Appendix 1 – Submission for Equality, Diversity and Inclusion 
	Study author(s), year
	Study population 
	Study aim
	Study methodology 
	Key findings

	Bruyère et al., 2003
	A sample of 1,402 members of the Society for Human Resource Management. 

	To examine factors within the workplace that affect the ability of individuals with disabilities to access and retain employment.
	Surveys. 
	The study found that barriers like negative attitudes persist. Top management commitment, staff training, and mentoring are effective in reducing these barriers and foster inclusion. 

	Buciuniene & Kazlauskaite, 2010
	Two HR managers from the supermarket Rimi Lithuania. 
	To provide insights into diversity management practices and present experience of HRM practitioners' in initiating the integration of people with disability.
	Interviews. 
	Main challenges related to integration of people with disability include attraction of people with disability, work adjustment to meet the abilities of employees with disability, and preparation of managers and co-workers to work along with these people. Attraction of people with disability works best on the basis of references from their peers. These people make highly loyal employees and contribute to a more positive culture and climate in the organization.

	Butterworth et al., 1997
	Employment Training Specialists (ETS) and employees with disabilities. 
	To expand the definition of community-based instruction in integrated workplaces, and to examine the role of Employment Training Specialists in this process.
	Analysis of existing data and case-examples. 
	ETSs facilitate workplace inclusion by working with employees with disability, co-workers, and employers to address training and support needs within the organization. ETSs enhance social inclusion by focusing on job design, task accommodations, social interactions, and adapting workplace culture. The role of ETSs shifts from direct instruction to facilitating problem-solving and consultation, encouraging co-workers and supervisors to take responsibility for inclusion.

	Butterworth et al., 2000
	8 adults with developmental disabilities. 
	The role of the workplace and its culture in supporting social inclusion and workplace support for employees with disabilities
	Observation and interviews. 
	Four characteristics of supportive workplaces were identified: (a) multiple context relationships, (b) specific social opportunities, (c) a personal and team-building management style, and (d) interdependent job designs. The supportive workplaces had all of these characteristics, suggesting that collectively they represent key features of a supportive workplace culture.

	De Carvalho‐Freitas et al., 2024
	120 managers from 11 organizations (study 1) 75 people with disabilities (study 2) and 169 people with disabilities (study 3). 

	To identify factors in the organizational context that may influence the inclusion of people with disabilities.
	Survey with managers. Satisfaction and affective commitment questionnaires of people with disabilities. A survey with people with disabilities.  
	The results of Study 1 indicated that types of disabilities are effectively perceived in different ways by managers. Disability awareness and HR practices together explain 20.1% of the positive perception of the performance of people with intellectual disabilities. From the perspective of the workers with disabilities (Study 2), four factors related to job satisfaction explained 44.9% of the variation in the commitment. The higher the satisfaction with social integration in the organization and job relevance, the higher the affective commitment. In addition, it appears that social and organizational support factors (Study 3) are directly related to the perception of fairness and participation, and the reception of these people.

	Enehaug et al., 2022
	2,253 managers 
	To present a first draft of an interdisciplinary perspective of workplace inclusion.
	Survey.
	Work environment factors impact workplace inclusion competence. Participation-oriented management (POM) provides better inclusion than control-oriented management. Inclusion capability is positively related to employee development opportunities and satisfactory work pace. Managers in POM environments report higher success in including employees with disabilities.

	Fillary and Pernice, 2005
	Eight workers with intellectual disability and eight co-workers. 
	To explore the potential of using Hagner’s (2000) Workplace Culture Survey.
	Hagner’s (2000) Workplace Culture Survey.
	The survey allowed the identification of the level of inclusion in the workplace culture of the worker with intellectual disabilities. More specifically, the results indicated that full-time workers seem to have higher levels of inclusion than parttime workers, and that those with higher needs for support on the job from employment support agencies seemed to be less included.

	Fillary and Pernice, 2006
	Eight employers, 16 employees, eight supported employees and eight co-workers. 
	To investigate the factors influencing the level of inclusion at the workplace.
	Hagner’s (2000) Workplace Culture Survey.
	The findings indicated that supported workers had a lower level of inclusion than co-workers. Several factors influencing inclusion of employees in the workplace culture were identified: full-time vs. part-time, level of employment support, limiting expectations and employer/co-worker attitudes.

