mental health 
conditions or diagnoses are often referenced 
or used as descriptors of negative behaviours 
which trivialise or misrepresent the experience 
of those lived experiences. Examples include 
referring to oneself or specific negative traits 
as “OCD”, “on the spectrum”, “crazy”, “bi-polar”, 
“schizophrenic,” etc. These references to 
mental health perpetuate inaccurate depictions 
of how others truly experience day-to-day 
life and sensationalise specific symptoms of 
various mental health conditions. 

As employers look for ways to support and 
destigmatise employees’ mental health, it 
is important to be mindful of perpetuating a 

culture that excitedly offers “mental health 
days”, quiet rooms, meditation apps, etc. 
while simultaneously failing to offer an 
employee with chronic depression to request 
flexible hours or the ability to join virtual 
meetings with the camera turned off. 

A consistent theme we hear from the 
disability community is how exhausting 
it is to have to mask one’s experiences or 
identity. Whether this refers to masking in 
the form of suppressing the desire to stim, 
or forcing oneself to make eye contact to 
adapt to business culture norms, maintain 
a sustained presence in sensory rich social 
environments, appear energetic or upbeat, 
or maintain privacy around medications, it is 
important to understand that flexibility and 
“soft adjustments” to work structures, policies 
and practices can have a significant impact 
on employee experience, productivity, and 
retention. 

Issues that have long been taboo are now 
being confronted, but there is a long road 
ahead to normalise openness around mental 
health across the corporate sector, and this 
normalisation is a goal of the Self-ID process. 

Embracing workers’ mental health can reduce 
churn and increase productivity which in turn 
benefits the long-term health and success of 
any business. 
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FUNDAMENTALS 

Guidelines 
The following guide was provided by Disclo, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

How to Promote Psychological Safety at Work 

This section provides a comprehensive checklist designed to guide leaders and organizations 
in creating a culture where every team member feels safe, valued, and heard. From transparent 
communication to regular reviews and adjustments, each step is crafted to enhance trust, 
openness, and inclusivity across all levels of the company. 

1. Transparent Communication 

• Ensure leaders communicate openly and honestly about company decisions, changes, and plans. 

• Encourage leaders to not only share outcomes but also explain the decision-making processes. 
This helps employees understand the rationale behind decisions and feel more connected to the 
organization’s goals. 

• Use multiple channels (e.g., emails, meetings, intranet) to disseminate information. 

2. Consistency and Reliability 

• Follow through on promises and maintain consistent actions and policies. 

• Be predictable in your responses and behavior to build trust. 

• Implement a system where feedback on changes is regularly solicited and publicly addressed. This 
reinforces the commitment to consistency and transparency. 

3. Encouraging Open Dialogue 

• Conduct regular one-on-one and team check-ins to discuss concerns and ideas. 

• Create forums for open discussion without fear of negative consequences. 

• Schedule regular “no agenda” meetings where employees can discuss anything that’s on their 
mind with their leaders. This can provide a more relaxed environment that encourages open 
communication.  
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FUNDAMENTALS 

4. Feedback Mechanisms 

• Implement anonymous feedback systems to encourage honest input. 

• Actively solicit feedback and show that it is valued and acted upon. 

• Set up a regular schedule for reviewing and responding to feedback, ensuring that all employees 
see that their input leads to timely action and isn’t just collected and forgotten. 

5. Psychological Safety Training 

• Provide training for leaders and employees on the principles of psychological safety. 

• Incorporate psychological safety into DEI and HR training programs. 

• Include interactive workshops that simulate workplace scenarios to help employees practice 
responses in a safe environment, reinforcing learning through experience. 

6. Leadership Development 

• Equip leaders with skills to promote empathy, inclusion, and support. 

• Encourage leadership styles that create a positive work environment. 

• Introduce peer coaching programs among leaders to share best practices and challenges, fostering 
a supportive network among management to enhance psychological safety. 

7. Identifying Unconscious Bias 

• Train employees to recognize and mitigate unconscious bias. 

• Integrate bias-interruption strategies into decision-making processes. 

8. Promoting Equity and Inclusion 

• Ensure diverse representation in leadership and decision-making roles. 

• Create equitable opportunities for all employees. 

• Develop a recognition program that celebrates employees who actively contribute to an inclusive 
workplace, promoting a culture of equity and recognition. 

9. Supporting Mental Health and Well-Being 

• Provide access to mental health resources and support services. 

• Promote Employee Assistance Programs (EAPs) and wellness initiatives. 

• Offer regular mindfulness and relaxation training sessions to help employees manage stress in real-
time, not just through external programs. 
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FUNDAMENTALS 

10. Encouraging Work-Life Balance 

• Implement policies that support flexible work arrangements. 

• Promote a healthy work-life balance through organizational practices. 

• Introduce mandatory “off-the-grid” days where employees are encouraged to disconnect 
completely from work, helping to reset and reduce burnout. 

11. Empowering Employee Resource Groups (ERGs) 

• Support the formation and activities of ERGs. 

• Provide resources and platforms for ERGs to voice their concerns and initiatives. 

• Provide leadership training for ERG leaders, equipping them with skills to manage their groups 
effectively and advocate for their causes within the organization. 

12. Facilitating Cross-ERG Collaboration 

• Encourage collaboration between different ERGs to foster a united and inclusive workplace. 

• Support joint initiatives that address common goals. 

13. Setting Clear Goals and Metrics 

• Establish measurable goals for psychological safety initiatives. 

• Use data and feedback to assess progress and make improvements. 

14. Regular Reviews and Adjustments 

• Conduct regular reviews of psychological safety policies and practices. 

• Make necessary adjustments based on feedback and changing organizational needs. 

Discover how Disclo can support your organisation on its journey towards disability inclusion. 
Visit the Disclo Website. 

https://www.disclo.com/
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FUNDAMENTALS 

Evolving Yet Persistent Models 
of Disability 

The way society perceives disability has a direct 
impact on nearly every aspect of life for persons 
with disabilities. For much of the 19th and 
20th centuries, societal views and norms were 
influenced by the charitable and medical models 
of disability. 

The charitable model of disability is based on 
the assertion that persons with disabilities are 
helpless and unable to live full, self-sufficient, 
and independent lives. The charitable model 
of disability calls for help, caregiving, pity and 
sorrow as primary means to “support” the 
disability community who are often positioned 
as a source of inspiration. Even as of today, 
we still see many indicators of how deeply 
woven charitable model thinking is in global 
perspectives on disability. These perceptions 
of disability and the emphasis on helplessness 
come at the cost of autonomy, respect, and 
access to human rights, amongst other key 
aspects of being able to participate fully in 
society and the economy. 

The medical model of disability perpetuates the 
view that there is something inherently wrong, 
deficient, less than, and/or problematic with an 
individual who is disabled. In situations where 
equal participation in society, the community, 
the workplace or any other facet of day-to-
day life is limited, the medical model points 
to an individual’s impairment(s), functional 
difference(s), deficiency(ies), or condition(s) as 
the causal factor. The focus is on “fixing”, “curing” 
or “healing” the individual to address such 
barriers. 

The social model of disability challenges these 
viewpoints and positions barriers in society as 
the causal agent which limits individuals’ access 

to physical environments, resources, opportunity 
and autonomy. The social model states that it is 
society’s responsibility to actively work toward 
removing barriers for persons with disabilities. 
It is important to note that many people choose 
not to identify as disabled because they view 
disability as a result of social and environmental 
barriers. We are as supportive of anyone who 
chooses not to identify as disabled as we are 
of those who identify as disabled with pride. 

We have seen tremendous change associated 
with social model thinking – cities, municipalities, 
and nations solving environmental barriers, 
governments enacting legislation to require 
access to digital offerings, global thinktanks 
posing tough questions about what a future that 
includes AI means for the disability community, 
etc. However, we still have a tremendous amount 
of work to do. For all the progress social model 
thinking has catalysed, many disabled thought 
leaders and others have pointed out that there 
is a lack of human agency associated with the 
social model. This is to say that if the removal of 
barriers to full participation in all aspects of life 
are deemed to be society’s responsibility, this 
means that catalysing change is incumbent on 
society funding, enacting, and advocating for this 
change without meaningful contribution from the 
disability community themselves. 

The human rights model of disability 
complements the social model by asserting 
that a disabled individual can use their rights 
to dismantle inaccessible systems and play 
an active role in ideating, innovating and 
engineering ones that benefit everyone. The 
disability movement has a rich history of 
supporting and being supported by individuals, 
activists and advocacy groups with intersectional 
identities who have leveraged human rights to 
deconstruct outdated and harmful social norms, 
legislation and barriers to accessibility. 
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FUNDAMENTALS 

Holistic Views Of Disability 

“Whether it is in consideration of disabled 
representation in marketing and media, 
customer service delivery, or accessibility of 
digital or built environments, it is important 
to recognise that disability goes beyond 
mobility. We point this out because we have 
observed a disproportionate amount of focus 
on mobility-related disabled imagery and the 
way disability is represented and understood 
globally. We have also observed trends 
specific to industries where the focus on 
mobility is more prominent than other types 
of disabilities. 

The travel and tourism industry is an example 
of how disability inclusion, accessibility, and 
other related topics are overwhelmingly 
geared toward people with mobility-related 
disabilities. It is not uncommon to hear from 
blind or D/deaf travellers who are offered 
wheelchairs during travel and need to remind 
customer service agents that their disability 
is not related to their ability to move 
independently, or travellers who are unable 
to access important information due to a 
lack of captioning, or neurodivergent guests 
who are offered accessible rooms that have 
been designed to meet a completely 
different set of needs than their own. 

Holistic disability inclusion requires that the 
diverse experiences of people with chronic 
illness, cognitive and learning disabilities, 
and all other forms of non-visible disabilities 
are recognised as equal members of the 
disability community. In addition to ensuring 
people with non-visible disabilities are not 
left out of the conversation, it is important to 
take time to understand some of the 

shared life experiences. We hear often from 
people with non-visible disabilities that their 
disabled identities are challenged, 
questioned, or undermined. 

Whether this applies to a wheelchair user 
who intermittently uses their wheelchair 
when their energy levels are low or when 
their balance is off and is called out for 
“faking” a disability, someone with a stoma 
bag being chastised for using the disabled 
facilities in a public setting, or someone with 
partial or low vision who doesn’t fit the 
stereotypes we see in the media, we need to 
understand that there is no one better 
equipped or more experienced in 
determining what disabled identity consists 
of than the disability community itself. 

This seems like a simple concept; however, 
the disability community is routinely left out 
of discourse, policy development, innovation, 
user testing, risk management, and feedback 
on the very things that impact their ability to 
equitably participate in society. 

This is why the mantra Nothing-About-Us 
Without-Us is fundamental of any work 
related to disability inclusion or improving 
disability performance. We have to also 
recognize that there should not be a single 
story about disability inclusion. 

There should not be a singular point of view 
that is accepted, while other views are 
sidelined. Part of the holistic view means 
finding the courage to accept that different 
cultures express their celebration of 
disability inclusion differently and that there 
should not be a dominant single story of 
disability.” 

FATMA AL JASSIM 
Disability Inclusion & Accessibility Consultant 
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FUNDAMENTALS 

In the context of disabled representation in the 
workplace, it is important to recognise that 
employees with apparent disabilities may be 
more likely to self-disclose because of the fact 
that their disability is visible and they have, out 
of necessity, had significant experience with 
disclosing in the past. Because many disabilities 
have visible markers of their presence such as 
a wheelchair, signing in one’s sign language of 
choice, the presence of a guide dog, etc., this 
undermines an individual’s autonomy and ability 
to choose to whom and if they disclose. 

The goal of any Self-ID process should be 
to ensure that employees with all types of 
disabilities are considered and invited to 
participate in ways that are respectful of their 
lived experience. 
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Building Cultures 
Of Trust 

The foundation of any successful Self-ID 
process is the establishment of reciprocal trust 
between an employee and the business they 
work for. 

From the perspective of an employee, 
this means that for an individual to feel 
comfortable sharing information about their 
personal identity (which can often include 
information about their health or other legally 
protected characteristics), they must have 
a clear understanding of how their employer 
intends to use that information to support 
them as an individual. This includes having 
an understanding of what the goals are 
of introducing Self-ID within the business 
and of what their employer intends to do 
with the information they share, and having 
confidence that the data they share will be 
protected, be subject to appropriate data 
governance processes, and not used against 
them in a harmful or discriminatory manner. 
Organisations who undertake Self-ID processes 
with the intent of acquiring demographic data 
rather than extending care to their employees 
see limited success in building trust with 
marginalised employees. 

Employees will also expect that there is a fair 
exchange in value whereby the employer acts 
with their best interests in mind to create 
systems, processes and resources that address 
needs specific to their identity/identities. 

“If you’re looking to rebuild the trust of your 
junior and/or marginalised-employee 
populations in your workplace, that often 
starts by offering them resources, support, 
power, authority, and agency that senior 
and/or advantaged employee populations 
may not immediately benefit from. I’ve seen 
this countless times. Senior leaders ask 
a grassroots DEI council what they need 
to feel comfortable working for the good 
of the organisation, and the requests they 
receive come as a surprise. Resources 
specifically for Black and brown folks. 
Protections specifically for LGBTQ+ 
employees, disabled people, and 
neurodivergent people. Specialised support 
for healing from racial trauma directed at 
junior women of colour. 

How about an all-company workshop, 
or crowdsourcing a resource we can 
*all* benefit from?” is the common 
counter-suggestion from senior leaders, 
and the swift response to that is a 
resounding “NO. 

…The bare minimum needed to rectify 
these past and often present harms that 
disproportionately harmed marginalised 
communities is reparative and restorative 
efforts that disproportionately support and 
undo harm done to marginalised 
communities. Hence, the first step to 
rebuilding trust is recognising that 
disproportional harm must be addressed by 
disproportionate benefit to those harmed.” 

LILY ZHENG 
Disability Inclusion & Accessibility Consultant 
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From the perspective of the employer, there 
must be a baseline level of trust which assumes 
that employees will act in good faith and 
disclose accurate data about their identities. 
There appear to be several myths or widely 
held beliefs that, if given the opportunity, 
employees would disclose a disabled identity to 
gain an unfair advantage or access workplace 
accommodations that are not actually needed. 
When we look at disability disclosure or Self-ID 
at a global or even country-level scale, we have 
not seen data or evidence which supports these 
assertions. On the contrary, we can witness the 
positive outcomes achieved when employers 
extend trust to their employees. 

Perhaps one of the most significant barriers 
to building reciprocal trust as it applies to 
Self-ID is the requirement for formal diagnoses 
or medical documentation. This is also one of 
the most contentious topics to be explored 
when implementing and continuously improving 
upon Self-ID within the workplace. We have 
seen many examples of organisations that 
require medical documentation, formal 
diagnoses, or other forms of “proof” for 
employees to gain access to workplace 
accommodations or even for their disabled 
identity to be acknowledged or formally 
recognised. Many times, the requirement for 
medical documentation serves the purpose 
of helping an organisation determine whether 
they are legally obligated to provide reasonable 
adjustments or not, rather than approaching 
requests from a place of care, increasing 
productivity, or providing support. We have 
also seen examples of organisations who 
have adopted “trust-based” models of Self-
IDentification and disclosure and have made a 
conscious choice not to require documentation. 

There is not a one size fits all recommendation 
for how organisations should approach the 
question of whether or not a diagnosis is 

required or the specific conditions under which 
this is appropriate. However, the disability 
community have been explicit in their feedback 
that using diagnoses or formal medical 
documentation as a means of gatekeeping 
access to workplace accommodations or 
acknowledging their disabled identity erodes 
trust and decreases the likelihood of them 
participating in Self-ID within the workplace. 

It is important to recognise that there are many 
reasons why an individual may consciously 
choose not to pursue a formal diagnosis and 
that this decision is irrelevant to whether 
or not their disabled identity is valid. In the 
case of mental health, persistent stigma 
still exists around diagnoses, and in many 
countries, waiting lists for assessments and 
formal diagnoses can be years long and involve 
significant time and cost. Individuals may 
also make a conscious decision not to pursue 
diagnoses because of previous negative 
interactions with medical professionals or 
inequitable health services. 

Whether a diagnosis relates to mental 
or physiological health, it is important to 
remember that many symptoms and aspects of 
how a person experiences their life and a work 
environment occur regardless of whether 
a diagnosis has been sought and received. 
This fact raises questions on the relevance 
or necessity of medical documentation. 
As an example, if someone experiences 
intrusive thoughts, the severity may ebb and 
flow over time, and may be triggered by stress 
or other factors. Symptoms may become 
significant enough to disrupt daily functioning, 
require time off work, or require support from 
a therapist, etc. In this example, the ways in 
which intrusive thoughts affect an individual are 
present whether a diagnosis is present or not. 
The same can be said for many other aspects 
of mental and physiological health. 
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Advocates of trust-based models rightfully 
question what the formal documentation 
or diagnosis have to do with the validity of 
someone’s disabled identity. We recommend 
examining these perspectives and 
incorporating them into corporate Self-ID 
methodologies. 

