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ABSTRACT
The Quotas Act, which is a mandatory requirement for hiring people with disabilities, has completed 22 years in Brazil. However, organizations have only been auditing it for compliance since 2000 and by doing so setting up a new milestone in people management. This case study, which has been grounded in qualitative and constructivist´s perspectives, investigated three units of a large Brazilian textile organization: a factory in a poor region, another one in a wealthier region and also its headquarters based in the richest capital city of the country, São Paulo. Individual and group interviews were conducted with people with disabilities - PwD , their managers , co-workers , responsible for the diversity program , Human Resources Director and CEO in two different year, namely 2007 and 2012 . The results have demonstrated that: in the economically less-favored region, this law favors hiring people with disabilities, whereas in the richest region, companies dispute the hiring of people with disabilities, which has been generating high staff turnover and difficulties in the workplace. Having said that,  these are behaviors and human values in daily​ coexistence  which make the secondary diversities to become more relevant in managing diversity , the effective inclusion of PwD in these working environments has been happening  due to  personal interaction and team engagement to collaborate with these people , placing  diversity as a mean of  inclusion , not just  of the minority.

Abbreviations:
CEO – Chief Executive Officer
CIR – Company Inclusion Responsible 
HR – Human Resource
PGB - Partners in Governmental Bodies
PwD – People with disabilities





