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Preface
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atmaupamyena sarvatra samarn pashyati yo ’rjuna

sukharm va yadi va duhkham sa yogi paramo matah

Bhagavad Gita,* Chapter 6, Verse 32

*Bhagavad Gita is the best known and the most famous book of spiritual
knowledge belonging to ancient Indian scriptures.

Translation: “One who sees the true equality of all living beings and responds
to the joys and sorrows of others as if they were their own is considered the per-
fect and the highest.”

This timeless message on the “Equality of Vision” in the words of Lord
Krishna to his disciple Arjuna in Bhagavad Gita refers to the inner battle
between knowledge and ignorance, rigidity and transitoriness, discrimination
and equality — and is a perfect answer for the modern-age illusions and dilem-
mas about the notions of pluralism, inclusion, diversity, accessibility, tolerance,
acceptance, equality, altruism, and other issues.

Inclusion and accessibility, being a global challenge, has a tremendous scope
of research and is not yet a saturated field of study. Diversity alone is not
enough. It has to be accompanied by inclusive and accessible work practices and
culture in order to triumph. Today it is a well accepted fact that inclusive and
accessible practices make business sense and add both tangible and intangible
value to the bottom line.

The changing demographics at the workplace pose an important global chal-
lenge to the successful management of employee relations for HR managers, busi-
ness leaders, and management trainers and consultants. The inclusive growth and
development of humanity are at the heart of the 2030 Sustainable Development
Goals (SDGs) agenda adopted by the United Nations General Assembly in
September 2015. This ambitious agenda became a call to action for all stakeholders
for understanding the societal transformation needed to achieve inclusive growth.

Hence, being an avid academician and researcher and. above all, an HR
enthusiast, I started this research journey in 2015 to understand the role of the
corporate world in advancing inclusive and accessible workplace development
through progressive HR initiatives.

The intended empirical research was centred around the following research
issues:

e Investigating HR initiatives adopted for creating inclusive and accessible
workplaces
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e Understanding employee perception about inclusive practices adopted by
their employers

e The relevance of a Training Manual for guiding successful policy making and
implementation for workplace inclusion and accessibility

The research responses were collected and compiled in the Indian continent
neighboured by Sri Lanka, Nepal, Bangladesh, Pakistan, among others. The
research findings were obtained using the PLS-SEM analytical tool, which is a
modern and robust technique for research in management and the social sciences.

The research compiled in the form of this book has had immense global
appeal as the responses were collected from the well-known MNCs (multi-
national corporations with operations all over the world) across different sectors
in India, employing a diverse mix of people belonging to different cultures and
nationalities. The research further addresses the needs and gaps in HR-oriented
inclusive and accessible practices and proposes a Training Manual.

This book has the potential of being a one-of-a-kind work, supplemented
with a Training Manual: Framework on HR- enabled Inclusion and
Accessibility Training (An Overview) for guiding stakeholders such as academi-
cians, researchers, business leaders, consultants and trainers on the implementa-
tion of inclusion and accessibility—based HR initiatives highlighting areas of
progress and areas where more actions need to be taken to ensure that no one is
left behind.
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