Foundations Of Trust 

The fundamental starting point for all 
organisations is to approach disability inclusion 
from a place of care and curiosity that is well 
informed by progressive models of disability. 
No matter what level of organisational maturity 
a business is defined by, prioritising meeting 
the needs of disabled employees is essential. 

It is critical to remember that trust is either 
established or eroded from the moment a 
potential employee interacts with a business for 
the first time. Well before HR has the opportunity 
to expose a candidate to disability-inclusive 
hiring practices, those candidates will have 
interfaced with the company’s website and digital 
assets, social media presence and other facets 
of the organisation’s digital offerings. If these 
assets are not accessible, this makes an implicit 
statement that an organisation’s commitments 
may be aspirational rather than tangible. 
Candidates may have also visited retail or office 
locations which they were unable to access in 
the same ways as non-disabled customers or 
guests, or seen ads where disability was either 
not present or not appropriately represented. 

“Social media and websites are often the 
first impression that someone has of a 
brand, even if it has a physical location. 

If you’re not making your digital content 
accessible, what are you telling your clients 
and customers with disabilities? 

Accessibility is even more vital for 
accounts that exist to serve the public. 
If you’re an elected official, an emergency 
service, or a healthcare provider, what kind 
of crucial information are you excluding 
disabled folks from by not making your 
content accessible? 

How does that exclusion impact their health 
and safety? The repercussions of 
inaccessible digital content are far more 
serious than most people probably realise.” 

ALEXA HEINRICHS 

Many organisations and their leaders find it 
overwhelming to know where to start and 
lean toward large-scale initiatives aimed at 
improving disability performance within their 
businesses. While these types of undertakings 
have the potential to have significant impact, 
it is important not to overlook the value of 
simple gestures of empathy and care and the 
genuine desire to understand disability on a 
more personal level. 
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“It is common for people to know more 
about an individual than to know the actual 
person. “That one over there has [insert 
diagnostic label here].” “She’s the one who 
always needs help.” “He can’t hear all that 
well.” “That little guy goes to a special 
school. Nice kid.” 

A lot of this knowing about is made possible 
by a generally clever and safe use of words. 
The jargon and the rhetoric help us keep 
a comfortable distance from intimacy. 
And prevent us from having to display our 
awkwardness. 

We don’t like not being ourselves. And that 
happens a lot in DisabilityLand. We find 
ourselves off balance. 

Visitors in this terrain don’t generally have 
a lot of social practice with disabled 
individuals. They get good, instead, at 
pretend closeness. Too friendly. Too right 
in your face. Laughing at the joke just a 
little too much. 

And certainly relieved to have what was 
never really an interaction done with.” 

ALAN BRIGHTMAN 
DisabilityLand 
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Case Study 
This case study was provided by EnableMe, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Development Of A Holistic Disability Inclusion Strategy 
For A Multinational Company 

1. Overview 

EnableMe has over 20 years of experience in scaling user-centric, digital solutions for people with 
disabilities and chronic illnesses. Our team has strong entrepreneurial and consulting backgrounds 
to help organisations define their inclusion strategy by emphasising the business value at stake. 

2. Problem definition 

The client asked us to provide an overview of their disability inclusion efforts across a broad 
geographical scope as well as the definition of a guiding strategy to address instances of disability 
exclusion and coordinate progress across the board.

 3. Approach 

Together with the senior client sponsor and representatives of the employee resource group (ERG), 
we first developed guiding questions to define project success. We then conducted a round of initial 
internal interviews as well as external best practice benchmarking to devise leading hypotheses 
regarding the current state of disability inclusion and key areas for improvement. The interviewed 
stakeholders included ERG members, regional inclusion sponsors and line executives. 

These hypotheses were wholly validated via a second round of interviews and translated into a 
guiding strategy addressing key success factors and remaining areas of disability exclusion. This 
target picture built upon identified existing best practices that were often not shared and therefore 
not scaled across the organisation whilst also incorporating examples from other disability inclusion 
leaders. 

In total, 21 distinct elements were identified including clear governance structures to drive disability 
inclusion, metric-based approaches to measure progress, roll-out of successful awareness raising 
campaigns and piloting of recruiting approaches at different locations. The last step consisted of a 
prioritisation of the top 10 immediate action items to generate initial momentum and focus limited 
resources on the most impactful initiatives. 
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4. Impact 

The disability inclusion strategy is being used to this day by the client to frame their diverse 
initiatives towards a common goal. The roll-out of existing best practices and proactive remediation 
of identified action areas has been driving sustainable progress towards becoming an even more 
inclusive organisation. All of this has been driven by the strong collaboration between senior 
leadership, D&I and self-affected employees through the ERG. 

5. Future proofing 

Future proofing means revisiting and adapting the defined disability inclusion strategy by assessing 
progress made and shifts in initiative prioritisation. Moreover, the organisation should endeavour 
to continue reporting quantified success measures both internally (including ideally in performance 
reviews) and externally to keep disability inclusion high on the overall strategic agenda. 

Discover how EnableMe can support your organisation on its journey towards disability inclusion. 
Visit the EnableMe Website. 

https://www.enableme.org/en/EnableMe%20Services
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Case Study 
The following case study was provided by Incluyeme.com, a trusted 
member of the Valuable 500 Directory and experts in disability inclusion. 

Organisational Cultural Diagnosis 

1. Overview 

Incluyeme.com promotes the socio-labor inclusion of people with disabilities by creating spaces to 
enhance their employability. They also support organisations in their diversity strategies. 

Incluyeme.com has developed a model to assess the level of inclusion focused on people with 
disabilities within organisations. This model is based on international standards and structured 
around six axes: Culture, Employment, Communication, Accessibility, Community, and Marketing. 
Each axe has its respective activities toward an inclusive work environment. With this Model, 
Incluyeme.com created an Organisational Cultural Diagnosis through an anonymous survey that 
provides a Benchmark for more than 100 companies in Latin America. 

2. Problem definition 

The client is a conglomerate of companies in the pharmaceutical sector specialized in the  
production and distribution of a wide range of medications in Latin America. The client is dedicated  
to providing an inclusive environment for its employees. The client worked with Incluyeme.com to  
undertake an organisational cultural diagnosis.

 3. Approach 

The client, in collaboration with Incluyeme.com, has undertaken an initial Organisational 
Culture Diagnosis across 37 branches spanning 18 countries in Latin America. This anonymous 
diagnostic tool serves as a means of self-identification, allowing the company to delve into its 
workforce’s knowledge, beliefs, and experiences regarding disability and inclusion. It facilitates 
the identification of best practices and areas for enhancement in diverse facets, including culture, 
inclusive employment, communication, marketing, and community engagement. 

4. Impact 

The survey gathered 4,375 responses, among which 80 individuals self-identified as having 
disabilities. Additionally, a “Prefer not to answer” option was provided to gauge potential hesitancy 
or ambiguity within the corporate culture concerning the disclosure of disabilities. Utilizing this 
dataset, a comprehensive action plan has been devised to propel the client’s diversity and inclusion 
strategy forward. 

The first diagnosis has intriguing insights: 
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• 71.3% of respondents identified as male, while 28.7% identified as female. 

• Most individuals (52.5%) fell within the age bracket of 28 to 43 years old. 

• The branch in a country with legal labor quotas boasted the highest number of individuals with 
disabilities. 

• Only 24 individuals with disabilities held leadership positions. 

This diagnosis provides a comprehensive perspective by: 

• Allowing self-identification of people with disabilities within the organisation. 

• Understanding the company’s culture and if it gives employees the confidence to discuss their 
disability. 

• Experiences of people with disabilities in the organisation. 

• Identifying barriers and perceptions of discrimination. 

• Access to reasonable adjustments. 

• Shows the level of urgency of disability and accessibility training. 

• The existence of ERGs and how well they are communicated within the company. 

• Measures accessibility and barriers in recruitment processes. 

• Develops an impactful strategy based on collected data. 

5. Future proofing 

One year after the initial assessment, a second round of evaluations will ensue to monitor and assess 
the impact of implemented initiatives and strategies. This follow-up evaluation aims to measure the 
progression of inclusion across all project branches and evaluate the efficacy of ongoing endeavors. 

Discover how Incluyeme.com can support your organisation on its journey towards disability 
inclusion. Visit the Incluyeme.com Website. 

https://www.incluyeme.com/
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Guidelines 
The following guide was provided by Delsion, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Creating the Culture of Trust 

Show your commitment 

• What’s your commitment to disability and disability inclusion? It has to be more than a paragraph on 
your website. Live it, breathe it, shout about it, do it. 

Be authentic, open and transparent 

• Always ask – are we doing what we committed to? 

• Is it having a positive impact on disabled people? 

• Be transparent – why are you asking for data, information, etc? 

Nothing for us, without us 

• Use your ERGs. 

• Use the knowledge of disability in your organisation – you’ll be surprised. 

• Consider, consult and value lived knowledge and experience. 

Use it or lose it 

• If people don’t see the value or the change, don’t be surprised if they won’t share information. 

Educate to empower everyone across your organisation 

• Knowledge, empathy and engagement realises individual potential and organisational performance. 

Be consistent – all day, every day 

• Move away from initiatives isolated from your main strategies. 

• Make your commitment part of the fabric of your organisation and your strategic narrative. 

•This is culture and behavioural change...Never forget that.  
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Managers make the difference 

• Empower them and give them confidence. 

Go beyond accessibility 

• Take a people-centric approach. Go beyond policies and processes – flexibility and open-
mindedness are key to creating a culture of disability inclusion. 

Trust starts before recruitment 

• Build it into your resourcing and external engagement strategies. 

Flex your data 

• Use all of your available data to make informed decisions and positive changes. 

Share your successes 

• Show how you’re moving forward and build on this 

Discover how Delsion can support your organisation on its journey towards disability inclusion. 
Visit the Delsion Website. 

https://www.delsion.co.uk/
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Guidelines 
The following guide was provided by ProAbled, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

5 Steps to Build a Culture of Trust for People with Disabilities 

1. Deliver Comprehensive Training Programs 

• Essentials Training: provide all employees with foundational training on disability awareness and 
inclusion, emphasizing the importance of a supportive workplace. 

• Strategic Training: offer specialized training for top managers and decision-makers on developing 
and implementing effective Inclusion Strategies and Corporate Policies. 

• Practical Tools: use role-play scenarios and VR/AR tools to demonstrate practical examples of 
accessibility in action. This method enhances understanding and empathy among employees and 
managers. 

2. Audit and Optimize Workplace Accessibility 

• Accessibility Audits: After delivering training, conduct thorough audits of the workplace to ensure 
it is accessible and supportive for People with Disabilities. This includes assessing physical 
accessibility and reviewing processes for workplace adjustments. 

• Prompt Adjustments and Monitoring: ensure that any necessary workplace adjustments are made 
promptly and effectively. Additionally, monitor the impact of these adjustments and make data-
driven improvements to continuously enhance the inclusivity of the work environment. 

3. Design the career plan for people with disabilities. 

• Innovative Programs: create tailored programs, such as internships and specialized job roles, to 
integrate persons with disabilities into the workforce. 

4. Outreach and Recruitment 

• Targeted Outreach: We actively seek out People with Disabilities who meet job requirements, 
ensuring the recruitment practices are inclusive and accessible. For example, when reaching out 
to someone with a hearing impairment, arrange a video call with a team member who has a similar 
impairment, allowing for better communication and understanding of the individual’s skills and 
background. 

• Inclusive Recruitment: Design the recruitment process to accommodate the needs of people with 
disabilities, and highlight your commitment to inclusion by ensuring job postings are inclusive. 
Additionally, ensure any data collected during recruitment is handled securely and confidentially. 
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5. Upskill and Prepare People with Disabilities for Success 

• Skills Development: provide targeted upskilling and training to prepare people with disabilities for 
success in various work environments, including technical and digital skills training. 

• Internship Programs: promote internship opportunities for new graduates with disabilities to gain 
practical experience, build confidence, and acclimate to corporate settings. 

Discover how ProAbled can support your organisation on its journey towards disability inclusion. 
Visit the ProAbled Website. 

https://www.proabled.com/
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Reasonable Adjustments 

Another important consideration for Self-ID is 
to recognise that an individual’s success in the 
workplace may depend in part on continuous 
opportunities to access the right adjustments 
or accommodations to support their functional 
needs and role requirements. A functional 
difference is when an individual thinks, 
communicates, senses, moves, operates, 
or comprehends in ways that are different to 
what society has deemed ‘normal’ or ‘natural’; 
as a result, systems in place often lack the 
support necessary for those individuals to 
be successful. Functional differences can be 
visible or non-visible; equally they can be 
permanent, temporary, and/or situational. 

“Disability equality is only possible when 
organisations combine being barrier free 
for groups with similar access needs with 
making the reasonable adjustments for 
individuals which enable them to 
contribute on an equal basis. 

It is puzzling, given the business benefits, 
which include enhanced productivity and 
employee engagement, that so few 
organisations are even attempting to 
deliver adjustments fairly and to an 
acceptable, explicit, and consistent quality 
standard, worldwide. 

Too many organisations settle on an ad hoc 
basis for just meeting a bare minimum 
compliance standard rather than enabling 
every colleague to thrive. Denying an 
adjustment to a disabled colleague in 
Argentina because you can legally do so, 
when you would provide that same 
adjustment if they worked in the UK, 
constitutes unfair treatment, and is 
ultimately bad for business. 

Would you require your left-handed CPO to 
provide a medical certificate before giving 
her a left-handed mouse?” 

SUSAN SCOTT-PARKER 
OBE 
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There are many names for the ways in which 
organisations support their employees or 
through which employees communicate their 
needs. Common references include reasonable 
adjustments, workplace accommodations, 
accessibility requirements, ergonomic 
adjustments, etc. We will use these terms 
interchangeably throughout this resource. 

It is our position that making reasonable 
adjustments is an ethical and often a legal 
imperative. 

We have seen many examples of compliance 
and data-driven cultures gone wrong whereby 
the requirement to provide disability or medical 
data – to prove you are disabled enough to trigger 
a legal obligation – is used as a gatekeeper or 
restricts access to reasonable adjustments. 
This conveys the message: “We will only treat 
you fairly if compelled to do so by local law.” 

When reasonable adjustments are managed well, 
they are done in a way that both implicitly and 
explicitly states that the organisation trusts its 
people and is committed to giving all employees 
the tools and flexibility they need to be productive 
in their work. Disability-inclusive organisations 
support accommodations as key facilitators to 
removing barriers and enabling colleagues with 
disabilities to participate equitably in all aspects 
of their work environment. 

A recent analysis by the US Department of Labor 
of survey data from 2019 to 2022 reports that 
nearly half of workplace accommodations made 
for people with disabilities can be implemented 
at no cost, and where there is cost, the median 
is just $300. In addition to gathering information 
about the costs of accommodations, the survey 
explored employers’ motivations for making 
them, their effectiveness and the benefits they 
produced. The report includes the following 
findings: 

• More than half of employers made 
accommodations to retain valued employees. 

• 68.4% of employers said the accommodations 
made were either very effective or extremely 
effective. 

• The direct and indirect benefits of making 
accommodations included retaining valuable 
employees, improving productivity and morale, 
reducing workers’ compensation, and training 
costs, and increasing workforce diversity. 

This formalised research supports what 
the disability community have repeatedly 
communicated: the vast majority of workplace 
accommodations are either free to implement 
or involve low cost. 



BUILDING CULTURES OF TRUST

37 

   
  

 
 

   
 

 
 

  
 

   
  

  
  

 

   
 

  
  

 

   
 

   
 

 

  
 

 

  
 

 
 

 

   
  
  

  
  

   

   
  

 
 

 
 

 
 

We recommend that all organisations 
adopt the following recommendations from 
Business Disability International. These 12 
Critical Success Factors are tangible steps 
organisations can take to ensure workplace 
adjustment service lines are designed 
effectively and efficiently: 

1. A named senior executive is responsible for 
ensuring the service meets explicit 
performance standards and drives 
continuous improvement. 

2. A named service manager is responsible for 
ensuring that the Workplace Adjustment 
(WPA) service, end to end, meets these 
standards. 

3. There is a well-publicised single “door” of 
entry to the service. 

4. There is a “real” speed of delivery standard 
– case studies show that it is reasonable to 
set a standard that states it will take no more 
than 14–20 days from when adjustments are 
first requested to when they are delivered 
and operational. 

5. The line manager does not pay and does not 
drive the service for their team member/s. 

6. Employees are trusted to self-refer and are 
not routinely required to prove they have a 
disability in order to get the tools, 
accessibility or flexibility that they require. 

7. There is a well-publicised central catalogue 
of approved “hard” adjustments, i.e. 
technology, assistive devices, furniture. 

8. There is a well-publicised catalogue of 
approved “soft” adjustments: i.e. flexitime, 
rest breaks, medical appointments, 
disability- related absence. 