INTRODUCTION
The Quota Act number 8213/91, which requires the hiring of people with disabilities (PwD) has completed 22 years in Brazil, but only from the decree 3298/99 that organizations were audited for compliance , setting up a new milestone in the management of people in these organizations and also adequacy of these particular staff in this work environment. 
Many organizations have adapted to this new reality through architectural changes in their buildings, adjustments in work tasks and also relationship of the HR department with team managers that would eventually employ these people. Many of these managers have claimed that they had no choice when hiring such persons, only accepting the HR resolution to have them as team members in order to avoid fines for not reaching the quota. (Richarte-Martinez, 2008)
To understand how companies used to deal with this issue, a study was carried out in 2007 in a Brazilian textile organization that implemented a PwD inclusion program, called CIR (Company –Inclusion - Responsible). The study was reviewed in 2012 in order to analize both the organizational actions and results regarding diversity within this time frame and the impact they had on members of this organization.
The question guiding this study is: after years of operation, which organizational factors have contributed to an effective inclusion program?
To carry out this research, the theoretical fundaments basis are explained here in the methodological section, the qualitative approach supported the collection and analysis of data, and closes with the research findings.
THEORETICAL FUNDAMENTS 
The concept of organization as inserted in a certain social structure and culture has been used here  ( Chanlat , 1996) in order to reinforce  that there is a set of actors who are able to define their interests and projects at work and  they act in the organization by having multiple interactions in the environment. (Dupuis, 1996). It is understood that both organization and actors dialogue in a human development  with policies , norms, values, and other visible and not explicit assumptions, mirroring social structures and dynamics of this space.
As for the organization,   Loden (1996), for whom the concept of diversity has important human characteristics, impacting on work environment, individual values ​​, opportunities, perceptions of self and others.  The effects of primary and apparent dimensions of diversity, such as age, ethnicity, gender, abilities and physical and mental characteristics, race and sexual orientation, present in the operation of the team tend to decline with time. The secondary dimensions,  which is  not always noticeable on initial contacts , as styles of communication , education, family status , organizational role, religion, native language, geographical location, background and work style are found in everyday interaction and become more impactful , as personality conflicts , differences in values ​​and attitudes that influence the communication, achieving goals and accomplishing tasks (Harrison et al., 2002).
Organizations position themselves in three ways, according to Yang (2005): strategic, for competitive advantage; institutional, to have social legitimacy by compliance and organizational image, presented in pro forma speeches; and configurational, as organizational value, when integrates diversity, changing policies, rules and actions.
About group behavior in the organization Loden (1996) talks about the willingness and motivation on diversity , classifying segments as innovators , agents of change, pragmatists and traditionalists , motivated respectively by the increase of creativity and innovation , promoting inclusion , acceptance and approval , resistance to change . 
This reading of the organizational behavior infer the mindset on diversity , noting its inclusion not only for determining the top leadership (Lowther, 2006; Smith, 2007) , not in political terms, but beliefs of human behavior in the organization in which there is acceptance of difference , not as anything charged, but desirable.
Diversity management started back in 1960 as a response to affirmative action for women and blacks in the United States. Common in many management models, the first action is an organizational response to the legal imputation of minorities in its workforce (Richarte-Martinez, 2008).
Five stages toward diversity management, understood by Golembiewski (1995 ) , show position in the organizational power games : reaction to coercion as a solution to avoid legal trouble ;  to avoid imposing sanctions ; equal treatment to meet legal requirements ; valuing differences as way to reduce internal conflicts , and modification of structures and policies to ensure organizational goals and encourage staff to expose their differences in the organizational world, understood only in this stage as diversity management .
