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Preface

In 1990, the American with Disabilities (ADA), a groundbreaking civil rights law,
was signed into federal law. It was a milestone in that it prohibited discrimina-
tion against persons with disAbility in the United States and became a pathways
model adapted in various forms by other countries. Since its inception, the ADA
has served as an equal opportunity law for people with an identified physical,
developmental, or mental health related disAbility, as defined or recognized by
the statute. The ADA is now a common term in our vernacular and every execu-
tive and human resource professional is familiar with what it represents and how
it is to be applied in an organization. There are training classes for managing the
ADA candidates, books on what it means, and constant discussions on its advan-
tages and required accommodations.

Even a law with the best of intentions, however, will have unintended conse-
quences. The purpose of this book is to address one of the major shortcomings in
the implementation of the ADA after passage: the absence of substantive exami-
nation or discussion of what the hiring of an ADA qualified individual does to
or for the culture of a company and how managers could address the unintended
ramifications of the hire. This focus on the what and not the how presents a very
real gap in understanding and in practice concerning how leaders need to prepare
their organizations for a diverse employee population.

This omission has provided us with the opportunity to explore and identify
what is needed to bring about a cultural change where all employees are recog-
nized, respected, and valued for their contribution to the organization. The ADA
is an important first step in overcoming biases that act as barriers to persons with
disAbilities’ employment and in accommodating them to secure and manage a job.
In the real world, however, there is also a lot of hard, complex work that needs
to be done to truly find the right individual, ensure that they can fulfill the job
requirements, and to subsequently prepare the existing workforce for the introduc-
tion of a person with a disAbility (PwD) into the group or workplace community.

We will address, through examples, a variety of solutions meant to support
your employees’ engagement in interacting and developing healthy work-rela-
tionships with their colleagues with disAbilities. Managing these relationships
becomes a powerful mechanism to create an organizational culture that welcomes
all your employees, particularly through the early stages of their employment. We
will not focus at length on the many provisions of the ADA, but we will include
some history and information on its significance; we assume that you have at least
some knowledge about this important law and how it applies to your company.



xii  Preface

As this discussion proceeds, we recognize that we are presenting a new norm for
our culture, one where the essential principle of meritocracy — that talent and effort
lead to success and advancement in our social system — is no longer working as
the paramount value influencing decision-making in the workplace. Rather, we will
describe a system in which merging both meritocracy and diversity in all its forms
allows us to develop a more creative and resilient workforce. In simple terms, this
means that if we succeed in including PwDs, we succeed in transforming our organ-
izations’ culture and, therefore, increase the capacity to take advantage of their
highly diverse perspectives. It becomes imperative that methods are identified and
available to enable all employees to demonstrate their talent, hard work, and ability
to succeed regardless of the need to accommodate some differences in this process.

With this new norm in mind, we seek to create organizational systems in which
employees are treated equitably instead of equally, systems in which individual
strengths, needs to grow as well as differences that need to be accommodated are
fully recognized. We clearly define the difference between what is equitable and
what is equal and as human resource professionals and scholars, we remind man-
agers and employees that some things, while they might not always seem fair, are
in fact, legal. The law, including the ADA, is about a set of rules where everyone
is treated the same or equally. This means that each person should have the same
opportunities for employment and when needed, accommodations must be made.
We don’t argue that we all need the same things to be successful — this is not the
case. Instead, the focus needs to be on what is fair and just, which was the intent of
the ADA from its outset, achieving justice in the workplace and creating an equita-
ble system for all employees. It is a challenge that we ask you to accept by joining
with us in becoming a part of cultural change where innovation and diversity lead
to the success of all employees, and therefore, make for a successful organization.

As authors, we want to provide you with an enhanced understanding of the
factors that create the challenges we face in addressing stigma in our organiza-
tions. We are also going to offer evidence-based suggestions on what you can do to
transform the culture of your organization and make it more equitable, welcom-
ing, and inclusive for all employees. As academics, we want to provide you with the
facts and studies that support our recommendations, and as professionals, we will
share our ideas based on own experiences of working with PwDs. Whether you
are a business leader, a manager, or an employee — with or without a disAbility —
we hope you find this journey engaging and supportive of your ability to influence
your organizational structures and culture and make life better for everyone, so we
can all enjoy working together while contributing to thriving enterprises.

We are grateful for your interest in this subject matter.
Dr Fawzy and Dr Shore
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