9. Passports or workplace adjustment 
agreements capture what has been agreed 
and delivered for the employee, so they need 
not renegotiate with a new manager. 

10. Procurement requires key suppliers, 
including  facilities management and IT 
support, to meet the adjustment and 
accessibility-related performance standards, 
enabling the “end to end service” to deliver 
promptly and effectively. 

11. The impact of the service is routinely 
documented, including the cost benefit 
associated with reducing absenteeism; 
enhancing productivity and employee 
engagement; and reducing management 
and legal costs associated with grievances 
and litigation. 

12. Adjustments are clearly positioned as a 
managerial responsibility, not a medical one: 
medical interventions are kept to a minimum. 
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Case Study 
The following case study was provided by Microlink, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Streamlined Workplace Adjustmet Service Over Multiple Working 
Environments 

1. Overview 

Microlink is the UK’s leading Workplace Adjustment and Assistive Technology Partner. They create 
productivity tools for people with disabilities and health conditions in the work environment. 

2. Problem definition 

The client is Scotland’s sole, publicly owned water company. As a public body, the client is 
confronted with certain unique obligations and budgetary constraints. 

Additionally, the client has employees working in various markedly different contexts, including 
contact-centre workers, lab technicians or water and wastewater site operatives. Any Workplace 
Adjustment Service (WPA) process had to consider their large diversity of demands and to 
effectively and efficiently deliver a wide array of solutions to meet them. 

3. Approach 

In April 2021, the client teamed up with Microlink to implement a more streamlined and cost-
effective process, with a more transparent WPA journey for colleagues and their managers. For the 
last three years, they have worked to deliver and refine a fully case managed, end-to-end WPA to 
support their approximately 4,500 employees. 

In the newly defined WPA process, the client coordinated with experts Microlink to carry out 
assessments, delivery, installation and training for any recommended adjustments. This involved 
regular communication from dedicated case managers, who make the experience clear and easy for 
both employees and management. 

A unique web shop allows the client’s WPA team to work from a bespoke catalogue of Microlink’s 
wide range of products and services, designed to meet the likeliest needs of their employees. This 
allows products and services to be delivered especially quickly when there is no need for an in-depth 
assessment, thus saving critical time and money. 

The partnership between the client and Microlink is underpinned by regular, open communication. 
Collaborating with regular calls ensures a mutual understanding of any developing needs or 
challenges, be they budgetary or technical, broad or precise. 
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4. Impact 

The reworked service’s improvements to employee experience was evidenced by an upsurge in 
positive feedback collected via employee and line leader surveys conducted by both Microlink and 
the client. Over the last 12 months alone, uptake of WPA in support of neurodivergence increased 
from 12.5% to 31%. 

The work the client has done to raise awareness and understanding of WPA, including the cost-
effectiveness and value of an effectively managed service, now sets a benchmark within the public 
sector. 

5. Future proofing 

The client, with partners Microlink, remains committed to delivering a best-in-class WPA service for 
their employees. 

They continue to make great strides developing internal awareness of neurodivergence, which 
has been a major recent focus. As part of this effort, they recently delivered co-coaching for 
some Modern Apprentices and their management structures. The client’s Neurodiversity Network 
continues to develop, with a closed network for parents and guardians of children with additional 
special needs and neurodivergent children. The client has been recognised with awards and there 
are surely more to come! 

Discover how Microlink can support your organisation on its journey towards disability inclusion. 
Visit the Microlink Website. 

https://www.microlinkpc.com/
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Case Study 
This case study was provided by the Australian Disability Network, a trusted 
member of the Valuable 500 Directory and experts in disability inclusion. 

Workplace Adjustments 

1. Overview 

Australian Disability Network has extensive experience in partnering with organisations to 
develop, launch and refresh workplace adjustments policies and procedures. We have developed 
comprehensive resources, expertise and undertaken extensive research, including our Workplace 
Adjustments Research Report. Ensuring the voice of lived experience and consultation is undertaken 
to underpin projects we run in the workplace adjustments space.    

2. Problem definition 

Australian Disability Network partnered with this client to provide peak-body expertise and 
recommendations on the resources the client had developed for their workplace adjustments. The 
partnership aimed to refresh the client’s approach for requesting and implementing workplace 
adjustments to improve disability confidence and employment outcomes for people with disability. 

3. Approach 

The project involved a number of stages including journey mapping to understand current pain 
points and consultation with managers responsible for implementing adjustments. Australian 
Disability Network led a series of focus groups with employees with disability. These sessions 
provided insight to the employee experience of workplace adjustment requests in recruitment, 
onboarding, applying for promotion, and accessing development opportunities. They enabled 
employees with disability to make suggestions for their preferred approach and identify potential 
barriers. These insights and experiences were then summarised and recommendations were shared 
with the client. 

Australian Disability Network also reviewed their workplace adjustments resources to provide 
insights, expertise, and feedback. This informed further updates and changes to the policy and 
documents. 

4. Impact 

The impact of this project was an updated policy, adjustment resources and a specialist appointed 
to support dignified and inclusive workplace adjustments. This has underpinned an inclusive 
recruitment and employee experience for people with disability across the organisation. 
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5. Future proofing 

Steps that the client will need to take to ensure a continued and successful outcome are continuing 
to regularly review their policy and resources, continue to gather employee insights and feedback to 
inform updates, and regularly monitor trends and data for any unintentional barriers. 

Discover how the Australian Disability Network can support your organisation on its journey towards 
disability inclusion. Visit the Australian Disability Network Website 

https://australiandisabilitynetwork.org.au/
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Case Study 
The following case study was provided by Microlink, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Merging Companies Harmonise Workplace Adjustment Services. 

1. Overview 

Microlink is the UK’s leading Workplace Adjustment and Assistive Technology Partner. They create 
productivity tools for people with disabilities and health conditions in the work environment. 

2. Problem definition 

In 2023, two global telecommunications and media companies merged and the newly combined 
entity began work to harmonise their Workplace Adjustment (WPA) service. Unsurprisingly, there 
were two different approaches to WPA. Working with WPA experts, Microlink PC, the client worked 
to design and deliver a consistent, best practice service for all their employees. The challenge 
facing the new company was to take these differing approaches and ensure uniform practices and 
standards were delivered for the combined workforce. 

3. Approach 

The two companies merged with different WPA maturity services. After the merger, the client led an 
extensive gap analysis and conducted focus groups amongst its employees to understand what was 
working, and what could be improved. Following this, the existing model with Microlink was rolled out 
across the business. 

This has resulted in: 

• Adoption of a solution-focused approach to assessment and adjustment delivery. 

• Using Workplace Adjustment experts for assessment and case management to facilitate the 
solution-focused approach. 

• Clearly designated points of referral allowing employees to request adjustments. 

• Transparent case management keeping employees and line managers informed throughout the 
process from request to delivery and installation. 

• Maintaining clear and reliable communication, including a dedicated email inbox, and creation of an 
Adjustment Passport for employees. 

• Various awareness-raising, interactive strategies including informal assistive technology 
presentations and chit chats with employees and line managers. 
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4. Impact 

After harmonising their WPA processes, the client is fast becoming an industry leader in delivering 
a WPA service. It caters for the needs of employees requiring adjustments, particularly disabled 
employees. It offers a clearly designated pathway to solution-driven and expert-led support. 

5. Future proofing 

The client is not resting on their laurels. The company is focused on increasing uptake and 
understanding of the WPA service. By communicating the different purpose of WPA from 
Occupational Health, employees are becoming more aware of the WPA service’s ability to offer the 
solutions they need. 

Discover how Microlink can support your organisation on its journey towards disability inclusion. 
Visit the Microlink Website. 

https://www.microlinkpc.com/
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Guidelines 
The following guide was provided by Disclo, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Key Considerations For Your ADA Accommodations Audit 

1. Assess Your Accommodation Request Process 

The first step in an ADA compliance audit is evaluating how accommodation requests are handled. 
Are you addressing disability-related requests, pregnancy accommodations, and religious 
accommodations under Title VII in a consistent and efficient manner? Key areas to audit include: 

• Accommodation requests initiation: Are employees aware of how to request accommodations, and 
are those requests documented properly? 

• Case tracking and management: Is the status of each accommodation request properly tracked 
within HR systems, while ensuring that access to this information is limited to only those who need 
to know, such as HR personnel and case managers? Employees and managers should not have 
visibility into the full details of the request or medical information unless explicitly necessary for 
implementing the accommodation. 

• Medical verification and compliance: Is your process aligned with ADA standards, PWFA, and Title 
VII for validating the need for an accommodation? 

Making sure your process is transparent and compliant with these laws will ensure a smooth and 
inclusive workplace accommodation experience. 

2. Evaluate Your Compliance with PWFA and Title VII 

The Pregnant Workers Fairness Act (PWFA), which took effect in 2023 and was finalized in 
2024, extends protections to pregnant employees requiring reasonable accommodations, such 
as more frequent breaks, modified duties, or time off. Likewise, Title VII requires reasonable 
accommodations for employees facing religious conflicts or gender-related issues. 

Your internal audit should include: 

• Are PWFA accommodations being handled with the same rigor and fairness as ADA 
accommodations? 

• Are managers trained to recognize requests that fall under Title VII, such as religious 
accommodations or accommodations for gender expression and identity? 

Ensuring your compliance with both the ADA and PWFA avoids legal pitfalls and protects the rights 
of your employees. 
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3. Identify Bottlenecks and Resource Gaps 

Your audit should identify critical bottlenecks to maintain efficiency and prevent delays in the 
accommodation process. Questions to consider: 

• How long does it take for requests to be processed and resolved? 

• Are there any resource gaps that delay the provision of accommodations? 

• Are legal consultations required frequently, adding unnecessary costs and time? 

You’ll improve compliance and employee satisfaction by identifying areas where your process could  
be streamlined—such as automating parts of your accommodations workflow or better utilizing HR  
resources.  

4. Establish Clear Communication Between HR and Employees 

The accommodation process must be transparent and accessible for all employees. During your 
audit, review how well employees understand the process and how effectively HR communicates 
about accommodations. Ask: 

• How easily can employees request accommodations under the ADA, PWFA, or Title VII? 

• After submitting a request, are employees regularly informed about their rights, timelines, and next 
steps? 

• Are managers trained to recognize when an employee might need accommodations? 

Improving communication channels and methods will create clear, accessible resources to ensure 
employees feel supported and protected. In addition, it will ensure that organizations operate 
compliantly and implement a system of record that protects both the employee and the organization. 

5. Implementation 

If the accommodation is approved, the HR or ADA coordinator collaborates with the employee to 
implement the accommodation. Periodic check-ins are scheduled to evaluate the effectiveness of 
the accommodation and make adjustments as needed.  

Note: Many disabilities and health conditions can impact an employee differently over time. 
Additionally, an employee’s job duties may change. Scheduling periodic check-ins to confirm 
the accommodation meets the employee’s needs helps support the employee and protects the 
employer. 

6. Confidentiality 

All information related to the accommodation request and medical documentation is kept 
confidential in compliance with ADA regulations HR or ADA coordinator ensures the organization 
complies with all relevant ADA laws and regulations. Note: Any disability-related information, such as 
reasonable accommodation requests or medical records, must be maintained by the employer in a 
separate, confidential file. This information cannot be kept in an employee’s personnel file.  
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7. Appeal Process 

If the employee disagrees with the accommodation decision, an internal appeal process may be in 
place Employees may also be able to contact external resources such as the Equal Employment 
Opportunity Commission (EEOC) or a local ADA office for assistance. 

This guide is an excerpt. To download the full internal Audit Template Guide, click this link: 
Disclo Internal Accommodations Audit. 

Discover how Disclo can support your organisation on its journey towards disability inclusion. 
Visit the Disclo Website. 

https://www.disclo.com/resources/internal-accommodations-audit-key-considerations-for-hr-leaders
https://www.disclo.com/


BUILDING CULTURES OF TRUST

47 

 
 

 
 

 
 

 
   

 

Guidelines 
This guide was submitted by Creative Spirit, a member of the 
Valuable 500 Directory and experts in disability inclusion. 

Accommodations And Best Practices For Neurodivergent Employees 

1. Training & Support: 

Neurodiversity awareness training, mentorship programs, and resource groups for all employees. 

2. Technology: 

Assistive tools like text-to-speech software, noise-cancelling headphones, and organization apps. 

3. Flexibility: 

Flexible schedules, breaks, and remote work options. 

4. Environment: 

Quiet spaces, reduced distractions, and adjustable lighting/temperature. 

5. Communication: 

Use clear, concise language, visual aids, and alternative communication Methods. 

6. Universal Design: 

Do not assume that users are “typical”; presenting materials, signage, and graphics in different 
ways; utilizing multiple modes of communication; providing noise canceling headphones; providing 
a quiet room on each floor; and ensuring that controls and equipment can be positioned for both 
right and left-hand users are just some of the ways Universal Design can help employees. Various 
awareness-raising, interactive strategies including informal assistive technology presentations and 
chit chats with employees and line managers. 

Discover how Creative Spirit can support your organisation on its journey towards disability 
inclusion. Visit the Creative Spirit Website. 

https://www.creativespirit-us.org/
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________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

Guidelines 
The following guide was provided by Disclo, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Reasonable Accommodation Request Form Template 

This form complies with the Americans with Disabilities Act (ADA) and the Rehabilitation Act by 
providing a process for employees or applicants to request reasonable accommodations. The 
information provided will be kept confidential in accordance with ADA guidelines. For any queries or 
additional information regarding this form or the accommodation process, please contact the 
Human Resources Department. 

Employee/Applicant Information: 

Employee Name: 

Job Title: 

Phone: 

Department: 

Work Email: 

A. Questions to clarify accommodation requested. 

What specific accommodation are you requesting? 
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________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________

Detail the reasonable accommodation you are requesting to assist with performing the essential 
job functions or to participate in the application process. If you are not sure what accommodation is 
needed, do you have any suggestions about what options we can explore? Yes __ No__ 

If yes, please explain: 

If known, please suggest any specific accommodation(s), such as telework, assistive technology, 
modified work schedule, or other adjustments that would assist you. 

What is the nature of impairment? Briefly describe your impairment under the Americans with 
Disabilities Act (ADA) or Rehabilitation Act, if applicable. 

Is your accommodation request time-sensitive? Yes __ No__ 

If yes, please explain: 

B. Questions to document the reason for the accommodation request.

What, if any, job function are you having difficulty performing? 

What, if any, employment benefit are you having difficulty accessing? 

What limitation interferes with your ability to perform your job or access an employment benefit? 
Explain how your impairment affects your ability to perform major life activities or specific functions 
of your job.

 Have you had any accommodations in the past for this same limitation? Yes __ No__ 
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________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

If yes, what were they and how effective were they? 

If you are requesting a specific accommodation, how will that accommodation assist you in fulfilling 
the essential functions of your job? 

C. Other

Please provide any additional information that might be useful in 

processing your accommodation request: 

Signature: 

Could you explain how your impairment affects your ability to perform major life activities or specific 
functions of your job? 

Signature Date: ____________________________ 

Return to ____________________________ 



BUILDING CULTURES OF TRUST

51 

 

 

 

 

 
 

 

 
  

 

 

 

 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

________________________________ ________________________________ ______________ 

Human Resources Use Only 

Received by: 

Date Received:  ______________ 

Accommodation Request Review Process: 

The Interactive Process: Detail the steps taken for the interactive process between the employee/ 
applicant and Human Resources to implement the reasonable accommodation. 

Determination of reasonable accommodation: Indicate whether the reasonable accommodation 
request is granted, denied, or if additional information is needed. Include an explanation for the 
decision and any alternative accommodations offered. 

If accommodation not granted, reason for denial (e.g., Undue Hardship): Provide detailed reasoning if 
the accommodation is deemed to cause undue hardship to the organization. 

Implementation Date: __________________ 

Employee/Applicant Acknowledgment: 

Signature: 

Signature Date: _____________________________________ 

Discover how Disclo can support your organisation on its journey towards disability inclusion. 
Visit the Disclo Website. 

https://www.disclo.com/
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Adjustment / Accommodation Data 

Anonymised data related to the provision of 
workplace adjustments/accommodations can 
serve as a source of rich insights on disabled 
representation in the workforce. It can also help 
inform leadership on the degree to which an 
organisation has succeeded in operationalising 
disability performance. 

For example, if a Self-ID initiative is launched 
but yields very low response rates, reviewing 
anonymised data associated with the number of 
workplace accommodations provided annually 
may help provide perspective. For example, if 
Self-ID disclosure is low but there were a high 
number of accommodations requested and 
provided, this may indicate that there is work 
to do in creating a culture in which employees 
feel comfortable disclosing. Anonymised 
accommodation data may also help predict or 
explain varied Self-ID participation rates across 
different geographies. 

If various geographies are defined by high rates 
of accommodation requests and high rates of 
Self-ID participation and others are defined 
by low numbers of accommodation requests 
and low Self-ID participation, this may point to 
the need for more awareness and education 
on the availability and pathway to accessing 
accommodations to drive higher Self-ID 
participation. 

