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My topic for discussion is workplace diversity for people with disabilities. Workplace diversity has become a common practice by most companies and organizations across the globe thanks to the regulations imposed on these organizations by governments and international laws requiring them to comply with the requirement of diversifying their workforce as an indication of equality and inclusivity at the workplace (Allen & Cohen, 2010). It is essential to understand that over the years, diversity and inclusion at the workplace had primarily involved factoring in age, gender and race. However, as it stands now, organizations and companies are required to also factor in the aspect of disabilities in their recruitment criteria. Although this is generally a legal requirement for companies and organizations in some countries, it adds value to the organizations by significantly building their external organizational image.
Similarly, in the fight against discriminatory behaviour at the workplace, employers have been urged to work towards ensuring that their organizations achieve inclusivity by engaging a diverse workforce that includes even the disabled employees (Equal Employment Opportunity Commission ). In essence, this presents an equal opportunity for all, despite the physical manifestations of an individual. Arguably, workplace diversity appreciates the existing differences between individuals within the context of the workplace and also ensures that each of the varying attributes presented by the individuals is valued. Evidence drawn from past research works indicates that despite the legislation on workplace diversity, it is noted that most people with disabilities have not had similar access to employment opportunities as the other individuals without disabilities (WHO, 2011).


It is observed that achieving workplace diversity for employees with disabilities is still a challenge since most employers hold negative views regarding their work-related abilities. Similarly, Bonaccio et al. (2020) noted that even if they get employment, these negative views may result in interrelated concerns throughout their employment cycles. In a sense, for people with disabilities, finding an employer is a challenge consequently resulting in increased disparities in employment overtime (Houtenville & Ruiz, 2012). The World Health Organization also observed that, worldwide, people with disabilities are less likely to get engaged and even when they get employed, majority of them have reported comparably lower salaries as well as underemployment (WHO, 2011).
Arguably, people with disabilities are considered an essential source of committed and engaged employees (Allen & Cohen, 2010). Evidence drawn from the disability statistics in the United States indicates that 1/8 of the population are disabled with the numbers expected to rise in the near future (Disability Statistics Report, 2017). Companies and organizations which have succeeded in incorporating the services of employees with disabilities have reported higher revenue percentages with lower recruitment costs and increased employee productivity. 
The International Labor Organization indicates that to achieve workplace diversity, organizations and companies need to accept disabled employees alongside their disability-related needs as a strategy to source talents and for the fulfilment of corporate social responsibility (International Labor Office, 2020). In the pursuit of creating a diverse workforce, companies and organizations have attributed their actions to the following; complying with the relevant regulations and laws of inclusivity, pressure from the society especially now that most organizations have become disability-inclusive, the remaining other companies are required to follow suit.
Research-based evidence indicates that diversity in the workplace is key to achieving innovation and promoting better decision making and creativity. Khan et al. (2018) contend that even though people with disabilities have a higher rate of productivity, the potential is often underutilized even though their engagement in some other places has presented very positive implications. The main reason for the lack of sufficient engagement of these individuals is that most employers do not have the full belief about the capacities of the people with disabilities and also exhibit dissenting views regarding their work-related abilities (Hernandez et al. 200; Gold et al. 2012).
Some of the principles associated with workplace diversity for people with disabilities include the principle against disability discrimination which prohibits employers from discriminating their employees based on their physical or mental disability that limits their performance or engagement as employees (Equal Employment Opportunity Commission ). It is important to note that stigmatization and discrimination of people with disabilities by their employers or fellow employees may significantly impede their integration into the workplace environment. Also, even though diversity and inclusion of people with disabilities can play effective roles in enhancing the performance of the organization, employers are required to apply effective management strategies alongside advancement opportunities. However ineffective management strategies can hinder the diversification process and consequent success of the company. 



Kaye et al. (2011) observed that managers discriminate against workers with disabilities and may at times decide differently on issues of employment when disabled individuals present themselves for consideration for employment. In a sense, disabled employees may therefore experience difficulties in staying in their workplaces where they are constantly stigmatized and discriminated upon. 
In conclusion, despite all the challenges associated with achieving workplace diversity for the people with disabilities, companies and organizations should encourage and be open to employing individuals with a disability because employees with disabilities do not only fulfil the diversity aspect to give the organization a good external image but also fulfils the work requisites and can work to their full potential consequently improving the organizational performance. 
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