Thomas Jr (2001) presents three stages: compliance with affirmative actions, limiting both for the organization and for the assisted action, valuing differences, fostering better relations, encouraging acceptance and understanding diversity, diversity management, taking advantage of the diversified workforce through fundamental change of organizational / cultural values ​​and systems to support coordinated efforts on the inclusion of all people, not just minorities.
Richarte-Martinez (2013) pointed out that the HR department most often takes the lead regarding the before-mentioned topics. Boxall, Purcell and Wright (2010) suggest HR activities analyzed in three management fields: HR strategies, international HR, and HR micromanagement, with particular attention to two subunits: managing individuals, people / groups of employees and employee voice.   The latter is especially interesting in the diversity scenario, because, as in Foster & Harris´ conclusions (2005),   the line manager plays the most demanded role in managing diversity. 
The Education Department in Australia (2005) pointed out that besides the existence of barriers to the PwD professional development  the top management needs to  commit to the  hiring of these people and also to inform the others of their professional skills and productivity. 
Studies on the Brazilian reality (Gil, 2002; Richarte-Martinez, 2008) indicate advantages to organizations such as: best professional environment aiming at humanizing relationship between people; strengthening synergies around common goals, PwD performance and production  , which often outweigh initial expectations;  the organizational´s image long term gains;  access to significant consumer market with the same characteristics , their family and friends ; minimization of fierce competition , stimulating the pursuit of professional competence 
On the other hand , there are organizational resistances  according to another Brazilian study  (Batista, 2003) : 40.4 %  out of the 47 organizations surveyed informed that they  cannot find PwD workers ; 34 % reported fear for the safety of these people; and 8.5 % stated the belief that PwD were not as productive as the other workers . It demonstrates the existence of prejudice in the inclusion of these people and pictures a scenario that reinforces social stigma and economic exclusion.
To sum up, the organization ranks as either favorable or reactive toward diversity in their social environment (Yang, 2005), mirroring group behaviors (Loden, 1996), which is evident identities interactions (Jenkins, 2008), both primary and secondary diversity are shown (Loden, 1996), impacting on people management and challenges for the direct manager (Foster & Harris, 2005) and the HR, especially in the HR micro-management field   (Boxall, Purcell & Wright, 2010).
METHODOLOGY
This study has been grounded in both qualitative and constructivist perspectives (Guba & Lincoln, 1994) and elaborated by interactive sketches (Stake, 2010).  Three units of a large Brazilian textile organization in two periods have been investigated:
- In 2007/2008, the knitting factory near Sao Paulo (citizens average income is US $ 1,108.43, and the headquarters in Sao Paulo City (citizens average income US $ 2,029.11).
- In 2012, the factory in a town near a Brazilian Northeastern Capital (US $ 567.78) in addition to headquarter in Sao Paulo (IBGE, 2013).
Both individual and group interviews were carried out in order to collect data aiming at taking advantage of both before-mentioned modalities: deepening the subject (individual), and expansion / multiplication of visions (group) (Selltiz, Wrightsman & Cook 2005).
The PwD interviewees were hired according to the law, CEO, national HR manager, plant manager, head of diversity program, supervisors and managers in 2007/2008 program totaling 23 interviewees and totaling 18 in 2012.  Corporate documents were analyzed and systematic observations made.  This material was analyzed by encoding meanings, under the guidelines of Bryman (2008) and content analysis of Bardin (2011).
The Y organization, which is a Brazilian industry in the textile industry, began its operations in late 1960, employing   almost 12,000 people spread over ten units in Brazil. Since then, some Brazilian units were closed and there was international expansion with the opening of sales offices in two units in Latin America and one in Europe.
This organization has been supporting   since 2006 a PwD  inclusion  program  called CIR (C - company , I- inclusion, R- responsible ) and structuring job opportunities mapping, committee, awareness seminars , corporate communications , recruitment, selection and monitoring , with the "purpose to go beyond compliance with legal quota [ ... ] and turn this program into a corporate social responsibility mission  of the organization ." (Corporative Document of Y Organization, 2007).
The amount of PwD contracted in all units of the organization until June 2008 totaled 276 despite the 558 original targets which illustrates some contextual difficulties that this particular organization has had since the beginning of the project.