In regard to operationalising disability 
performance, if a high proportion of 
accommodation requests were provided within 
14–20 days, this likely indicates that systems and 
processes are effective at facilitating workplace 
accommodation requests and support a culture 
in which employees feel confident in disclosing 
their disabled identity or lived experience. 

We recommend exploring the ways 
in which Self-ID disclosures and 
accommodation/adjustment data can 
be layered to provide a more complete 
picture of disabled representation in any 
workplace. 
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Case Study 
The following case study was provided by Inclusively, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Using AI To Deliver A Workplace Experience That 
Supports All Employees’ Needs 

1. Overview 

Inclusively empowers companies to improve productivity and retention while fostering inclusive 
workplaces. We help employers adopt a universal approach to accommodations that easily 
integrates into existing operations and supports all employees’ diverse needs to be productive in 
their job. 

2. Problem definition 

A large enterprise software company invested in assistive technology, accessibility solutions, 
wellness programs and mental health support to enhance the employee experience. However, 
their employees did not know how to find the support they needed or even navigate to the support 
anonymously. Other key areas of focus included: 

• A more efficient feedback loop. The current static wiki page was difficult to maintain and lacked a 
continuous feedback mechanism to assess the value and effectiveness of the provided benefits 
and accommodations. 

• Streamlined interactions. The existing process involved redundant interactions across multiple 
teams, necessitating a centralized source of truth to reduce repetition. 

• A balanced focus on the social and medical model of employee support. While the medical model 
focuses on disability-related treatments, the company aimed to also prioritize the social model, 
which emphasizes environmental accessibility and long-term employee success, as they felt it 
better aligns with their employees with disabilities workplace needs. 

3. Approach 

The company aimed to optimize their investments in employee support by creating an accessible, 
centralized platform. This solution would streamline the process, reduce redundant interactions, 
establish a feedback loop for continuous improvement, and prioritize a social model approach to 
benefits and accommodations. The goal was to develop a user-friendly, one-stop shop solution that 
maximized the impact of their investments in enhancing the employee experience. 

The company plans global adoption of lnclusively’s workplace personalization product, Retain, which 
handles accommodation and workplace personalization requests at scale, and merges advanced 



BUILDING CULTURES OF TRUST

54 

 
 

 
   

  

 
 

 
 

 
 

 

 
 

 

 
 

 
 

 
   

  

 
 

 
  

 

Al with a self-service employee discovery and experience platform. In other countries, the work in 
disability inclusion lags behind the U.S., and the company plans to ensure employees can access the 
platform no matter where they reside. The company opted for an initial pilot to gauge interest and 
benefit. 

4. Impact 

With the company now rolling out lnclusively’s Retain Platform to 42,000 of their employees, the pilot 
revealed that Inclusively delivered a framework to support a universal approach to accommodations, 
modifications and support of employees needs and implemented the solution in record time. Retain 
gathered and managed extensive, higher quality data on accommodations compared to prior efforts. 

Retain helped automate 80% of self-service requests so that all accommodation requests were not 
going through an IAP and therefore reducing redundant interactions. The majority of requests cost 
$0. 

Employees shared positive feedback about their experience and rated Retain 4 out of 5 stars, 
praising its ability to reduce redundant interactions across their entire ecosystem. They valued 
providing employees with a private self-advocacy tool to access resources for success. 

“At our company, we’re investing in the future of work. We believe that lies in allowing everyone to 
thrive at their jobs. Inclusively is forward-thinking, addressing current needs like neurodiversity 
accommodations and aligning with the modern worker’s preference for tailored, inclusive work 
settings. Our hope is that this expanded partnership with their AI-driven workplace personalization 
platform will allow our employees to bring their full selves to work.” - VP of Accessibility at the 
company 

5. Future proofing 

In order to ensure success for the future, the company should continue to gather and manage 
higher quality data on accommodations. As the feedback received was so positive, the procedures 
introduced should be continued. This will ensure a streamlined process and strengthen the 
employee experience. 

Discover how Inclusively can support your organisation on its journey towards disability inclusion. 
Visit the Inclusively Website. 

https://www.inclusively.com/
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Case Study 
The following case study was provided by ClearTalents, a trusted 
member of the Valuable 500 Directory and experts in disability inclusion. 

Reasonable Adjustments Software 

1. Overview 

ClearTalents is an organisation which creates DEI Software. Their platform helps businesses make 
reasonable adjustments for employees. ClearTalents was hired by an organization to streamline and 
simplify its reasonable adjustments process.  

The client wanted to record workplace accommodations requests in a consistent and 
straightforward way. 

2. Problem definition 

The client had always recognised the value of offering reasonable adjustments to all employees. 
However, the process was a manual one owned by individual line managers. Each time an employee 
changed roles they would need to explain their individual needs again. This process made it an 
inconsistent and time-consuming process for everyone involved. 

3. Approach 

ClearTalents implemented an online toolkit which automated and improved the process of recording 
reasonable adjustments. Employees were able to create a secure online personal diversity profile. 
The ClearTalents solution then generated a report that outlined the adjustments that would help, 
based on the information submitted in the diversity profile. 

This process ensures that both employees and managers are up to date with key information and 
responsibilities. If the employee’s line manager changes, their new manager can access the profile 
to understand the best way in which they manage talent.  

4. Impact 

Both management and employees were able to recognise the benefit of this solution. Since 
introducing this automated system, sickness absence and staff turnover reduced by half. The client 
noted a huge improvement in their capability to manage reasonable adjustments transparently and 
effectively. It is now a positive process, enabling us to agree on the best working arrangements for 
each individual. 
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5. Future proofing 

To ensure this process continues to be a success for the client, they attend quarterly review 
meetings with their ClearTalents Account Manager to discuss: 

• Current best practices and how they can implement them within their organisation. 

• Analyse the last quarter’s organisation data in terms of the adjustment/ support insights they 
provide. 

• Based on the data analysis discuss if any changes to strategy, policy or training is required. 

• Review the organization performance in terms of profile completions, adjustments provided 
(duration and cost to provide*). 

*Most adjustments are free and easy to implement. 

Discover how ClearTalents can support your organisation on its journey towards disability inclusion. 
Visit the ClearTalents Website. 

https://cleartalents.com/
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Case Study 
The following case study was provided by Inclusively, a trusted 
member of the Valuable 500 Directory and experts in disability inclusion. 

Using Data To Streamline Today’s Workplace Experience For All Employees 

1. Overview 

Inclusively empowers companies to improve productivity and retention while fostering inclusive 
workplaces. We help employers adopt a universal approach to accommodations that easily 
integrates into existing operations and supports all employees diverse needs to be productive in 
their job. 

2. Problem definition 

A Fortune 500 company presented with inconsistencies across their business units in application of 
their Interactive Accommodations Process (IAP). They wanted a seamless global process that would 
work across all regions and business units, but were looking for guidance and a strategic plan for 
implementation. Specifically, they sought consulting support in the following areas: 

• Collecting data and feedback on current processes. 

• Creating a global framework for an Interactive Accommodations Process. 

• Addressing compliance adoption across regions and business units. 

• Educating their workforce and managers. 

• Achieving best-in-class status regarding disability inclusion, workplace accommodations and 
accessibility. 

The client engaged Inclusively to leverage our expertise in building accessible and inclusive 
processes that are efficient and scalable. The goal was to identify organizational strengths and 
areas in need of improvement, and to provide a detailed playback that included a plan for a scalable 
global IAP. 

3. Approach 

lnclusively’s Boost Principal Consultants accomplished the following: 

• Reviewed internal policies, procedures, data and environment. 

• Reviewed external messaging around disability inclusion initiatives. 

• Facilitated a series of meetings and focus groups with key stakeholders. 

• identified areas of excellence and opportunities for growth. 
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Our experts then incorporated the five pillars of lnclusively’s Success Enablement Framework to 
make recommendations for a global IAP consistent with the company’s vision and mission. 

1. Culture of Trust: Promotes open communication and psychological safety. 

2. Regulatory compliance: adheres to legal standards for equal opportunity. 

3. Feedback Driven:  Collects and applies feedback from stakeholders. 

4. Efficiency and timeliness: Implements Success Enablers in a timely manner. 

5. Continuous improvement:  Self-evaluates using a consistent process. 

4. Impact 

Boost provided feedback to the company as well as solutions. Based on findings and 
recommendations, the client was given resources and deliverables for growth. 

Deliverables: 

• Designed a global lAP playbook detailing a scalable, compliant and accessible process for a best-
in-class global accommodations framework. 

• Formulated solutions for routine data collection to evaluate accessibility, monitor disability 
inclusion, and identify employee/ manager areas of concern and success. 

• Recommended a transparent, consistent data tracking system for accommodation requests to 
provide accurate information to stakeholders like compliance and legal teams. 

• Developed educational assets comprising live sessions, one-pagers, and a series of fully accessible 
digital training modules on specific disability inclusion topics. 

• Provided templates to ensure consistent communication throughout the company. 

5. Future proofing 

The company is implementing lnclusively’s findings, feedback and resources gained through Boost 
in order to build a best-in-class global Interactive Accommodations Process. Inclusively continues 
to collaborate with the organization to drive innovation and meet their goal of being a leader in their 
industry. 

Discover how Inclusively can support your organisation on its journey towards disability inclusion. 
Visit the Inclusively Website. 

https://www.inclusively.com/
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Training 

One of the most significant things a leader can do 
in support of advancing disability inclusion at a 
system level is to invest time, effort, and funding 
into ensuring their workforce is educated on 
disability inclusion and specific ways to support 
disabled employees. 

Providing or mandating disability inclusion 
training is a great example of how business 
has the power to catalyse global change. As a 
reference, the combined total of employees 
across the Valuable 500 at last count was over 22 
million employees; most Valuable 500 companies 
are multinational organisations, many with 
employee counts in the tens of thousands and 
many with supply chains comprised of hundreds 
of thousands of suppliers. Providing employees, 
contractors, and suppliers with training based on 
the social and human rights models of disabilities 
represents a tangible means of dismantling 
previously held notions on disabled lived 
experience and identity, and as we have heard 
from the disability community and companies 
alike, is a foundational element of building a 
strong culture of trust. 

In the majority of organisations, disability  
inclusion is either absent from DEI training, or  
appears as a brief reference within generic DEI  
training initiatives. The importance of providing  
training that is disability-specific and is led  
by persons with lived experience cannot be  
overstated enough. Another strong message  
from the disability community is related to  
the importance of hiring outside experts and  
trainers to provide disability-specific training  
rather than asking employees to lead training  
sessions themselves.We listened to many  
shared experiences of situations where disabled  
employees were called upon to educate their  

peers, develop content and strategic plans, and 
solve  specific issues. Some disabled employees 
enjoy this and welcome such opportunities; 
however, many communicated that advocating 
for disability inclusion and/or educating their 
peers came at the cost of sharing personal 
stories, medical history, and lived experience. 

Training does not need to be formalised to be 
effective. Discourse and knowledge sharing 
within our Self-ID working sessions revealed that 
simple content focused on the fundamentals of 
disability theory and models, and storytelling 
from peers, disabled creators and advocates 
are effective. The outcomes of these learning 
approaches are to generate awareness, build 
empathy, and foster a work environment which is 
conducive to building trust. 

Organisations who have committed to investing 
in disability-specific training have also reported 
that these perspectives enable them to 
better serve and understand their customers 
and access market segments they had not 
considered before. This can mean simple things 
like becoming aware of and familiar with assistive 
technology disabled employees and customers 
use, incorporating stories about the life hacks 
and ingenuity people rely on to navigate barriers 
to accessibility, or stories about how simple 
changes to work processes and expectations 
can make a significant impact on productivity, 
performance, and job satisfaction. Honest 
conversations from neurodivergent employees 
on things like the emotional and energy deficit 
that comes from masking in a work environment, 
sensory overwhelm, and being required to be on 
camera, etc. are great examples of how training 
can help bring more awareness to specific lived 
experiences. 
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Case Study 
This case study was provided by the Australian Disability Network, a trusted 
member of the Valuable 500 Directory and experts in disability inclusion. 

Encouraging Disability Awareness Through Bespoke Training Solutions 

1. Overview 

Australian Disability Network has extensive experience in partnering with organisations to provide 
bespoke training. As a peak body with a history of developing meaningful relationships with 
members, we have the expertise to identify when training is required. Training is designed and 
delivered using our resources, research, and expertise. 

2. Problem definition 

This client requested assistance to upskill their employees to become more disability confident 
and provide a dignified experience for employees requesting and receiving workplace adjustments. 
Workplace adjustments are critical to ensuring equitable employment opportunities. 

3. Approach 

Australian Disability Network developed a bespoke training proposal. This proposal was reviewed by 
the client’s Inclusion and Culture Team who through a series of emails and virtual meetings provided 
written and verbal feedback on desired learning outcomes. Unique case studies were developed 
in partnership with the client, each study outlining a different scenario in which a workplace 
adjustment was requested. 

Three virtual training sessions of two hours were delivered to up to 20 participants across different 
business areas. Training consisted of disability confidence content and case study discussion. 
All participants were provided with a written resource and asked if they required adjustments to 
participate in the training. 

4. Impact 

After the training, participants reported feeling more confident in being able to provide a dignified 
experience for employees requesting adjustments. The client’s Inclusion and Culture Team also 
received the case studies which they could provide to participants and use in future meetings and 
training. 
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5. Future proofing 

This client can continue to provide support with training, resources and mentoring to those 
responsible for receiving and implementing workplace adjustments. They are valued members of the 
network and will continue to engage in the training, resources, research findings and opportunities 
being a member provides. 

Discover how the Australian Disability Network can support your organisation on its journey towards 
disability inclusion. Visit the Australian Disability Network Website. 

https://australiandisabilitynetwork.org.au/
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Guidelines 
The following guide was provided by Evenbreak, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Disability Inclusion Training 

Awareness campaigns don’t always translate into tangible action.  Training programs must bridge 
this gap and equip individuals with practical tools and strategies to actively create an inclusive 
environment. Topics should cover a wide range of crucial areas like inclusive recruitment processes, 
leadership approaches, accessible office design, and organisation-wide fundamental disability 
inclusion training. 

Your checklist for booking high-quality disability inclusion training: 

• Ensure the training is delivered by those with experience of disability. 

• Check the slides provided will be accessible, work with screen readers and can be provided in a 
range of formats in advance of the session. 

• If training is delivered online, recordings should be available for participants to watch back. This is a 
great adjustment too! 

• Your training provider should check whether any attendees have any access needs to build into the 
session. 

• Your trainer should invite people to participate in the session in the way that is most appropriate for 
them. This includes letting participants know they’re free to move around during the session to help 
them engage. 

• Training should be part of a bigger program and should tie into other inclusion projects that are 
underway. 

• Lastly, training should be tailored to your organisation. Generic disability awareness is not enough, 
specific examples relevant to your sector can really bring the training to life! 

Discover how Evenbreak can support your organisation on its journey towards disability inclusion. 
Visit the Evenbreak Website. 

https://www.evenbreak.com/
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“A culture of acceptance and respecting 
differences, as well as a degree of flexibility, 
is very important for any disabled employee 
to thrive. 

Building such a culture requires awareness 
across all levels of the organisation, coupled 
with other initiatives. Ultimately, systemic 
change to hire and motivate disabled 
employees is a long-term investment. 

The effort, time and resources are 
significant, but the development potential is 
truly astronomical.” 

PREETHAM SUNKAVALLI 
Manager, Business Transformation at 
Mahindra Group 

Employee Resource Groups 

Employee Resource Groups or ERGs refer to 
voluntary, employee-led communities that 
may or may not be formally supported by 
an organisation. ERGs are often organised 
on the basis of shared identities, interests, 
or backgrounds with the goal of supporting 
employees by providing opportunities to 
network and create a more inclusive workplace. 
ERGs often start out as grassroots efforts 
led by passionate advocates or people with 
lived experience seeking to build a sense of 
community, generate awareness, and provide 
resources to others.  Organisations use many 
naming conventions to refer to ERGs. These 
include business resource groups, DEI councils, 
affinity groups, inclusion resource groups, or 
network groups. 

In progressive organisations, ERGs mature 
into recognised functions that benefit from 
executive sponsorship, allocated budgets and 

formalised, remunerated roles responsible for 
their activities. In mature ERGs such as these, 
it is also common to see the establishment of 
sub-communities or groups which represent and 
support individuals with intersectional identities 
or those with specific lived experiences. In 
regard to disability, it is important to note that 
ERGs are not just focused on personal lived 
experience of disability. They can be for parents 
and carers of disabled children, spouses of 
people with disabilities, and others whose lives 
are touched by disability. 

When they are at their best, ERGs adopt a 
community-first approach. This is to say that the 
focus of the ERG is to foster the establishment 
and growth of identity-led communities and a 
sense of connectedness rather than supporting 
ERGs with the goal of leveraging and/or gaining 
access to disabled lived experience and 
perspectives. We have seen many examples of 
how ERGs that do not adopt a community-first 
approach can actually erode cultures of trust in 
situations where passionate advocates of, and 
for, the disability community are utilised as an 
unpaid source of expertise, innovation, strategic 
advice and peer support. In these cases, burnout 
is very common and can have negative impacts 
on employee performance because participation 
in and leading ERG activities eclipses those 
required in their primary role. 