	Glade et al., 2020 
	26 individuals with disabilities.
	To answer the question: “What can employers do to create more inclusive workplaces in which employees with disabilities are treated with dignity and respect?”
	Interviews.
	Results revealed that it is not only employers who are responsible for creating inclusive workplaces, this responsibility must be shared by employees with disabilities and their co-workers, if an organizational culture of inclusion is to be developed. Furthermore, the actions of each member of the organization have an impact on the other members in terms of making changes to the culture.

	Gustafsson and Danermark, 2018
	19 employees with disabilities in supported employment. 
	To examine how people with disabilities with the help of Supported Employment methods, are establishing themselves in the labour market.
	Interviews.
	Two themes were prominent in the experiences with social inclusion: the importance of being a valued worker and the sense of social belonging. Competence is important to feeling valued, as is working in fair working conditions. The sense of social belonging arises from natural support and mattering to others (co-workers). Important conditions that increase social inclusion are job-matching and natural support. The SE method can therefore contribute to the creation of inclusion.

	Hafsteinsdottir and Hardonk, 2022
	Nine participants with intellectual disabilities.
	To analyse the experiences of employment participation of people with intellectual disabilities in the Icelandic labour market.
	Interviews.
	The findings show the role of the work environment in participants’ experiences of opportunities for having good social relations at work, having a sense of belonging to the organization, being able to contribute to the goals of the organization, and receiving trust in one’s professional role and responsibility. When participants experienced opportunities in relation to these basic components of work inclusion, they felt more positively about their employment.

	Hagner et al., 2015
	Fifty-three employment specialist and the individual with a disability they provided support to.
	To examine the workplace cultures where individuals with disabilities are employed, the inclusion of employees within those cultures, the strategies used by employment specialists to promote inclusion, and the barriers encountered.
	Hagner’s (200) Workplace Culture Survey (WCS).
	Individuals with disabilities were included in a mean of 83% of their workplace cultures. Employment specialists reported about twice as many barriers as strategies, indicating that they viewed most inclusion difficulties as beyond their role and function. A shorter schedule, different schedule, or an alteration in the design of the job was the most common barriers to inclusion. And in many cases, non-inclusion in these elements seem to have had a spillover effect for other elements, by removing the employee from consideration for promotion or participation in incentives programs

	Hashim and Wok, 2014
	195 employers, 384 employees with disabilities and 206 co-workers. 
	To examine the work challenges of employees with disabilities.
	Survey.
	The findings reveal that there are positive relationships between employees with disabilities’ organisational behaviour and their employers’ consciousness and responsiveness. Employees with disabilities tend to be loyal and committed, motivated, satisfied with their job and are fully involved in their work. Employees with disabilities job performance are found to be motivated by organisational climate and comfortable work environment, as well as job design.

	Iwanaga et al., 2018
	A total of 138 human resources managers, department managers, and project managers.
	To evaluate the measurement structure of the Abbreviated Disability Inclusion Scale.

	Survey.
	Both companies’ and employees’ preparedness for disability inclusion in the workplace, along with company’s positive and supportive disability inclusion climate, impact the employment outcomes of people with disabilities. Specifically, disability inclusion climate for employing people with disabilities is related to disability inclusion preparedness, including disability inclusion training and job accommodations. Importantly, higher disability inclusion preparedness was related to lower level of stigmatizing attitudes toward people with disabilities.

	Iwanaga et al., 2021
	A sample of 284 human resources professionals. 
	To examine disability inclusion climate and to evaluate organizational factors that contribute to disability employment.
	Workplace Culture and Disability Inclusion Questionnaire (Survey). 
	Exploratory factor analysis indicated a four-factor solution: (a) disability inclusion policies and procedures, (b) disability inclusion efforts and strategies, (c) disability inclusion preparedness, and (d) health and illness policies
and procedures. All four factors had strong internal consistency and reliability and correlated with
disability employment rates.
Overall, the findings suggest that an inclusive and supportive workplace culture, characterized by active disability policies and positive management practices, can improve the perceptions and experiences of disabled employees.