Research data in 2007
The jurisdiction for hiring PwD allowed these people to know their rights and to disseminate job opportunities, according to some PwD that were interviewed. There has been a historic  record in PwD hirings in the   Northeastern region even  before the law  due to the fact that disability  is more common and socialized , while in the Southeast only when supervision begun in 2000.
Since then, the organization positions itself, understands the law and sees it as an opportunity for development and organizational learning, and also as a way to avoid legal issues as well as corporate social responsibility, according to its CEO.
One of top management leaders showed their perception of diversity, scribbling an illustration of organizational groups and pointing to the PwD, commenting on the existence of a "stamp” and the need to eliminate this procedure , showing that in some organizational spheres is difficult to balanced treatment either in interpersonal relationships or performance analysis .
For the CEO , the term disability aligns with social non- inclusion  because when hired by the company  the PwD should no longer be considered  a "disable" person and becomes someone  "included" and  “without disabilities" due to their then employment status.
Direct managers have reported ambiguities before the imputation of the law which would sometimes support the PwD inclusion for being socially responsible and sometimes rejecting the legally binding quota because it would foster discrimination. 
The PwD opinion converged to the advantages of the law as guaranteed employment and the increase of job offers but also as a way to reinforce discrimination by associating disability with non-functionality. These PwD voiced their views, reporting that some organizations seek "aesthetic", an image, but not the real PwD, seeking the "minor” disabilities, hiring those who lost a finger and disregarding other professionals for not having the forearm.
An organization was seeking disable people [...]: "I do not want you to find someone who slobbers these weird faces.”  (E2 group PwD).
Regarding the organizational practices to face the new scenario, the CIR program has health professionals responsible for the initial job analysis aligned with the HR department. Apart from architectural adaptations, there are specialized recruitment and selection, awareness seminars, cultural activities for PwD, and direct feedback from leading developer, brainstorming for improvements aiming at inclusion and dissemination of the PwD contribution through corporate internal newsletter. It has been mentioned by a HR manager that being diversity management a new theme in organizations, it resorts to a network of scholars on the subject, in addition to benchmark diversity practices within organizations.
The HR department carries out analysis of professional skills and dialogue with managers of contracting areas, giving support for performance evaluation and inclusion of PwD in their teams, through surveys, periodic monitoring forms and meetings with managers and employees.
The law showed favorable arguments, according to several interviewees, the character of social inclusion and opportunity to work, but showed resistance by imposing the setting of quotas for the inspection and subsequent penalty to which they organizations are subjected to.
The employer that has already been hired and considered towards the quota must sign a consent form. Some reported that PwD not always understand the reasons for inclusion, accepting this demand because they trust in the organization, fear of being dismissed  or low personal awareness of their rights .
Regarding the challenges and gains for HR professionals, there are difficulties that are due to the time-related pressure  put on by the Ministry of Labor as to adequately meet the hiring of PwD, as well as exit to other organizations and PwD´s choice to keep the government scholarship .
It is very difficult. ( ... ) We are doing everything we can to those who were hired to remain in the organization. If a problem arises we meet all staff to see what is happening. If we have to change time, role we will do in order to keep them here. (Factory´s HR Consultant).
Being a small town has been pointed out as an element that presents difficulties due to difficulties to transport PwD to other cities, sometimes as attractive, for being a large organization offering benefits. However in some reports, their disability outweighs professional skills in the allocation of these employees, placed in certain functions and, if not meeting requirements, recorded in a database.
Our role is to adapt to people, not to exclude them, because even bringing these people in as a legal obligation and putting them to work in a library, they may even like it, but this is another thing, I'm not giving them option, I'm actually excluding them but in another way, I'm only including because I am obliged to (CEO).
In the understanding of the PwD direct leaders, this adjustment of physical capabilities and tasks is appropriate, although there may be surprise by overcoming performance, far beyond initial expectations.
In the human interaction, together with the formal process, peers and coworkers facilitate socialization with freedom of expression and undifferentiated treatment of the disability by allowing the person to feel comfortable. According to some participants, the interaction strengthens this bond, realizing that other PwD are already in the organization for a long time. The leadership has emphasized these data also related to the direct leader.
We try to treat them as if they had no disability [...] I think this is a moral good to know that the person is being treated as another person, respectable, charged and not “you are disabled, you are only doing the lightest service here and so on.” Go belittling the person. They feel really helpless. (Factory Unit Manager).
Groups of PwD in 2007 showed no diversity management as a core value in practices, processes and policies of the organization, noting the absence of diversity in leadership positions. Some PwD confirmed that equal treatment and highlighted the role of a leader
My boss treats me like any other. Without it “does not have an arm, so I cannot talk to him like that?" He says the same thing he says to the others [...] it makes us feel better. (E1 PwD group).
Some negative aspects were mentioned by PwD: stereotyping on performance as impediment to equal treatment; specific prejudice in an area or department; pairs express that quota holders have low productivity and advantages for career development.
I say we do not need to be a manager, you know? Only supervising the factory floor (...) it would have a broader view, further to understand a little bit the needs of disabled people, because there is no disabled boss here [...] (PwD group participant).
The PwD quota holders recognized organizational efforts for inclusion and suggested , as an improvement in the socialization process , meetings with people without disabilities so that they the points of view can be understood. Some organizational values ​​were expressed by interviewees by essential for such inclusion: family environment due to association and freedom of expression; humanism in the workplace, the daily practice helps the other, and inclusion of the organization's founders values.
Why it is much easier to employ in this company? Do it? Because they are Jews [...]. The Jew has always been what? Persecuted, excluded. So they were always excluded. Sympathy, an unconscious way. (CEO).
Through HR micromanagement has been noted that the interaction between people is also the agenda of direct managers and other levels of leadership. Some stereotypes or beliefs seemed to undermine this approach with PwD as a positive asymmetry that maximizes the potential of performance, or the stereotype that seeks to turn into positive certain characteristics as a way to overcompensate differences. Examples may be mentioned because de PwD is more focused because they plan their lives better (CEO), as a model of resilience and overcoming (Central Manager and Direct HR Manager), they also cause very little problems because they want to show their competence (HR factory Consultant)
One of them surprised everyone and the direct manager came to me and said "can you get more people with mental disorders like him?” ( ... ) It was a great response. They said: " Vitoria (fictitious name), we want more PwD like Larissa (fictitious name) (HR factory consultant).
On the other hand, the organization can be a social space that improves both self-esteem and identity.
Out there they see us as disabled. Now, in here they don´t. (E3, group PwD).
I feel more normal in here than out there, that's the truth. (E4, group PwD).