“Disability ERGs go beyond mere advocacy. 
They are an untapped resource of 
individuals who know all too well the 
barriers presented within your 
organisation. They are community and an 
opportunity for many disabled individuals 
to feel a sense of belonging.” 

JAMIE SHIELDS 
AMS 
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As a global collective with representation 
across 41 headquartered countries and 64 
industries, we have noted that ERGs are not 
common across all geographies. Thus, many 
organisations are unaware of the concept of 
an ERG or the benefits of having them in place. 
In these geographies, discussions relating to 
ERGs may give the impression that they must 
be formalised, well thought out and established 
initiatives rather than an employee-led effort to 
connect as a community. 

It is important to note that taking a community 
first approach may be achieved through other 
means than ERGs that are culturally relevant in 
a specific geography. Non-western countries 
have much to offer regarding ways of working 
and new thought leadership that represents 
global perspectives. 

For example, in Japan, the concept of wa (和) 
is an important cultural value which loosely 
translates to the concept of “group harmony”. 
In the context of the workplace, wa can be 
expressed in the form of taking care of and 
meeting the needs of all members of a team, 
and prioritising group values and the welfare 
of the community over individual ambitions 
or desires. Just as we have highlighted the 
need for more thought leadership from those 
with intersectional identities, it is critical 
that the way we approach disability inclusion 
incorporates global and culturally unique 
perspectives. 

#PositivelyPurple is another global movement 
that celebrates and draws attention to the 
contribution of employees with disabilities 
around the world. More importantly 
#PositivelyPurple has been connecting 
disability Employee Resource Groups (ERGs) and 
networks around the world – building disability 
confidence from the inside out and driving a 
movement for change. PurpleSpace have been 

leading this movement since 2017: as a  mark of 
respect to the UN International Day of Persons 
with Disabilities (IDPD) held annually on 3rd 
December. 
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Case Study 
This case study was provided by the Australian Disability Network, a trusted 
member of the Valuable 500 Directory and experts in disability inclusion. 

Employee Resource Groups (ERG) 

1. Overview 

Australian Disability Network are Australia’s peak body for disability inclusion within the workplace. 
We strive to achieve our vision of a disability confident Australia through our work with over 
460 member organisations. We believe strongly in the voice of lived experience with 45% of our 
workforce being people with disability. 

2. Problem definition 

This client engaged Australian Disability Network to support the creation of a living, breathing, and 
lively advocacy group which would be a voice for employees who have a disability or an ally, grow the 
organisation to be a disability confident workplace and provide inclusive employee and customer 
experiences. 

3. Approach 

We worked with the client to establish governance for the group, primarily through a terms of 
reference document. We also hosted introductory sessions to highlight the value disability advocacy 
groups can bring to an organisation, to work with group members to identify optimal ways of working, 
set goals, and support the election of a group chair. 

Later, we delivered Disability Confidence Training to group members to enable them to continue their 
work as champions of disability within the organisation. Disability Confidence Training supported 
group members to communicate nuances in disability language and articulate the goals of both 
access and inclusion to stakeholders in the business. 

4. Impact 

The group was a leading voice in guiding this organisation through launching a partnership with 
Paralympics Australia, ahead of Paris 2024. In 2024, with the group’s support, the client launched 
their first Access and Inclusion Plan. The group is now over 4 years old, has a passionate senior 
champion, and is thriving. 
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5. Future proofing 

To continue to have a thriving advocacy group, the client should continue to promote the voices of 
people with lived experience to drive tangible actions and change at all levels of the organisation, 
including senior leadership. 

Discover how the Australian Disability Network can support your organisation on its journey towards 
disability inclusion. Visit the Australian Disability Network Website. 

https://australiandisabilitynetwork.org.au/
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Case Study 
The following case study was provided by Beyond-Impact, a trusted 
member of the Valuable 500 Directory and experts in disability inclusion. 

ERGS To Improve Morale And Engagement 

1. Overview 

Beyond-Impact enhances workplace inclusion by implementing disability and neuroinclusion 
initiatives, often in collaboration with ERGs. We focus on fostering trust, removing barriers in 
policies, processes, and procedures, and creating tangible commitments to inclusion, thereby 
improving employee engagement from the first interaction. 

2. Problem definition 

Following a 20% layoff at a media Fortune 500 company, morale and engagement plummeted. 
The new Chief People Officer and VP of DEI aimed to rebuild trust by prioritizing disability and 
neurodivergence allyship, focusing on creating safe discussion spaces and elevating the disability 
ERG. 

3. Approach 

We began our engagement with honest dialogue to understand the reality of working in this 
once vibrant culture. Initial meetings with the DEI team allowed them to freely discuss complex 
organizational issues. Once we understood the past, present, and future goals, key ERG members 
were invited to share their perspectives. The focused intent for this event was to create a safe space 
where people could share their experiences and fears. 

Methodology and Steps Taken: 

• Courageous Conversations: We held a 90-minute, accessible online session to create a safe space 
for discussing how disability and neurodivergence affect individuals and the organization. The 
invitation included the opportunity to ask questions in advance, explained the accommodations 
that would be in place, including anonymous, off-screen participation, and offered a dedicated 
person to aid with any other accommodations that may be required. 

• Personal Stories: Two ERG members shared their personal disability experiences, highlighting day-
to-day challenges and company support. 

• Addressing Biases: The session helped participants recognize their subconscious biases, leading to 
actionable steps for managers and team members to foster inclusivity. 

• Psychiatrist Support: The VP of DEI arranged for a psychiatrist to provide 10-minute 1:1 sessions, 
creating a safe environment for processing the event. 
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4. Impact 

The company’s disability ERG grew by 120% within the first week. The event was highly effective, 
with participants openly sharing experiences and asking important questions. The psychiatrist was 
fully booked, indicating the depth of engagement and impact. 

5. Future proofing 

The organization is developing a new HR inclusion strategic plan with input from the disability ERG. 
Immediate actions include providing agendas in advance, centralizing project notes, adding closed 
captioning for all meetings, building a culture of feedback, and planning inclusive, accessible, non-
alcohol, non-mandatory events. 

Discover how Beyond-Impact can support your organisation on its journey towards disability 
inclusion. Visit the Beyond-Impact Website. 

http://Beyond-Impact Website
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Case Study 
The following case study was provided by Sanofi, 
a Valuable 500 company. 

Employee Resource Group (ERG) 

1. Overview 

We are dedicated to changing Sanofi because we want Sanofi to change the world. We know that 
diversity holds the future of medicine, represents the future of society, and will provide the edge 
that shapes our future commercial success. That’s one of the reasons we have called our global 
Diversity, Equity, and Inclusion efforts our Diversity Edge. 

We recognize that with 86,000 Sanofi employees in 70 countries, our capacity to do good is vast, 
and we believe our ambitions must match – and even exceed – that capacity. Our choices affect 
not just Sanofians, but patients, healthcare providers, and suppliers as well as their families and 
communities the world over. 

2. Problem definition 

Diversity, equity, and inclusion is especially significant in healthcare. Many people, particularly from 
groups underrepresented in healthcare, have had negative experiences with a healthcare provider, 
undermining their faith in the systems that should be caring for them. For example, a lack of diversity 
in clinical trials can lead to biased outcomes, ineffective treatments, and limited understanding of 
medications’ effects on diverse populations. 

Our commitment to inclusion helps ensure that a broad spectrum of perspectives, experiences, and 
backgrounds is represented at every stage of our business processes, leading not only to a more 
inclusive workplace but also to a more comprehensive patient care. 

3. Approach 

Employee Resource Groups (ERGs) are a key part of our Diversity Edge strategy, ensuring that Sanofi 
reflects the diversity of our communities, enables us to unleash our best selves every day, and 
transforms the practice of medicine. 

Our vision was to realign ERGs to ensure that they are interwoven into our fabric in a way that benefits the 
members of the groups, as well as the communities and medical practices that we work with. Global ERGs 
include Gender+, Generations+, Pride+, Ability+, and Culture and Origins+. Each has 2 co-leads to help 
countries share ideas and best practices, a DEI partner and an Executive Committee member to sponsor 
them at the highest level. Through rotation and by nomination, one of the leads will always sit in the DEI 
board together with half of Sanofi’s executive committee including the CEO and 3 external advisers. 
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Local ERGs create and implement local plans, personalizing the global direction to local needs. Each 
local ERG will have a leader—and a senior leader sponsor and connection to Country Council. 

We align ERGs activities with our DEI strategy through the 4C operational model. The model 
is structured around our three strategic pillars: Reflect, Unleash, and Transform. Each pillar 
corresponds to a specific 4C Model focus area: Community, Culture, Careers, and Commerce. 
We established key strategic imperatives and responsibilities shared between DEI and ERGs, 
emphasizing roles in corporate social responsibility, community building, intersectionality, talent 
pipeline, career development, business partnerships, and supplier diversity. 

4. Impact 

Our Ability+ ERGs mission is to accelerate disability inclusion with a focus on accessibility, 
neurodiversity and mental wellbeing and to create a “Nothing without us” culture. Ability+ ERG have 
active participation in over 22 countries and over 600 people creating local and regional impact. 
More mature groups such as AWARE, focusing on neurological and cognitive diversity, and the 
Cancer & Work affinity group have emerged, addressing specialized areas of support. 

The Ability+ ERGs were an essential partner in creating our Global Accessibility Standard, helping 
Sanofi to shift from a compliance-only mindset towards building a culture of accessibility first and 
foremost. They promote the education in combating ableism in the workplace, leading to the launch 
of a disability etiquette e-learning program for all employees, embedded into existing trainings and 
currently translated in 6 languages with the help of local Ability+ ERGs. 

We integrate all our ERGs as in-house consultants, with Ability+ specifically participating in user 
acceptance testing for global digital solutions such as our recognition platform, code of conduct, 
and career portal. In addition, the community has been engaged in user interviews and feedback 
sessions when integrating new assistive software, wayfinding or other accessibility support tools 
in our repository. This engagement underscores further the ambition to build a “Nothing without us” 
culture, ensuring that accessibility and inclusion are at the forefront of our initiatives. 

5. Future proofing 

This journey is ongoing, and we remain dedicated to investing in and strengthening our ERGs’ 
capabilities. As we enter the next phase for Ability+ ERGs, our focus is on empowering ERG leaders 
to create sustainable change by enhancing their leadership skills and deepening their understanding 
of the political, economic, cultural, and social psychological aspects of living with a disability. 

Sanofi’s ambition is to provide the tools that ensure any leadership skills needed to make a 
meaningful impact in a voluntary role. We are doing this by engaging in programs and resources 
provided by our external partners such as Valuable 500 and Purple Space. 

Find out more about Sanofi, visit the Sanofi Website. 

https://www.sanofi.com/en
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Operationalising Disability 
Performance 
An overwhelming majority of conversations on 
disability inclusion in the workplace are had 
through the lens of DEI, if they are had at all. 
Employees at all levels of organisations have 
communicated that they feel lost as to how they 
can participate in enacting change. For many 
people, conversations around being an ally or 
“stepping up” are intangible or lack meaning in 
the context of their job duties, the remit of their 
role, or their areas of expertise. In contrast, 
tangible actions like a supply chain manager 
adding a disability-specific question to an RFP 
or adapting service level agreements, an IT 
developer engineering systems to be accessible 
from the outset, or social media teams ensuring 
ALT Text and captioning are added to all images 
and videos online are work activities that are 
relevant, actionable and meaningful to them. 
We need to see more of this. Anyone, anywhere 
within an organisation that communicates with 
others through media, software, presentations, 
and/or websites, can take tangible action to 
ensure that everything they do are respectful 
and accessible. 

With the above examples in mind, a goal of 
this document is to make the case for moving 
beyond a singular focus on disability inclusion 
as a DEI construct and to operationalise 
disability inclusion. What we mean by this is to 
catalyse a paradigm shift whereby Valuable 500 
companies expand the concept of what 
disability inclusion means to include actions 
and effort that drive productivity and 
profitability, reduce risk, optimise efficiency 
and increase the likelihood of recruiting and 
retaining talent, etc. 
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“Many of us who work on technology 
accessibility talk about the concepts of 
“shift left” and “born accessible.” 

The idea is that you think about how you 
make your workplaces, your products and 
your culture fully inclusive from inception, 
not as an afterthought. 

Instead of treating disability as something 
“special” that is dealt with only when a 
stakeholder encounters a barrier, you 
mainstream the inclusion mindset; you 
make it table stakes. 

It’s one reason I did away with the 
Accessibility Champions awards at a 
company I worked for. The new approach 
was that you shouldn’t get a trophy for 
doing your job properly – that’s what your 
pay check is for. Though we didn’t get there 
by the time I left, the next step was to 
include assessment of how well you 
handled this part of your job, making it part 
of your performance evaluation and 
determination of your compensation. Now 
that would have gotten tangible results!” 

LARRY GOLDBERG 
Accessible media & technology consultant 

Representation 
In the context of this document, disabled 
representation refers to the act of ensuring 
persons with disabilities are present and 
identifiable in all aspects of society in ways that 
are consistent with how the disability community 
perceive themselves. This can be interpreted in 
many ways. It can mean companies creating toys, 
publishing literature, and producing media based 
on characters their disabled audiences can relate 
to and aspire to be. 

It can mean casting disabled talent behind and in 
front of the camera, so the world consumes media 
which portrays authentic depictions of the lived 
experience of disability. It can mean seeing 
disabled models on the runway or on the cover of 
mainstream media publications. For organisations 
who do ensure persons with disabilities are 
represented across all facets of media, PR & 
advertising, it is important that the 
representation is authentic and informed by how 
the disability community perceive themselves. 
Often times, the way disability is represented in 
the media, advertising and PR, stock imagery, and 
even in person at events, can be reminiscent of 
medical and charitable model thinking. 

In the context of business, disabled 
representation can also refer to workforce 
composition – from seeing peers with disabilities 
working in all functions in the organisation, to 
board level leaders who openly identify and speak 
about their lived experience. It can mean showing 
up to a conference or event and encountering 
multiple other disabled attendees. It can also be 
as simple as having the experience of working 
with a deaf colleague who communicates via a 
sign language interpreter or with a blind colleague 
who uses assistive technology and getting 
comfortable with those peer-to-peer interactions. 
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Guidelines 
The guidance provided below is an excerpt from the Valuable 500’s 
Key Principles for Authentic Disability Representation. 

Key Principles for Authentic Disability Representation 

Developed through a collaborative process involving a diverse working group of disability advocates 
and experts, the Valuable 500 Key Principles for Authentic Disability Representation serve as 
a starting point and guiding framework for organisations committed to advancing disability 
representation both internally and externally. It’s time to move from awareness to action – and these 
principles provide a roadmap to get started. 

1. Nothing about us without us 

• Include and Empower the Disability Community: Include disabled people, internally and externally, 
in decision-making, creation, and feedback processes. 

• Celebrate Diversity: Represent the full spectrum of disabilities and intersectional identities in all 
creative and design processes, activities, outputs, and messaging. 

2. Authentic storytelling 

• Avoid Stereotypes: Reject clichéd, tokenistic, or extreme portrayals of disability. Aim for authentic, 
multi-dimensional representation. 

• Normalise Disability: Depict disabled people in everyday contexts, moving beyond inspiration or 
tragedy narratives. 

3. Accessible by design 

• Embed Accessibility as a Core Design Feature: Prioritise accessibility throughout the design 
process for all products, content, messages, and experiences. 

• Champion Accessibility as Usability: Create barrier-free environments and user experiences that 
benefit all employees, consumers, and audiences. 

4. Organisation-wide commitment 

• Ensure Cross-organisational Alignment: All leaders and employees in a business must understand 
why authentic representation, accessibility, and inclusive design are shared, core values and 
desired outcomes for the entire business. 

• Engage and Equip at all Levels: Decision makers and practitioners across the organisation must 
have the knowledge and tools needed to ensure sustained and scalable success. 
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5. Cultural competence 

• Understand Global and Local perspectives: Seek to understand and adapt approaches to cultural 
and geographic differences in legislation, dialogue, and practice in disability representation. 

• Partner with Local Disabled People: Enlist the support of disabled creatives, leaders, and 
advocates in local markets to navigate cultural nuance and develop culturally competent 
approaches to developing products, experiences, and messages. It is also important to incorporate 
diverse disability subgroups and intersectional identities in this process. 

6. Measure impact and improve iteratively 

• Set Goals and Measure Progress: Establish specific representation targets, track key metrics, and 
report transparently. 

• Embrace Progress Over Perfection: Recognise that authentic representation is an ongoing journey. 
Embrace learning, feedback, and growth. 