	Jones, 2016
	2,451 employees with and without disabilities from 1,733 workplaces. 
	To investigate the differences in perceptions of work between disabled and non-disabled employees in Britain. 
	Data from the 2004 Workplace Employment Relations Survey.
	Overall, the findings suggest that an inclusive and supportive workplace culture, characterized by active disability policies and positive management practices, can improve the perceptions and experiences of disabled employees.

	Kalargyrou, 2014
	13 managers from Walgreens and 9 form Mohegan Sun.
	To examine disability inclusion initiatives as a strategy to gaining a competitive advantage in industries with high turnover. 
	Two-part survey, focus group interviews and interviews. 
	By hiring people with disabilities, companies can benefit from increased loyalty, lower turnover, better attendance, and enhanced psychological safety among employees. These initiatives also help in overcoming stereotypes and creating a more inclusive and supportive work environment. Successful examples from Walgreens and Mohegan Sun demonstrate that with the right management support and training, disability inclusion can lead to improved productivity, safety, and corporate culture (for all employees).

	Kalef et al., 2014
	49 participants in the Telenor Open Mind program.
	To explore Telenor Open Mind, a job training program for people with disability at Norway’s largest telecommunications company. 
	Interviews and field research. 
	The program has a 75 % employment rate upon completion and high participant satisfaction. Participation in the program led to increased self-confidence and social development. The company experienced benefits from greater workplace satisfaction and reductions in sick leave rates. Participants appreciated the structured support and training provided by the program.

	Kulkarni et al., 2016
	Four employers and HR-managers. 
	To outline how multinationals across India and Germany are engaged in efforts to increase workplace inclusion of persons with a disability. 
	Interviews.
	The employers followed the same three guiding principles: first, harnessing diversity (viewing employees as a critical resource and as a talent pool); second, multi-stakeholder engagement (involving both the top management as well as all other employee groups to increase inclusion efforts); and finally, engagement with the external ecosystem (using the best available help such as NGOs to build human resource capabilities). Respondents also noted that integration and sensitization programs were important for inclusion (training for all stakeholders, accessibility programs, and mentoring programs).

	Kwan, 2021
	Eight employees without disabilities participate in an inclusive program for employees with disabilities. 
	To explore the relevance of mezzo-level interventions to help people with disabilities improve their employability.
	Interviews.
	Social workers' support was valued for arranging job placements and providing training. Training improved understanding of disabilities and helped clear up misunderstandings. Workplace accommodations were better provided with social workers' guidance.

	Lindsay et al., 2019
	18 employers who hire people with disabilities.
	To understand employer accommodation practices and how they create an inclusive environment.
	Interviews. 
	Employers had various strategies for creating an inclusive workplace culture such as advocacy, mentoring, creating a comfortable environment, addressing stigma and discrimination, and diversity training. Specifically, the findings suggest that formal diversity and inclusion policies in the workplace can enhance disability disclosure in the workplace, as well as increased understanding and inclusion of people with disabilities.

	Maini and Heera, 2019
	108 employers and hr-managers. 
	To investigate the factors affecting inclusion of people with disabilities in organizations.
	Survey.
	The findings of the study suggest that top management commitment, inclusive culture, supportive workplace and disability-HRM fit are the major factors affecting the inclusion of disabled persons at workplace. This includes training and sensitizing the top management to gain their commitment towards disability inclusion.

	Moore et al., 2020b
	22 of the managers in Walgreens Distribution Center. 
	To explore how managers develop employees with disabilities and understand how managerial decision-making is accomplished and what empowers managers to include employees with disabilities.
	Interviews.
	Creating an inclusive workplace dramatically altered the culture of the distribution center. The findings highlighted how managers transitioned from a telling and demanding autocratic style with a focus on production numbers to an inclusive management leadership style with a focus on investing in people and balancing teams. Additional discoveries include the role of complexity leadership concepts as essential to inclusive management.

	Moore et al., 2020a
	31 team managers responsible for 650 employees of which 247 have a disability.
	To explore how managers develop employees with limited skills within an inclusive environment. 
	Interviews, observations, company information and website artifacts.  
	The study highlights the transformation of managers' styles to become more inclusive and effective in developing employees with limited skills. Managers transition from an autocratic, top-down approach to a more inclusive management style that focuses on team members' strengths and needs. These findings demonstrate that inclusive management leads to higher levels of innovation, problem-solving, and team cohesion, ultimately creating an inclusive workplace.