Research data in 2012
Between 2008 and 2012, the organization has gone through an organizational restructuring, closing some units (including the São Paulo´s countryside one which was researched in 2007) and opening international ones. There happened some changes to the original management team such as the CEO and the HR manager interviewed in 2007 (both left the company). For this 2012 research we resorted to a plant in the northeastern capital as well as interviews with international HR director.
The organizational´s posture on diversity is still to achieve compliance, because it did not meet the established goals and is at risk of being fined for such failure.  According to the responsible for the program, the top leaders focus on numbers and the law, questioning the consequences of non-compliance.
The external context appeared as propellant to the diversity within the organization, either by market requirements with lack of workforce, social inclusion policies, greater social awareness of personal rights, social acceptance and consequent pressure on organizations, and in the case of the Northeast, as a region in which there are several types of disabilities due to lack of governmental assistance and also allowance given to the PwD.
[ ... ] As the poor receive  government aid and this is  a poor region , both in terms of salary range and , as women  don´t work either , ( ... ) people do not want to leave home to find work , yet they  receive this aid , so if they leave , it will be like " extra work " , and having in mind that they do not have transportation infrastructure etc.  (Top leadership)
According to the industrial manager at this moment , respect for differences and equal treatment are cultural values ​​exemplified by the attitude of the president of the organization , credited to Jewish roots and by not imposing their religious beliefs .
When you are hired you are told about the organization´s policies [ ... ] from the moment you clock in the point inside the company it's another world , you have to be professional , regardless if the person is black, white or a woman, you have to treat everyone as equals , then this is the policy ( non-leaders group )
As reported by the responsible for the diversity policies in the plant, there is still a negative perception of the leadership´s influence over the PwD performance and both top leadership and direct management demonstrate resistance in having a PwD in their team.
Regarding organizational practices there is the continuity of the CIR program by having awareness seminars, careful recruitment, seeking to analyze adequate working conditions and task awareness through training, lectures for employees and direct managers, creation of a PwD map and conversations with managers. It is worth noticing the fact that another unit in northeastern Brazil has achieve 100 % of quota and this fact is acknowledged by Partners in Governmental Bodies (PGB).
A PGB even praised us because we have people with disabilities in all sectors of the factory, and he said that most organizations have a sector like an ICU (Intensive Care Unit) and people there are apart from the others. Here, we are careful because we want people capable of producing. (Responsible for the diversity program)
It was found out through analyses of both maps and interviews with PwD how people were treated, and not a single episode of prejudice was then reported. The trade union can be seen as a contributor to organizational actions.
As for the challenges, such as difficulties for the organization mentioned: PwD turnover due to favorable labor market hiring’s;   deficit in the social development system; little understanding of government to assess difficulties in hiring; alignment of diversity perceptions within the organizational environment; time invested in the program and long-term results.
Some leaders stated that the organization gained with the program for instance:   proud of being part of   an inclusive organization, not only by society but also by the board when visiting the factory regarding humanistic assumptions; positive impact reported by the factory managers who deal daily with the PwD, that this experience surprisingly helped these people to overcome their labor difficulties. 
With regards to human interaction, the disability-related nicknames are incorporated as identity, according to reports of the observers, not as an offense, but as a result of intimacy built over daily eight hours together in the organization.
It was mentioned as relevant to this interaction, besides the fact that they miss more days at work, some emotional PwD characteristics perceived as touchy and victims, which demands more from managers and HR officers.
Equal treatment was observed with the same performance demands, which was mentioned by leaders and followers, same food provided for both employees and directors. 
We are older in the company and used to have a cafeteria, as two separate firms , nowadays the cafeteria is one [ ... ] everyone goes to the same line and wait for their turn , we no longer have this prejudice (  E1 non leaders group )
The micromanagement of HR requires human interaction between PwD, colleagues and manager, demanding the latter reading and action
You see PwD with low self-esteem [ ... ] others are more difficult , you have to treat them differently ,  know how to lead these people ,we cannot treat everyone the same way [ ... ] When you revert it(low self-esteem), you have a fantastic person to work ( General Services Chief )
Some idiosyncratic aspects should also be considered 
Because if I am treated like a poor thing , which is inherent in human beings , some want to take advantage of the situation by saying  " but I 'm poor thing , so do not push me too much" (PwD )
As the voice for PwD
You sit there and listen, they ask if anyone has an opinion to give at the time, but usually nobody does (Non Leader)
As from the widespread information carried out by the mass media and by virtue of the age of the law, the PwD have been more assertive regarding their rights and sought to be heard.
Some questions were asked : " and the Ministry of Labor ? " , " What if I sue them ? " ,  Hazard, danger ? “Terms that were useless up to that moment (the manager being informed). The law said “you’ll do it " and we did. There was no question. (Leaders - Group)
DISCUSSIONS AND FINDINGS
Table 1 shows a comparative summary of the main findings and organizational aspects in the management of PwD between 2007 and 2012. It highlights that there are distinct external and organizational contexts within the same organization.
Table 1 Comparative summary regarding organizational perception of diversity in two periods
	   