To view this document in full, read more here: Key Principles for Authentic Disability Representation. 

https://www.thevaluable500.com/our-work/representation/key-principles
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Inclusive Language 

“Language is one of the most important 
signals that we have to demonstrate our 
acceptance or rejection of a person’s 
identity.” 

EMILY LADAU 

The language we use to talk about disabled 
identity matters and is central to building 
cultures of trust. Even more importantly, the 
language we use to define disability impacts 
employees’ willingness to engage in Self-ID 
processes and in some cases may even 
influence whether an individual perceives 
themselves as disabled. The language 
individuals use to describe themselves and the 
disability community is very much a personal 
choice. Some people prefer identity first 
language such as “disabled employee” or 
“autistic person” whereas others prefer person 
first language such as “employee with a 
disability” or “person with autism”. Out of 
respect for different preferences, we have used 
both identity first and person first references to 
disability throughout this document. 

We recommend holding space for personal 
preferences within the workplace as well. 

“It is important to respect personal 
preferences, whether one prefers identity 
first language or person first language, to 
create an inclusive environment that 
accommodates individual choices within 
the workplace. I personally introduce my 
disability as: “I am a person with a disability 
and even in this sentence, the word person 
comes first.” I identify as such so that 
people understand that I will need 
assistance and let people know I am not 
asking for special treatment, just looking 
for an inclusive experience.” 

TUCKER DUPREE 
Colleague Experience Lead at BP 

When we speak about disability using a lexicon 
which is overwhelmingly negative, this 
immediately signals how disability is viewed by 
the individual using that language or as a 
representative of an organisation’s culture. As 
an example, consider the contrast between the 
phrase “wheelchair user” and “confined to a 
wheelchair” or “wheelchair bound”. This example 
demonstrates how language is a carrier of 
negative views and stereotypes on disability 
driven by medical and/or charitable models. 
These stereotypes signal that disability is tied 
to sorrow, pity, and a limited ability to live a 
productive life. Economic participation in the 
workforce is a great example of how the 
disability community and business can 
challenge and deconstruct these stereotypes. 
Having a person with a disability employed in a 
role specific to operations, finance, 
procurement, IT, HR, marketing, or any other 
function within an organisation demonstrates 
that persons with disabilities can thrive in these 
roles and that assistive devices are simply 
facilitators rather than limitations. 
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However, if barriers in recruiting, retention and 
career progression persist, it makes it difficult 
for the disability community to access these 
opportunities. 

Phrases and words like “bound to”, “confined 
to”, “suffers from”, “impaired”, “dysfunction”, 
“atypical”, “abnormal”, and “disorder” are 
examples of common language used every 
day which carry and perpetuate ableist 
perspectives toward the construct of disability. 

As we all examine the language we use to 
describe disability or to reference certain 
behaviours and experiences, it is important to 
recognise that ableist language is something 
that is stubbornly woven into the words, idioms 
and phrases many of us have learned over the 
course of our lives. Part of actively dismantling 
ableism is to consciously choose to use 
language in a different way. 

It is easy to become overwhelmed with the 
feeling of not knowing what to say and to be 
concerned whether our language can cause 
offence. It is our position that it is important for 
us all to set realistic expectations for ourselves 
as we work to remove ableist language from our 
vocabulary, and when slip ups do happen, 
to acknowledge them and move on. 

Self-reflection, accountability, and the 
desire to do better are more important than 
perfection. 
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Below is a list of definitions of disability that 
are used across various geographies. These 
definitions demonstrate various degrees of 
ableist language and references to harmful 
models of disability. As you read these 
definitions, please consider how the language 
used in definitions and ways disability is 
referenced and discussed can erode trust. 

Japan 

Persons with disabilities are those who, 
because of physical, intellectual, or mental 
(including developmental) disabilities or other 
impairments of physical or mental function 
are subject to considerable restriction in their 
vocational life, or who have great difficulty in 
leading a vocational life, over a long period of 
time. 

Germany 

Persons are considered “disabled” if their 
physical functions, mental capacities, or 
psychological health are highly likely to deviate 
for more than six months from the condition 
which is typical for the respective age and 
whose participation in the life of society is 
therefore restricted. 

Australia 

Recognises the definition of disability as 
including those who have long-term physical, 
mental, intellectual or sensory impairments 
that, in interaction with various attitudinal and 
environmental barriers, may hinder their full and 
effective participation in society on an equal 
basis with others. 

Israel 

A person with a physical, mental, intellectual 
(including cognitive) impairment, either 
temporary or permanent, which substantially 
limits a person’s ability to function in one or 
more main areas of life. 

India 

A disabled person is a person with long-term 
physical, mental, intellectual and sensory 
impairment, which in interaction with barriers 
(social, communicational, cultural, economic, 
environmental, institutional, political, 
attitudinal or structural) hinders his/her 
effective participation in society equally with 
others. 

UK 

A physical or mental impairment that has a 
substantial and long-term negative effect on 
your ability to do normal daily activities. 

China 

One who suffers from abnormalities of loss of 
a certain organ or function, psychologically or 
physiologically, or in anatomical structure and 
has lost wholly or in part the ability to perform 
an activity in the way considered normal. 

Ireland 

A substantial restriction in the capacity of the 
person to carry on a profession, business or 
occupation in the Irish State or to participate in 
social or cultural life in the Irish State by reason 
of enduring physical, sensory, mental health or 
intellectual impairment. 

Mexico 

Any person who, due to congenital or acquired 
reasons, has one or more deficiencies of a 
physical, mental, intellectual or sensory nature, 
whether permanent or temporary and which, 
when interacting with the barriers imposed by 
the social environment, may prevent their full 
and effective inclusion, on equal terms with 
others. 
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Guidelines 
The guidance provided below is an excerpt from the Valuable 500’s 
Standards and Practices statement. 

Inclusive Language 

There is ongoing debate within the disabled community (and elsewhere!) about which words 
and phrases we should use to describe ourselves. It’s important to remember that the disabled 
community is extremely diverse, and therefore it’s natural that there are many different opinions 
about the language that best describes disability itself.  Not everyone will agree on everything but 
there is general agreement on some basic guidelines.      

Disability 

At the Valuable 500, we believe that disability is not a dirty word, and therefore we advocate using it 
instead of phrases like ‘differently abled’ or ‘diffability’. Understandably, in our line of work, we talk 
about disability a lot, so we are all very comfortable using the word and often have to in order to get 
our message across. However, it’s important to remember that some people are not, as they don’t 
feel it accurately describes their own lived experience. For this reason, we try wherever possible to 
let people describe themselves in their own terms or consult with experts on the correct language for 
these different experiences. 

It’s also important to note that there are significant cultural differences when it comes to the 
appropriate language to use. At the Valuable 500, we try to be sensitive to these differences, 
especially when it comes to translation and consult people with disabilities in different regions 
through research.   

Person-first vs identity-first language 

Person-first language has traditionally been the most widely acceptable way to address someone, 
though this has been changing as of late.  Person-first language means “person with a disability”. This 
implies that they are a person first and just happen to be disabled.  It puts emphasis on the person and 
implies that their disability is only one part of who they are and should not be the focus. 

Identity-first language is the equivalent of saying “disabled person”, which means you identify their 
disability first. Some feel that having the disability front and center destigmatizes the disability as a 
bad thing but some people within the disability community prefer it as it highlights a key part of their 
identity. They feel that the disability cannot be separated from the person and while it’s certainly not all 
they are, it affects everything they do, say, think, and feel. 

So which is right? There is a lot of debate about whether using person-first or identity-first language is 
correct. Many people with disabilities prefer person-first language, others prefer identity-first language 
and some don’t mind either way. At the end of the day, person-first language vs. identity-first 
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language comes down to preference. When you’re speaking to someone and you aren’t sure which 
they prefer, the best thing to do is ask!  

Collective terms and labels 

The word ‘disabled’ is a description not a group of people. Therefore, we use ‘disabled people’ or 
‘people with disabilities’ as the collective term, not ‘the disabled’ or ‘those with disabilities’. 

We avoid medical labels as they say little about people as individuals and tend to reinforce 
stereotypes of people with disabilities as ‘patients’ ‘unhealthy’ or ‘unwell’. This is particularly 
relevant to the ongoing discussion of the Covid-19 pandemic, during which disabled people have 
been regularly described as ‘vulnerable’. We prefer to use the term 'at risk’ as we think this is a more 
accurate description of how people with disabilities are affected by the pandemic, without the 
additional negative connotations. 

Positive not negative 

We avoid phrases like ‘suffers from’ which suggest discomfort, constant pain and a sense of 
hopelessness. People with disabilities live everyday lives and often thrive doing so. We believe the 
language we use should reflect this. 

Ableist language 

Unfortunately, there are huge numbers of words and phrases which are part of our shared vocabulary 
that are inherently ableist. Like many things, they simply weren’t designed with disabled people in 
mind. 

There are words and phrases which are highly offensive to many people with disabilities. However, 
there has been a movement in the disability community in recent years to ‘reclaim’ offensive words. 
For example, the word ‘cripple’ has been used increasingly by some members of the disability 
community recently, most notably as part of the #CripTheVote movement. 

But this is a personal choice made by people with disabilities, for themselves. These words should 
certainly never be used about a disabled person unless they have explicitly given their permission. 

To view this document in full, read more here: Valuable 500 Standards and Practices. 

https://www.thevaluable500.com/standards-and-practices
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IMPLEMENTATION SUCCESS FACTORS 

Implementation 
Success Factors 
Leadership Engagement And 
Transparency 

The curation of this document was informed by 
conversations with the disability industry, 
disabled employees, creatives and 
entrepreneurs, and DEI and operational 
practitioners within the Valuable 500 
companies who have been actively involved in 
work related to Self-ID related. Across the 
hundreds of interactions with all parties, a 
common theme that emerged was the 
importance of leadership engagement and 
support of Self-ID processes. Whether it is 
announcing the launch of a Self-ID process, or 
annual invitation to participate, we heard time 
and time again how important it was that 
C-Suite leaders and their senior leadership 
teams spoke openly about their support for 
Self-ID, spoke personally to why they were 
asking employees to participate, and spoke 
about how the organisation intended to support 
employees with disabilities. Employees are 
acutely aware of the responsibilities and 
workloads carried by their executive leadership 
teams; therefore, leadership-led launches 
signal to employees that disability inclusion sits 
as a priority alongside these accountabilities. 
Disability inclusive organisations include 
disability performance in the bonus or 
remuneration criteria of their leadership teams. 
This is another example of how leaders 
operationalise disability inclusion and require 
accountability across their organisations. 

From the inception of the Valuable 500 to 
where we sit today, we have seen numerous 
examples of how important it is for leaders to 
speak openly about their own personal lived 
experience or the proximity of disability in 
their lives. Like any employee, the choice to 
do so is an individual one, but when leaders 
demonstrate the courage to disclose their 
disabled identity or life experience internally 
within their organisation or more publicly, it 
fosters trust in meaningful and powerful ways. 

“When people rightly say that the majority 
of disabilities in the workplace are not 
visible – I know it. The impact may sound 
small, I sometimes speak with a loud voice 
in meetings or need to sit in a certain part 
of a room, but at any stage of a career, the 
self-consciousness this creates can be 
intimidating. In the past, I have shared my 
own experience with EY teams, and I found 
that voluntarily coming forward makes a 
huge difference. That transparency 
creates a recognition that “we see you” and 
that you belong.” 

JULIE TEIGLAND 
EY EMEIA Area Managing Partner; EY Global 
Leader 



 
 

   

       

 

 
 

 
         

 
 

 
    

 

 
 
   

 
 

  

 
  

 
 

  
 

 
 

 

IMPLEMENTATION SUCCESS FACTORS 

Case Study 
The following case study was provided by Full Colour, 
friend of the Valuable 500 and experts in disability inclusion. 

Leadership Engagement And Transparency 

1. Overview 

Full Colour specialises in helping CEOs and C-Suite teams get the best from their colleagues and 
themselves, to deliver quality business results by creating inclusive workplaces. Founder Srabani 
Sen’s extensive leadership experience, including four Board Chair and three CEO roles ensures Full 
Colour offers practical approaches to creating an inclusive culture. 

2. Problem definition 

Our client was attracting more employees with diverse characteristics, but engagement data 
showed that minoritised people had a poorer experience and were leaving quicker than others. 
This affected recruitment costs, team cohesion, productivity and the organisation’s ability to move 
quickly in a fast-changing context. 

3. Approach 

Full Colour partners with clients to devise bespoke methodology that meets their specific needs. Our 
lead client partner is always a member of the C-Suite Team because they have the strategic overview 
to connect Full Colour’s work to wider organisational goals and the power to ensure change happens. 

Our client’s aim was to create an inclusive working environment. For this reason, step one was 
to create a detailed picture of how people experienced the organisation’s culture.  Full Colour 
developed a bespoke audit so leaders could get a truer picture. 

Step two was to create organisational ownership of our findings. We tested our findings and 
recommendations with focus groups made up of leaders and employees before finalising our report. 

Step three was to “socialise” our findings by engaging in dialogue with leaders, managers, employees 
and the Board about the implications of our report and what needed to happen next. 

A core finding was that leaders were committed but lacked the practical skills to lead inclusively. 
Full Colour devised and delivered a bespoke learning programme for the CEO, C-Suite team and 
directors reporting into them. This was deeper than training and included opportunities for leaders 
to practice the techniques we taught, reflect on how this went and support each other to embed 
inclusion approaches into their leadership practice. 
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IMPLEMENTATION SUCCESS FACTORS 

4. Impact 

It is early days, but informal client feedback shows Full Colour has shifted the mindset of many 
leaders, who have embraced tangible changes in their daily leadership practice. This, in turn, is 
creating a new dynamic within their teams. This is slowly changing the culture of the organisation in 
ways that are both subtle and profound. 

5. Future proofing 

Our aim is always to equip clients to carry on without Full Colour. To ensure continued success, we 
advise the client to roll out a learning programme to leaders reporting to those who underwent Full 
Colour’s programme. We suggest that the client repeats the audit in a year’s time to understand 
what has changed and what more is needed. 

Find out more about Full Colour. Visit the Full Colour Website. 
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IMPLEMENTATION SUCCESS FACTORS 

Humility And Honesty 

One of the most consistent messages 
communicated by the disability community is the 
importance of humility and honesty as it applies 
to individual leaders’ and organisations’ disability 
performance. This can mean many things – it can 
mean intentionally sitting in the discomfort of 
recognising that progress is not as advanced or 
as comprehensive as it should be.  It can be 
acknowledging that despite good intentions, 
formalised cost structures, and dedicated roles 
and responsibilities within an organisation, there 
is still work to do or that people have been let 
down. It can be actively acknowledging and 
challenging harmful views or belief systems held, 
and it can be publicly disclosing data that is a 
lagging indicator rather than a leading one. 

What we have learned is that the world’s largest 
and most recognised brands both within and 
outside of the Valuable 500 dominate the 
market fiscally and reputationally because 
they are the best at what they do. Excellence 
is woven into their corporate DNA and often 
it is deeply uncomfortable to acknowledge or 
even recognise that disability performance is 
not 100%. However, leaders need to face this 
discomfort head on in order to create meaningful 
change within their respective businesses. The 
sheer scale of the disability population globally 
should be motivation enough – excluding 16% of 
the world’s population is never good or ethical 
business. 

Part of the path to curating this document was 
to create safe spaces and environments for 
leaders and employees to speak honestly about 
the complexities of the disabled experience, fear 
of not doing enough or getting it right, add the 
risk associated with stakeholder activism, cancel 
culture and litigation. 

We hope that an outcome of interacting with 
this resource is to acknowledge that the 
work of improving disability performance 
may never be done and will certainly not be 
defined by perfection. 

Despite this, setbacks should not be a deterrent 
to continuous improvement. 
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IMPLEMENTATION SUCCESS FACTORS 

Internal Communications 

Messaging from disabled employees, 
consultants, and corporate communications 
practitioners alike asserts that internal 
communications are an essential ingredient of 
successful Self-ID processes. The hallmarks of 
successful internal communications strategies 
include approaching Self-ID as something that 
is worthy of well thought out, consistent 
communication that starts well before 
employees are welcomed to participate in a 
Self-ID survey or data gathering initiative. 

Disability Inclusion Awareness 

For many organisations, this means starting 
with the training and awareness described 
above to ensure that all employees understand 
the fundamentals of progressive models of 
disability and the importance of ensuring that 
environments, customer service delivery, 
products and services are accessible to all, and 
understand the proactive steps the organisation 
has put in place to provide workplace 
adjustments/reasonable accommodations to 
everyone. The awareness phase of internal 
communications is also often focused on 
making employees aware of the presence of 
Employee Resource Groups or other identity-led 
communities within the business. 

Signalling Intentions 

Once a threshold level of awareness on the 
fundamentals of disability inclusion has been 
achieved, many organisations move on to 
internal communications aimed at sharing 
leadership’s intentions and the expected 
outcomes of Self-ID. Understanding disabled 
representation within the workforce must come 
from a place of empathy, care and the genuine 
desire to remove barriers on behalf of disabled 

employees. We have seen many examples 
of Self-ID initiatives that have seen limited 
success because leadership failed to signal that 
a Self-ID initiative was more than a simple data 
acquisition exercise. Notable topics disabled 
employees want to have certainty on are: 

• Understanding how sharing personal 
information about their identity is going to 
benefit them and the organisation. 