	Moore et al., 2022
	29 team members and nine managers who represent over 300 employees with disabilities. 
	To investigate the team impact of hiring people with disabilities at Sephora and Walgreens.
	Observations and interviews. 
	The findings point to the essential role of the corporation and the manager in creating and enabling an inclusive culture. The inclusion of employees with disabilities has a positive impact on both the team and individual members. Team members gain opportunities for development through increased training and communication. The work environment becomes safer and more supportive, with leaders focusing on finding the best fit for each member. Attitudes become more compassionate and empathetic, and relationships improve through better communication and coaching. Authentic relationships are built, fostering trust and collaboration.

	Nelissen et al., 2017 
	282 paired employees and colleagues. 
	To investigate the relationship between prosocial motivation, team inclusive climate and employee inclusive behaviour. 
	Survey. 
	Employees who are prosocial motivated will display more inclusive behaviour towards people with disabilities, and this relationship is moderated by team inclusive climate in such a way that the relationship is stronger when the inclusive climate is high. This study shows that inclusive organizations, which value a diverse workforce, need to be aware of not only individual employee characteristics, but also team level climate to ensure the integration of people with disabilities.

	Novak et al., 2011
	Six employment specialists and six supported employees with disability. 
	To explore how work relationships influence the social integration of employees with disabilities.
	Interviews and observations.
	Work relationships play a crucial role in the social integration of employees with intellectual disabilities in work environments. The study demonstrates that employees with disabilities are more likely to be socially included when they have sufficient opportunities for personal interaction, when interactions challenge existing stereotypes, when there is equal status between employees with and without disabilities, when employees work together towards common goals, and when employers and supervisors actively support inclusion.

	Samant et al., 2009 
	Managers and employees with and without disabilities from eight companies. 
	To investigate how corporate culture impacts the employment of people with disabilities and the role of social workers in promoting inclusion. 
	Interviews and focus groups. A company-wide employee survey. Collection of written policies and analysis of administrative data. 
	The study emphasizes the importance of an inclusive corporate culture in improving employment outcomes for people with disabilities. It highlights the role of social workers in advocating for and implementing inclusive practices within organizations.

	Sanclemente et al., 2024
	258 employees from 15 organizations (66 participants with disability). 
	To examine the role of social context as a main mechanism to understand how organizational socialization tactics influence the job inclusion of employees with disabilities. 
	Two surveys: one designed for employees with disabilities and one for coworkers without disability. 
	Social support act as an explanatory mechanism in the relationship between socialization tactics and organizational learning and desire to stay in the organization of employees with disabilities. At the same time high levels of coworkers' team affective climate toward disability and low levels of coworkers' team stigma shaped a favourable inclusive team context, thus improving the job inclusion of employees with disabilities.

	Sanders, 2021
	15 leaders in retail organizations.
	To examine the positive impact of hiring people with intellectual disabilities.
	Interviews 
	The study highlights the benefits of hiring persons with disabilities, including promoting a diverse and positive organizational culture, improving customer relations, and overall organizational performance. It emphasizes that employees with disabilities can work efficiently when given necessary work accommodations and support in an enabling organizational culture.

	Schur et al., 2009
	Nearly 30,000 employees with and without disabilities form 14 companies.
	To examine workplace disparities and corporate culture's impact on employees with disabilities.
	Survey. 
	The study finds that employees with disabilities face lower average pay, job security, training, and participation in decisions, and more negative attitudes toward the job and company. However, these disparities vary significantly across companies and worksites, with no attitude gaps in worksites rated highly by all employees for fairness and responsiveness. The results indicate that inclusive corporate cultures are especially beneficial for employees with disabilities.

	Waisman-Nitzan et al., 2019 
	11 employers of employees with autism.
	To explore employers' perspectives on accommodations for employees with autism.
	Interviews and focus group. 
	The study emphasizes the importance of the work environment in facilitating or inhibiting inclusion of people with autism. Key findings include the need for clear procedures, flexible work hours, understanding sensory sensitivities, and creating an intimate and supportive work environment.. The study emphasizes the importance of the work environment in facilitating or hindering the inclusion of individuals with autism. 
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