	2007
	2012
	Dynamic

	Organizational position

	Cultural diversity as a value/Compliance with quota laws/  Fair treatment
	Yes
	Yes
	Maintenance

	External context propellant

	Lack of workforce / organizational image
	Yes
	Yes
	Maintenance

	Social awareness of employees and customers/ Trade Union
	No
	Yes
	Innovation

	Complicating external context 

	Poor transport / Government Support / Law imputation
	Yes
	Yes
	Maintenance

	Point of view regarding PwD performance

	High leadership
	Negative
	Negative
	Maintenance

	Line Management
	Negative
	Positive
	Innovation

	Colleagues
	Positive
	Positive
	Maintenance

	CIR PwD inclusion program

	Lectures/ Specialized Recruiting/ Discussion with direct managers/ physical adaptation/ discussion committee/ training
	Yes
	Yes
	Maintenance

	Mapping PwD / PwD data/Training in Brazilian Sign Language 
	No
	Yes
	Innovation

	Organizational challenges faced by diversity

	Alignment of perceptions in the organizational environment/ Time invested in the program and long-term returns of the initiatives
	No
	Yes
	Innovation

	PwD favorable market turnover/ inadequate infrastructure/  Competence and hiring of PwD/ governmental flexibility as to implemente organizational alignment 
	Yes
	Yes
	Maintenance

	Organizational gains on diversity

	Organization perceived as inclusive and humanistic
	Yes
	Yes
	Maintenance

	Trade Union as a partner
	No
	Yes
	Innovation

	Micro HR -  personal interaction between PwD, leaders and colleagues

	PwD Emotional difficulties/Interaction
	Yes
	Yes
	Maintenance

	Different organizational spaces (cafeteria)
	Yes
	No
	Innovation

	Fair treatment/ Demands by direct manager
	Yes
	Yes
	Maintenance

	Voice of PwD

	Listening by direct manager
	Yes
	Yes
	Maintenance

	Listen organization / Voicing rights
	No
	Yes
	Innovation


                                                                                          
Despite the inclusive organizational speech before the hiring law in the poor region, organizational concern rests in compliance due to legal and financial pressures, understood by Yang (2005) as an institutional approach. However, recent initiatives suggest mobilization for integrative approach. As Golembiewski (1995 ) suggests, to focus on legal compliance does not mean managing diversity , but a step towards  a cultural incorporation of diversity as an organizational value which is mediated by both acceptance and inclusion therefore enabling personal interactions . However, to allow integration through only   human interaction may lead to episodes of discrimination against PwD.
It was also confirmed that the primary diversity (Loden, 1996) is the most impactful one in the first moment, but they are human values ​​and behaviors acquired through coexistence (Allport, 1979) which makes secondary diversity more relevant for the inclusion of PwD and effectiveness of diversity (HARRISON ET AL, 2002).
Generally, diversity is referred to as an organization differential aim, but the interviews showed that there is work to be done in order to align practices while pursuing this objective. Understand and promote individual differences require provision in interpersonal relationship not only a  correct implementation of  politically correct social roles but real respectful behaviors and attitudes toward diversity , which reverberate in the organizational environment . Clear policies and organizational actions can guide people's behavior, as well as disclose what the expected performance in that particular environment is. The research findings are consistent with the statements of Golembiewski (1995), Lowther (2006) and Smith (2007) that diversity should be part of the organizational values´s high command.
According to leadership and HR´s reports (2007) and mainly to PwD, to focus only on disabilities is a hinder to carry out a proper performance assessment. To respect and treat PwD and their productivity and participation in the organization is a condition that permits their inclusion, beyond appearance and quotas .Besides the fact that work is an important area in people's lives today, to stop focusing solely on disability, enables this person to develop their personal and professional capacities, as mentioned several times by them.
There were no reports on the CIR program development which demonstrates that the same practices have been happening since its creation, which shows limited vision and little attention to organizational learning, confirming that rests on personal interaction and direct manager (Foster & Harris, 2005) the greatest burden for inclusion of diversity.
Some PwD felt discriminated, while others felt they were privileged by job stability. Others, who do not have disabilities, have argued that PwD can take advantage of this condition not to perform certain tasks. These particular identities (Jenkins, 2008) have posed difficulties to direct managers, burdened with organizational outcomes (Foster & Harris, 2005). They find themselves challenged to act on HR micromanagement (Boxall, Purcell & Wright, 2010).
In response to the guiding question of this investigation, it is observed that the effective inclusion of PwD in the workplace occurs in the context of HR micromanagent, the integrative role of the line manager (Foster & Harris, 2005) and through personal interaction or staff engagement to socialize with PwD, which is aligned with Thomas Jr´s perspective (2001) that diversity and inclusion of everyone, not just of the minority.  These ideas are also confirmed by Allport (1979) who points out familiarity as a resource to reduce prejudice and stereotypes.
The organizational paradox is that to deal with the pressure of compliance, the organization strives to maintain the PwD. It structures an inclusion program, but it is the personal interaction and HR micromanagement, especially the role played by the line manager as a creator of a space that values differences, development perspective and appreciation of people working as a team beyond their differences.
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