• Having confidence that leadership is 
committed to acting upon the things they learn 
if employees take the time to provide feedback 
on their disabled lived experience. 

• Clarity on whether or not the survey is truly 
anonymous. If not, certainty that participating 
won’t put them at risk of discrimination, 
harassment, or stalled career progression. 

• Understanding what organisations intend 
to do with the data provided and who in the 
organisation has access to it. 

Announcing the Launch 

A hallmark of successful Self-ID campaigns 
is a formalised, C-Suite-led launch. Self-ID 
launches hold tremendous potential as creative 
exercises which allow for heightened awareness 
and adoption of brand values, purpose, and 
identity. When the messaging is curated 
effectively, they also serve as an opportunity 
to demonstrate that leadership is committed 
to addressing disability-specific inequity or 
lagging performance. 
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Guidelines 
The following guide was provided by Éntrale, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Multichannel Communication Campaigns 

Instead of just sending emails or conducting traditional training, use multiple channels to reach 
employees consistently and reinforce the message. 

These channels can include: 

• Electronic newsletters with real testimonials from employees who have self-identified. 

• Short leadership videos where senior executives talk about the importance of inclusion and the 
confidentiality of the self-identification process. 

• Physical and digital posters in key workplace areas, reminding employees of the benefits of self-
identification. 

Discover how Éntrale can support your organisation on its journey towards disability inclusion. 
Visit the Éntrale Website. 
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Case Study 
The following case study was provided by the Australian Disability Network, 
a trusted member of the Valuable 500 Directory and experts in disability inclusion. 

Encouraging Disability Awareness Through Bespoke Training Solutions 

1. Overview 

Australian Disability Network has extensive experience in partnering with organisations to provide 
bespoke training. As a peak body with a history of developing meaningful relationships with 
members, we have the expertise to identify when training is required. Training is designed and 
delivered using our resources, research, and expertise. 

2. Problem definition 

This client requested assistance to upskill their employees to become more disability confident 
and provide a dignified experience for employees requesting and receiving workplace adjustments. 
Workplace adjustments are critical to ensuring equitable employment opportunities. 

3. Approach 

Australian Disability Network developed a bespoke training proposal. This proposal was reviewed by 
the client’s Inclusion and Culture Team who through a series of emails and virtual meetings provided 
written and verbal feedback on desired learning outcomes. Unique case studies were developed 
in partnership with the client, each study outlining a different scenario in which a workplace 
adjustment was requested. 

Three virtual training sessions of two hours were delivered to up to 20 participants across different 
business areas. Training consisted of disability confidence content and case study discussion. 
All participants were provided with a written resource and asked if they required adjustments to 
participate in the training. 

4. Impact 

After the training, participants reported feeling more confident in being able to provide a dignified 
experience for employees requesting adjustments. The client’s Inclusion and Culture Team also 
received the case studies which they could provide to participants and use in future meetings and 
training. 
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5. Future proofing 

This client can continue to provide support with training, resources and mentoring to those 
responsible for receiving and implementing workplace adjustments. They are valued members of the 
network and will continue to engage in the training, resources, research findings and opportunities 
being a member provides. 

Discover how the Australian Disability Network can support your organisation on its journey towards 
disability inclusion. Visit the Australian Disability Network Website. 
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Guidelines 
The following guide was provided by AbilityNet, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Four Level Journey To A Disability Inclusive Workplace 

This roadmap can provide a comprehensive understanding of your organisation’s current disability 
inclusion awareness. Identify strengths, pinpoint areas for improvement, and set the stage for 
meaningful progress. 

1. Level one can be compared to an acorn. For most, this is the starting point in the process. At level 
one, the general culture around accessibility and disability feels like “we don’t have any disabled 
customers or staff. We will cross that bridge when it comes to it.” 

2. Level two can be imagined as a seedling. The general culture around accessibility feels like “we 
understand that disabled people may need adjustments but rely upon them to tell us what and why 
it is needed.” 

3. Level three can be compared to a sapling. The general culture around accessibility feels like “we 
have put a lot of thought into disability inclusion and provide a range of adjustments to staff and 
customers who tell us about their accessibility needs.” 

4. Level four is the final stage of the process and can be compared to a mighty oak tree. At this 
stage, the general culture around accessibility feels like “we recognise the positive impact on 
all staff or accessing an inclusive workplace, assistive tools and alternative ways of working. 
Likewise, we create customer interactions and services with the broadest audience in mind. We 
are always listening and open to improving this.” 

To download the full Disability Inclusion Gap Analysis grid, click this link: 
Disability Inclusion Gap Analysis. 

Discover how AbilityNet can support your organisation on its journey towards disability inclusion. 
Visit the AbilityNet Website. 
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IMPLEMENTATION SUCCESS FACTORS 

Sustaining Momentum 

Once a Self-ID initiative has been launched, 
it is important to understand that continued 
success and engagement cannot be assumed. 
Formalised efforts to keep the concept of 
Self-ID and the company’s intentions associated 
with understanding disabled representation 
in the workforce must be communicated.  Our 
research revealed that making use of multiple 
platforms and means of communication were 
essential to ensure as much engagement as 
possible. 

Cross Pollination 

Weaving disability inclusion and the desire 
to understand disabled representation 
in the workforce throughout concurrent 
communications campaigns was also a common 
success factor amongst companies who had 
achieved success with Self-ID.  We heard many 
stories of how Self-ID implementation started 
with formalised C-Suite led campaigns and was 
intentionally made relevant to other ongoing 
communications initiatives. These included 
examples like International Women’s Day, 
to celebrate and generate awareness of the 
nuances of female and gender fluid disabled 
identity, neurodivergence adjacent to STEM 
awareness and education, discussions on 
mental health, neurodivergence and disability 
related to the benefits of flexible or remote 
working, etc. What these approaches have in 
common is that they keep the conversation 
on Self-ID going and create opportunities 
for people to connect with the concept in 
meaningful ways. 

Tracking Progress and Data Transparency 

Once Self-ID has been successfully 
implemented, it is critical that progress 
is communicated on an ongoing basis. As 

with other aspects of Self-ID, transparent 
communication is best achieved across multiple 
platforms or media. These can include company 
townhalls, internal business updates, posts 
on an intranet or internal social channel, and 
public disclosure instruments such as annual 
reports and accounts (ARAs), sustainability, 
ESG, or impact reports. Many employees have 
expressed frustration with participating in 
Self-ID processes which lack transparent 
communication of disabled representation in 
the workforce. 

Representing Intersectional Identities 

“Intersectionality is defined as the critical 
insight that race, class, gender, sexuality, 
ethnicity, nation, ability, and age operate 
not as unitary mutually exclusive entities, 
but as reciprocally constructing 
phenomena that in turn shape complex 
social inequalities.” 

KIMBERLÉ WILLIAMS CRENSHAW 
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“Simply put, these are captured in the 
depth of the relationships between 
employees. The ability to connect, 
establish trust, engage with conflict, 
or avoid it, and elicit collaboration or 
curiosity. These are attributes that, like 
respect, although not captured in a KPI 
performance, certainly deeply affect it, 
and go on to affect retention rates and/or 
‘quiet quitting’ and in the long run, the 
organisation’s bottom line. In the long run, 
the organisation’s bottom line is based on 
its ability to accept the intersectional 
nature of who these employees are, the 
willingness to embrace it and the active 
nature to bridge the gap where they do 
exist. 

So, when we talk about intersectionality, 
a one size fits all approach does not work 
and it is naïve to expect one line manager 
to bear this responsibility or one C-suite 
executive to champion this cause. It is an 
organizations’ responsibility to ensure 
there is buy in from the top, but more 
importantly, every person hired and 
retained within the organisation is held 
to values of inclusion, respecting, and 
engaging with colleagues within their 
uniqueness and seeing that as the 
organisation’s strength.” 

DR. ELSA ZEKENG 
Founder, SökerData 
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Conceptual Case Study 
The following case study was provided by EnableMe, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Measuring Self-ID 

1. Overview 

EnableMe has over 20 years of experience in scaling user-centric digital solutions for people with 
disabilities and chronic illnesses. We have created SafeSpace together with the Center for Disability 
and Integration at the University of St. Gallen to measurably improve the inclusion of non-visible 
disabilities in the workplace. 

2. Problem definition 

In 75% of cases, employees with non-visible disabilities do not fully disclose their disabilities to 
their employers. This creates a burden for affected employees and also reduces their engagement, 
ultimately leading to high talent turnover for organisations. Without the necessary information 
via disclosure, employers are unable to fully support their employees and provide an inclusive 
environment. 

3. Approach 

Organisations can provide the necessary support to employees by engaging with EnableMe’s 
product, SafeSpace. SafeSpace supports employees with non-visible disabilities in their disclosure 
decisions by analysing the conditions for Self-ID at individual, team, leadership and organisational 
levels. This is done in an anonymous and data-protected space. 

The tool provides recommendations based on the participant’s self-assessment and the latest 
scientific evidence regarding disclosure and inclusion. These results are then aggregated for 
the organisation to identify specific action areas (e.g., stigma on team levels or inadequate 
accommodation processes) and devise corresponding inclusion initiatives. Moreover, it highlights 
the prevalence of different disability types whilst guaranteeing anonymity and data protection. 

Prior to the implementation of SafeSpace, based on the client’s starting point, a campaign to raise 
awareness is advised. This campaign can include educational materials on non-visible disabilities 
and inclusion best practices for leaders and team members alike to further “disability confidence”.  

The implementation of SafeSpace is then accompanied by a communication campaign to ensure 
high response rates and representative results.  
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Lastly, following the analysis of the aggregated results, detailed reporting helps in establishing 
a metric-based approach to Self-ID and serves as the basis to prioritise subsequent targeted 
improvement initiatives. 

4.Impact 

SafeSpace empowers organisations to address inclusion and Self-ID in a metric-driven manner and 
contributes to positive organisational cultures. This is based on targeted insights regarding existing 
barriers and employee experiences. It also provides direct support to employees who have not 
disclosed their disability, by giving them actionable recommendations.             

5. Future proofing 

To ensure continued success, organisations should actively address the barriers which were 
identified via SafeSpace to encourage disclosure and promote an inclusion culture. 

Additionally, organisations should continue to track Self-ID progress over time and continually 
involve employees in implementing their feedback. 

Discover how EnableMe can support your organisation on its journey towards disability inclusion. 
Visit the EnableMe Website. 
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Case Study 
The following case study was provided by Inizio Engage XD, 
a friend of the Valuable 500 and experts in employee engagement 
in healthcare and beyond. 

Using Data To Drive Inclusion 

1. Overview 

Inizio Engage XD is the Experience Design (XD) division within Inizio Engage, specializing in creating 
transformative experiences that drive behavioral change, enrich corporate cultures, and enhance 
business performance. They focus on crafting engaging, immersive experiences that resonate 
with healthcare professionals, patients, and employees across the life sciences and healthcare 
sectors. They use a combination of insights, creativity, and technology to design digital and physical 
experiences aimed at shifting mindsets and fostering long-lasting change. 

2. Problem definition 

Our client, a global leader in its industry, recognized the importance of data in driving business 
decisions, particularly in the areas of inclusion and diversity. 

Despite being a diverse organization, the existing data did not accurately reflect this diversity. 
The challenge was to address this data gap, encourage employees to self-identify, and overcome 
concerns about discrimination or privacy, all while navigating the varying cultural and regulatory 
environments across different countries. 

3. Approach 

We developed a global campaign that focused on the power of accurate data in shaping the future of 
inclusion and diversity within the organization. The campaign was designed to be both striking and 
compliant with corporate guidelines, emphasizing facts over emotions to create a more disruptive 
and noticeable impact. 

Our strategy involved using composite layers of data and imagery, with real employees’ faces 
behind the statistics to humanize the message. The campaign also included a series of “behind the 
numbers” stories, featuring employees sharing their personal experiences with self-identification 
and the importance of resetting the system. Additionally, a gamified team challenge was introduced 
to engage employees, encouraging them to participate in self-identification by leveraging their 
natural curiosity and competitiveness. 
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4. Impact 

The campaign successfully increased employee participation in self-identification, leading to more 
accurate diversity data. By addressing cultural sensitivities and privacy concerns, our client was 
able to foster a more inclusive environment. The initiative empowered employees, strengthened the 
company’s commitment to diversity, and provided a solid foundation for future inclusion efforts. 

5. Future proofing 

This is just the start of the process for this client. In order to ensure long-lasting success, this client 
should continue to engage with their employees on a global scale to keep self-ID front of mind. Not 
only will this support a culture of openness for existing employees, but it will benefit new hires in the 
future.  

By regularly collecting accurate and up-to-date data, this client can continue to support its disabled 
employees and build on the culture of disability inclusion. 

Find out more about Inizio Engage XD. Visit the Inizio Engage XD Website. 
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LEGAL CONSIDERATIONS 

Legal Considerations 
We found it notable that perceived legal barriers 
dominated many conversations we held on 
Self-ID and were often cited as the reasons 
organisations were not actively working to 
better understand disabled representation in 
the workforce. Concerns over whether 
businesses were legally required to provide 
accommodations and the cost implications of 
workplace adjustments also dominated this 
area of discussion. 

A country-by-country review of legislation 
related to disability data is beyond the scope of 
this resource. However, due to the many 
inaccurate perceptions surrounding the 
lawfulness of collecting disability data we 
encountered, it became apparent that a primary 
goal of this resource would need to be to dispel 
common myths or misunderstandings to clarify 
what are and are not legitimate jurisdictional 
legal challenges to approaching Self-ID. 

An important aspect of the work we undertook 
to produce this resource was to open a dialogue 
with companies within the Valuable 500 who 
were well advanced on their Self-ID journeys. 
There was a wide continuum of experience 
related to corporate Self-ID initiatives; a handful 
of our companies had launched Self-ID in 50+ 
countries, and many had done so in more than 
ten countries. Some were implementing Self-ID 
for the first time and others had been 
progressing this work for multiple years. Some 
were seeing representation of employees with 
disabilities reported in numbers which align 
closely with the WHO’s data on the global 
disability population (16% as of 2023), whereas 
others were seeing numbers below 1%. 

Regardless of this disparity in approaches taken 
and the data outputs, the overarching 
conclusion we reached is that in most countries 
our 500 companies operate in, there are legal 

means through which Self-ID can be 
implemented. In countries where 
legal constraints were prohibitive, we saw 
examples of other means of assessing disabled 
representation. The analysis of anonymised 
data associated with the number of workplace 
adjustments/accommodations requested each 
year is an example. 

We highly recommend that all organisations 
track and analyse data on how workplace 
adjustments were provided, the cost of these 
adjustments, and the amount of time it took 
to provide them to employees. 

In addition to providing insights into how 
employees with disabilities experience the 
workplace, workplace adjustment provides 
an avenue to gather meaningful disability 
data in legally restrictive jurisdictions. 

Our research also established that risk and 
compliance, regulatory, and legal teams are 
central to organisations’ ability to facilitate 
Self-ID processes. Despite the critical role 
these functions play, many organisations do 
not possess the in-house expertise to advise, 
support or contribute meaningfully to 
implementation. Furthermore, the lack of 
concrete expertise can often serve as a blocker 
to Self-ID processes being established at all. 
Given that globally, disability data is legally 
governed differently regarding declaration, 
assessment, communication, treatment and 
retention, it is essential that organisations 
establish formalised roles and responsibilities 
dedicated to monitoring and interpreting the 
legislative landscape which is constantly 
evolving. 
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In the context of legal considerations, 
it was compelling to facilitate conversations 
between companies who, at the outset of 
the working sessions, believed Self-ID wasn’t 
possible in a specific jurisdiction, with 
companies who were able to demonstrate 
otherwise. The brokerage of knowledge 
between Valuable 500 companies resulted 
in many lessons and insights being shared. 
This included challenging overly conservative 
interpretations of anti-discrimination acts, 
codes, employment laws and regulations 
and providing evidence of how it was possible 
to operate in compliance. We look forward 
to our 500 companies engaging in continued 
discourse to dispel inaccurate interpretations 
of the legal landscape. 

Data Considerations 

A legitimate legal consideration for collecting, 
processing, analysing and storing Self-ID data 
is to ensure that data is governed in compliance 
with relevant legislation specific to each 
operating jurisdiction. 

In relation to regulations such as the General 
Data Protection Regulation (GDPR) in Europe, 
we encountered widespread assumptions 
that it was not lawful to collect disability data. 
In fact, GDPR compliance was one of the most 
frequently cited reasons for not collecting 
Self-ID data. 
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LEGAL CONSIDERATIONS 

“If the lawfulness, value and transparency 
for such process was evident, wouldn’t it 
become a no-brainer to disability inclusive 
employers and employees with disabilities 
to collaborate on their joint purpose in a 
safely and respectfully designed disability 
Self-ID process? 

