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INCLUSIVE EMPLOYMENT BENCHMARKS

1.1. Percentage of employees with disabilities
1.2. Percentage of individuals with disabilitiesirpervisory roles

2.1.1. Targeting recruiting of people with disai®k

2.1.2. Manager education and training on disability

2.1.3. Targeted career advancement opportunitresmiployees with
disabilities

2.1.4. Training opportunities are equitably avdi#adnd accessible to
employees with disabilities

2.1.5. Mentoring/coaching opportunities are madalable to
employees with disabilities

2.2.1. Clear policies and procedures for disabditgommodations
2.2.2. Centralized source of funding for accommioahst

2.2.3. Organization keeps data on accommodations

2.2.4. Universally designed accommaodation policies

2.2.5. Return-to-work/disability management serviaeailable

2.3.1. Extent of top management commitment to e@ple with
disabilities

2.3.2. Extent of availability of disability netwalaffinity groups
2.3.3. Extent to which diversity policy includesalbility

3.1.1. Managerial diversity behaviors: perceptiabsut the extent to
which managers engage in the types of behaviorsrestjto create an
environment in which diversity is valued

3.1.2. Paternalism: extent to which manager tnestsn a
paternalistic fashion

3.1.3. Quality of relationship with one’s manager

‘



3.2.1. Perceived fairness of work arrangementd-Hgbractices for
employee

3.2.2. Procedural justice experienced during accodation process

3.2.3. Interactional justice experienced duringoawamodation
process (involves both interpersonal justice, andp&reated with
respect and dignity, and informational justiceremeiving adequate
and accurate information throughout the process)

3.3. Perceptions of Organization

3.3.1. Perceived fit between one’s skills and thmands of the job

3.3.2. Perceived organizational support: percestgaport received
from organization; perceptions about whether tlgaoization cares
about my well-being

3.3.3. Psychological empowerment enjoyed on the job

3.3.4. Climate for inclusion: overall fairness/ waged nature of
employment practices within the company

3.3.5. Climate for inclusion: how open and acceapthe work
environment is of differences

3.3.6. Climate for inclusion: extent to which emydes of all
backgrounds are included in decision making

4.BOTTOM LINE OUTCOMES

4.1. Job satisfaction among employees with didadslas compared
to employees without disabilities

4.2. Commitment/loyalty to company

4.3. Tenure/length of time with company

4.4. Turnover intention

4.5. Organizational Citizenship Behaviors (OCBS)

Funded under a grant/contract supported by the Office of Disability Employment Policy of the
U. S Department of Labor, grant/contract #E-9-4-6-0107. The opinions contained in this
publication are those of the grantee/contractor and do not necessarily reflect those of the U. S.
Department of Labor.