It is regrettable that companies as well as 
employees still have misconceptions about 
the opportunities and benefits for 
Disability-related Data and General Data 
Protection Regulation (GDPR) which define 
well the opportunities for how Self-ID of 
persons with disabilities can be realised in 
secure and meaningful ways rather than 
prohibiting such process to exist. 

It is crucial for disability inclusion to 
succeed in a managed way that factors in 
favour of it can be understood via data and 
analysis in relevant context, like at the 
workplace. A first step for organisations to 
take is regular education to all employees 
about data protection regulations and 
disability rights applied locally as well as 
also within the full scope of a 
multinational’s activity. This can happen as 
part of yearly mandatory trainings, as the 
case for my employer ever since I joined for 
GDPR. This knowledge enables several 
crucial steps as once: firstly, higher 
chances of trust of the data subject 
providing personal data in well-designed 
transparent processes respecting such 
regulations, and secondly, confidence of 
the data controllers and processors on how 
regulatory compliant processes are 
handled correctly. This way, risks and 
misunderstandings can be reduced on both 
sides and processes on Self-ID for 
employees with disabilities be enabled. 

As a start, it should be clear that the Self-
ID process ensures that the consent is 
“freely given” and on a voluntary basis, 
specific to Self-ID as an employee with 
disability, informed and unambiguous 
about the type and purpose of these data. 
In addition, the process must respect all 
principles of Article 5 of GDPR, i.e. that it 
specifies explicitly the purposes and usage 
(Purpose Limitation Principle) of the data 
provided, explaining in a transparent way 
all steps of processing, rectification, 
storage, retention and means of deletion. It 
needs to be ensured that solely data 
“adequate, relevant and limited to what is 
necessary in relation to [that] purposes for 
which they are processed” are collected 
respecting the “Data Minimisation 
Principle”. Purposes need to be clearly and 
transparently linked to the interest of the 
workforce, especially employees with 
disabilities, and the anonymised reports be 
available to them.” 

ALEXANDRA K. NOTHNAGEL 
ATOS GROUP 
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However, an in depth review of Article 9 of 
GDPR (which specifically addresses sensitive 
personal data such as disabled identity), 
revealed that if organisations acquire the data 
via a lawful means of processing, assess and 
mitigate risks unique to data controlling and 
processing, and maintain appropriate data 
governance processes in regard to who has 
permission to have access to the data and the 
specific circumstances under which data can 
be accessed, Self-ID data can be collected in 
a compliant manner. Gaining and documenting 
explicit consent that was freely given, 
specific, informed and unambiguous is central 
to ensuring compliance, as is the right for 
employees to withdraw consent at any time and 
request to see what data the company holds on 
them. 

As previously mentioned, anonymity of the 
data is central to many organisations’ ability 
to maintain regulatory compliance with 
relevant legislation. Many organisations within 
the Valuable 500 and in the wider business 
community have elected to use third party data 
processors in order to effectively maintain 
anonymity and ensure adequate data protection 
and governance and data storage place. There 
is no one size fits all for all organisations; each 
of these considerations are unique to the 
businesses evaluating them. 

Many discussions related to disability data 
lead to discussions of the Disability Pay 
Gap, management, leadership and board 
composition. 

While it is important to highlight the fact that 
pay inequity and disabled representation are 
key issues to be assessed and addressed, it 
is important that the pursuit of this data does 
not come at the cost of anonymity or proper 
data governance practices. 

To provide context to how this may transpire 
in a corporate setting, consider a situation 
in which an anonymous Self-ID survey was 
sent out to 1,000 people and 25 participants’ 
responses show that they identify as disabled. 
If the survey included the opportunity for 
participants to provide information on other 
Self-ID characteristics such as gender, age, 
sexual orientation, etc., current management 
tier (manager, leader, C-Suite, board member, 
etc.), when analysed, the data set, although 
still anonymous, may give away information 
individuals provided with the understanding 
that it was private and protected.  For this 
reason, data governance practices such as 
establishing a minimum sample size and limiting 
how and by whom the data can be analysed and 
correlated are key to maintaining data privacy 
and being able to truly preserve anonymity. 
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Guidelines 
The following guide was provided by Éntrale, a trusted member 
of the Valuable 500 Directory and experts in disability inclusion. 

Secure and Private Data Collection Methodologies 

1. Anonymous Surveys and Secure Data Collection Tools: 

• Use tools already available in the market (like Google Forms, SurveyMonkey, or internal HR 
platforms) that allow anonymous data collection. 

• Ensure data protection policies are clearly communicated: when data will be collected, what it will 
be used for, and who will have access. 

• Reiterate that self-identification is voluntary and that employees have full control over their 
participation and the information they wish to share. 

2. Self-Assessment 

• Implement a system where employees can track their own reasonable adjustments and how 
they are being implemented, giving them more control and visibility over their experience in the 
company. 

Discover how Éntrale can support your organisation on its journey towards disability inclusion. 
Visit the Éntrale Website. 
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Disability Employment Quotas 

According to the International Labour 
Organization (ILO), as of 2019, 103 countries 
across the world have quota systems in place 
which require organisations to provide threshold 
levels of employment opportunities for people 
with disabilities. These thresholds are typically 
expressed as a minimum percentage of the 
workforce which must be comprised of disabled 
workers, and specify an employee count which 
renders the organisation responsible for 
compliance. 33 of these countries identified 
(32%) have quotas backed by levies or fines. 
Many organisations find themselves under 
pressure to meet these quotas and avoid fines, 
which serves as a distraction to understanding 
and supporting their workforce. It has also been 
noted that many times disability quota systems 
have dedicated talent pipelines which lack 
meaningful opportunity or progression for 
individuals who formally Self-IDentify via 
federal initiatives. 

All organisations undertaking efforts to measure 
disabled representation in the workforce must 
understand that there is a clear distinction 
between corporate-led Self-ID, and Self-
ID undertaken to comply with country-level 
disability employment quotas. In our opinion, 
there are also tangible reasons why the two data 
sets would be expected to differ, sometimes 
drastically. This is an important consideration 
given that differences in the two data sets have 
been misinterpreted as an indicator of poor data 
quality or integrity. 

From our research and conversations across 
the globe, we learned that many individuals are 
hesitant to disclose a disability at the federal or 
company level due to the following reasons: 

• Restrictions on personal autonomy such as
   the number of hours permitted to be worked. 

• Requirement to demonstrate and medically
   document “degree of disability” based on
   various scales or weighting systems (for
   example, in Germany and France). 

• Frustration with talent pipelines that do not 
offer meaningful opportunity or progression. 

• Time intensive, costly, and personally invasive
  disclosure requirements. 

• Fear of becoming ineligible for insurance
  policies and benefits. Fear of discrimination
  from line management, HR, or colleagues. 

Many countries enacted disability employment 
quotas in the post-war era to create opportunity 
for individuals who acquired disabilities as a 
result of war-time service. Advocating for more 
progressive approaches to increase disabled 
representation in the workforce is a key role 
business can play. For a comprehensive review 
and classification of disability employment 
quotas, please review The International Labour 
Organization’s report on Promoting Employment 
Opportunities for People with Disabilities. 
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THE PATH FORWARD 

The Path Forward 
This document, in addition to providing disabled-led perspectives and recommendations on how 
to approach this work, serves as an invitation to start where you are and acknowledge that many 
other organisations are in the same position. It was not written as a resource with a concise set of 
recommendations; rather it was written as a resource to come to at various stages of engaging in 
work aimed at understanding and increasing disabled representation in the workforce. We hope that 
the recommendations, perspectives, and insights within this document will also serve as tools to 
help break down the many barriers to progress and to disability data being meaningfully integrated 
into business performance criteria. 

An important consideration for the format of this offering was to hold space for disabled 
entrepreneurs and consultants who hold deep expertise in this area. As you explore how your 
organisation is working to build cultures of trust, to use disability inclusive language, engage in 
successful implementation, and navigate the legal landscape, we recommend actively seeking 
out consultants, advisors, and innovators with disabilities to inform and progress work within your 
respective organisations. Your business will be the better for it. 
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and critical analysis of resources required to 
simultaneously serve the needs of business 
and the global disability community. 

Deloitte is a fellow iconic leader within the 
Valuable 500. Deloitte are committed to using 
their brand and business principles as a force 
for good. 
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KEY INFLUENCES 

Key Influences 
This document is as much a celebration of the individuals and advocacy groups who show up every day 
for the disability community as it is a resource for businesses who are committed to understanding more 
about disabled representation in their workforces and how to approach this work. Below is a list of some 
of the reading materials, media, and resources which have informed, inspired and guided the creation of 
this document. While this is not intended as a formal list of suggested resources, we want to celebrate and 
amplify the work of the disabled thought leaders, entrepreneurs and activists who have invested their time 
and energy to create awareness and educate others. 

Media 

• The Greatest, Apple. 

• Shifting Models of Thinking – Disability Advocacy Resource Unit (DARU). 

• Not Special Needs. March 21 – World Down Syndrome Day. YouTube. 

• The Hiring Chain performed by Sting. World Down Syndrome Day 2021 - YouTube. 

• TedTalks: Wanda Diaz Merced - YouTube. 

• Authentically Reflecting Disabled People - Google All In. 

• Your Workforce Includes People with Disabilities. Does Your People Strategy? BCG. 

https://vimeo.com/776811579
https://www.daru.org.au/what-is-advocacy/shifting-models-of-thinking
https://www.youtube.com/watch?v=kNMJaXuFuWQ&t=6s
https://www.youtube.com/watch?v=SKku4RAWa4M
https://www.youtube.com/watch?v=f1j9cX5bljw
https://all-in.withgoogle.com/audiences/disabled-people/#marketing-responsibility
https://www.bcg.com/publications/2023/devising-people-strategy-for-employees-with-disabilities-in-the-workplace
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KEY INFLUENCES 

Literature 

• Brightman, A. (2008). DisabilityLand. Select Books (NY). 

• Byrne-Haber, S. (2021). Giving a Damn About Accessibility. UX Collective. 

• Cooke-O’Toole, J. (2018). Autism in Heels: The Untold Story of a Female Life on the Spectrum. 
Skyhorse Publishing. 

• Criado-Perez, C. (2021). Invisible Women: Data Bias in a World Designed for Men. Abrams Press. 

• Hammond, T. (2023). A Day with No Words. Wheat Penny Press. 

• Heinrichs, A. Accessible Social. 

• Heumann, J. (2019). Being Heumann: An Unrepentant Memoir of a Disability Rights Activist. 
Beacon Press. 

• International Labour Organization. (2019). ILO GBN Self Assessment. 

• Ladau, E. (2021). Demystifying Disability: What to Know, What to Say, and How to Be an Ally. 
Ten Speed Press. 

• LGBT Great. (2022). Seeing is Believing - The Power of Role Models and Visibility. 

• Matson, F. (1990). Walking Alone and Marching Together: A History of the Organized Blind Movement 
in the United States, 1940-1990. National Federation of the Blind. 

• Mindfully Evie. (2019). Within These Four Walls. Independently published. 

• Nash, K. (2023). Positively Purple. Kogan Page. 

• Purple Space. (2022). Purple Planet: How to Create High Impact Disability Employee Resource 
Groups/Networks in Global Organisations. Purple Space. 

• Singer, J. (2016). Neurodiversity: The Birth of an Idea. Judy Singer; 2nd Edition. 

• Taussig, R.  (2021). Sitting Pretty: The View from My Ordinary Resilient Disabled Body. Harper One. 

• Wong, A. (2020). Disability Visibility: First Person Stories from the Twenty-First Century. 
Vintage Books. 

• Wong, A. (2022). Year of the Tiger: An Activist’s Life. Vintage Books. 

• Zheng, L. (2022). DEI Deconstructed – Your No-Nonsense Guide to Doing the Work and Doing it Right. 
Berrett-Koehler Publishers. 

• World Policy Center, Are employers required to guarantee reasonable accommodation to workers 
with disabilities? 

https://www.accessible-social.com
http://www.businessanddisability.org/news/ilo-gbdn-self-assessment/
https://www.worldpolicycenter.org/policies/are-employers-required-to-guarantee-reasonable-accommodation-to-workers-with-disabilities
https://www.worldpolicycenter.org/policies/are-employers-required-to-guarantee-reasonable-accommodation-to-workers-with-disabilities
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KEY INFLUENCES 

Resources 

Fundamentals 

• How disability self-ID can transform businesses for the benefit of all, World Economic Forum. 

• How to encourage your disabled employees to share their story: 5 recommendations, MyPlus. 

• 5 areas of your recruitment process to review to ensure disability inclusion, MyPlus. 

• What is Neurodiversity, Genius Within. 

• Neurodiversity Hub, The Neurodiversity Hub. 

Building Cultures of Trust 

• The business case for disability employment targets (pdf 6.2mb), Australian Disability Network. 

• Building an Inclusive Culture Together – IBM & Uptimize, IBM and Uptimize. 

• Enhance Employee Experience with this HR Leader’s Guide, Disclo. 

• The Workplace Adjustments People want most, Inclusively. 

• Getting Workplace Adjustments out of the ‘too hard’ basket, Australian Disability Network. 

• Designing an accessible workplace, Australian Disability Network. 

• Workplace adjustments, Australian Disability Network. 

• Disability Employment Awareness Month: Best Practices & Common Pitfalls, Global Disability 
Inclusion. 

• Legal Ease – Reasonable adjustments and employment, Business Disability Forum. 

• Inclusive language: What it is and why it is important, Business Disability Forum. 

https://www.weforum.org/agenda/2024/03/disability-self-id-valuable-500/
https://www.myplusconsulting.com/insights/2022/11/28/how-to-encourage-your-disabled-employees-to-share-their-story-5-recommendations
https://www.myplusconsulting.com/insights/2023/2/27/5-areas-of-your-recruitment-process-to-review-to-ensure-disability-inclusion
https://geniuswithin.org/what-is-neurodiversity/
https://www.neurodiversityhub.org
https://australiandisabilitynetwork.org.au/wp-content/uploads/2024/04/AusDN-Business-Case-for-Disability-Employment-Targets.pdf
https://uptimize.com/building-an-inclusive-culture-together-ibm-uptimize/
https://www.disclo.com/resources/enhance-employee-experience-with-this-hr-leaders-guide
https://www.inclusively.com/the-workplace-accommodations-people-want-most/
https://australiandisabilitynetwork.org.au/wp-content/uploads/2024/05/ADN_Workplace-AdjustmentsReport_Digital.pdf
https://australiandisabilitynetwork.org.au/resources/designing-an-accessible-workplace-test/
https://australiandisabilitynetwork.org.au/resources/workplace-adjustments/
https://www.globaldisabilityinclusion.com/post/disability-employment-awareness-month-best-practices-common-pitfalls
https://businessdisabilityforum.org.uk/resource/legal-ease-reasonable-adjustments-and-employment/
https://businessdisabilityforum.org.uk/resource/inclusive-language-what-it-is-and-why-it-is-important-2/
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KEY INFLUENCES 

Resources 

Implementation Success Factors 

• Inclusive Leadership: Managing People with Disabilities in the Workplace, HRHQ. 

• Disability and leadership: Engendering visibility, acceptance, and support, Heidrick & Struggles. 

• How leaders can commit to disability inclusion in business, World Economic Forum. 

• What is inclusive communication and why is it important?, Business Disability Forum. 

• Disability Inclusion Gap Analysis, AbilityNet. 

Legal Considerations 

• Self-ID Campaigns: What, Why, & How, Starkloff Disability Institute. 

• Disability Data at Work, Australian Disability Network. 

• A Year In Review: Key Accommodations Trends and Developments in the Legal Landscape, Disclo. 

• Sharing and Monitoring Disability Information in your Workforce (pdf 848 KB), Australian Disability 
Network. 

• Data, did someone say Data?, Fight the Stroke. 

https://www.hrheadquarters.ie/featured/inclusive-leadership-managing-people-with-disabilities-in-the-workplace/
https://www.heidrick.com/-/media/heidrickcom/publications-and-reports/disability_and_leadership_engendering_visibility_acceptance_and_support.pdf
https://www.weforum.org/agenda/2024/07/disability-inclusion-leadership-business/
https://businessdisabilityforum.org.uk/resource/inclusive-communication-toolkit-2/videos-what-is-inclusive-communication-and-why-is-it-important/
https://abilitynet.org.uk/workplace/disability-inclusion-gap-analysis
https://starkloff.org/self-id-campaigns-what-why-how/
https://australiandisabilitynetwork.org.au/resources/disability-data-at-work
https://www.disclo.com/resources/a-year-in-review-key-accommodations-trends-and-developments-in-the-legal-landscape
https://d3n8a8pro7vhmx.cloudfront.net/bca/pages/4095/attachments/original/1527659473/Information_Sharing__Monitoring_PDF.pdf?1527659473
https://disableddata.fightthestroke.org/en/
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