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Understanding organizational culture, knowledge of employment rights, and
positive attitudes towards people with disabilities is crucial for creating
inclusive workplaces. This Malaysian study compared the perspectives of
employers, employees, and community members with disabilities using a
cross-sectional design and convenience sampling of 595 respondents. Data on
demographics, organizational culture, legislative knowledge, and attitudes
were collected via a validated survey and analyzed using descriptive statistics,
one-way analysis of variance (ANOVA), and multiple linear regression in
JAMOVI and SPSS, with a p-value<.05 indicating significance. The study
found a moderately supportive organizational culture for employing people
with disabilities, with the highest scores in supportive work environments and
inclusive culture. Employers and employees perceived greater top
management commitment and inclusivity than community members with
Down syndrome. Legislative knowledge and positive attitudes significantly
shaped perceptions of a supportive and inclusive workplace. Muslim
participants reported greater support and disability-accommodating human
resource (HR) practices than those of other religions. The findings underscore
the need for targeted training and awareness programs on disability rights to
enhance inclusivity among all stakeholders in Malaysia.
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1. INTRODUCTION

The context of the inclusion of people with disability is moving very fast globally. World Health
Organization (WHO) has underlined its acute importance for the development of society [1]. Thus, people with
disabilities (PWDs) are represented superficially in key policy-making processes, as shown by the Sustainable
Development Goals (SDGs), which make the whole world committed to inclusion [2]. More and more financial
resources are spent to safeguard the well-being of PWDs, as shown, for example, by initiatives such as those
from the International Labor Organization to foster independence through work [3]. For persons with
disabilities especially, a job is not just a source of income but one way of increasing one's self-sufficiency and
independence in light of sustainable development [4]. People with disabilities face many barriers to getting jobs,
especially those with Down syndrome, because of rampant misconceptions about their capabilities [5].
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In Malaysia, people with Down syndrome face unique challenges in finding employment. It has
been postulated that, despite the great potential of persons with Down syndrome to work, current
employment rates for this group of people remain rather low [6]. This disparity is often blamed on
employers' attitude, a lack of awareness about what individuals with Down syndrome can do, and a general
shortage of suitable educational and training programs [4], [7]. This further explains that the cultural and
social aspects add to the difficulties of getting the job [8], [9]. Thus, this study would help to understand the
specific issues of employability for persons with disabilities in Malaysia. This is a huge barrier in
employing people with Down syndrome, where little effective intervention has as yet taken place in either
inclusive practices or legislation within Malaysian workplaces [4], [10].

Several strategies have been suggested to address these issues, including extensive training
programmers and awareness initiatives targeting employers to create a more welcoming work environment
for people with Down syndrome. These efforts should emphasise educating employers about the abilities of
persons with Down syndrome and the advantages of inclusive recruitment practices [11]. Moreover, the
public and private sectors must work together to establish a supportive framework for employing disabled
individuals [12]. This research aims to investigate the current status of supportive work environments for
people with Down syndrome in Malaysia, evaluating the efficacy of existing policies and practices whilst
identifying areas that require improvement. By exploring these matters, the study seeks to contribute to the
wider discussion on disability inclusion and encourage sustainable job opportunities for individuals with
Down syndrome in Malaysia.

2. METHOD
2.1. Population and setting

A cross-sectional study was conducted among working adults aged 18 years and over in Malaysia
between March 2022 and April 2023. Malaysia is a developing country in Southeast Asia, with an estimated
population of 33.4 million in 2023 [13]. In February 2023, the number of employed persons was 18.19
million (67.4% of the total population). Among them, employees consistently comprise the largest group of
employed people, 75.7% [14].

2.2. Sample size and sampling procedure

Due to the lack of a readily available sampling frame, this study employed a convenience sampling
procedure. Although this method introduces potential biases, a deliberate effort was made to ensure greater
precision in the results by aiming to collect a minimum sample size of 200 individuals for each of the three
respondent categories: employers, employees (co-workers), and community members of PWDs. Participants
were recruited from all Malaysian states through various channels, including email and digital media
platforms such as Facebook, Instagram, and Twitter. To be eligible for participation, individuals had to be at
least 18 years old, hold Malaysian citizenship, and possess basic knowledge about disabilities, including
Down syndrome, ensuring they were legally adults, connected to the Malaysian context, and familiar with the
study’s subject matter. Exclusion criteria included unwillingness to participate, inability to understand
Bahasa Melayu, English, or Mandarin, lack of mental soundness, and having Down syndrome.

2.3. Data collection instrument and data collection procedure

We used a questionnaire to obtain demographic information about participants, including respondents'
groups, ages, genders, ethnicities, educational levels, marital statuses, and religions. The questionnaire on
organizational culture was adapted from a previous study [15]. The questionnaire on legislative knowledge of
employment rights and attitudes towards disability in the workplace was adapted from a previous study [16].
However, we slightly modified the language to fit the local context while maintaining the original content.
Before data collection, the questionnaire was sent to seven content experts (Researchers involved in the study
related to people with down syndrome (PDS)) and language experts (Malay and Chinese teachers who
understand their respective language and English language) for validation. We translated the questionnaire
forward and backward into Malay and Chinese to ensure the English terms were correctly understood and
translated. The questionnaire was then piloted on 50 working adults with various educational levels, and no
modifications were required. The self-administered questionnaire was distributed to different companies based
on the Malaysia business directory (www.businesslist.my), which covers a wide range of business categories.
We also sought and received help from the village headman to select community members.

2.4. Measures

The organizational factors were adapted from the questionnaire developed by Maini and Heera [15].
It consists of 27 items with four factors: top management commitment (8 items), inclusive culture (9 items),
supportive workplace (5 items), and disability-human resource management (HRM) fit (5 items). Responses
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were obtained on a 5-point Likert scale ranging from 1 (relevant to a small extent) to 5 (relevant to a very

great extent). A higher score indicates a good organizational culture. The operational definitions of

organizational culture and its subdomains are as follows:

i)  Organizational culture can be defined as the collective set of values, beliefs, attitudes, and behaviors that
characterize how an organization operates and interacts with its members, stakeholders, and external
environment, particularly in the inclusion of disability [17]. It encompasses the organization’s overarching
atmosphere, norms and practices, as reflected in the commitment of top management, inclusive culture,
supportive work environment, and HRM fit for disability. Operational definitions for the four domains of
organizational culture related to top management commitment, inclusive culture, supportive workplace,
and disability HRM fit, based on the provided statements, can be outlined as follows.

- Top management commitment: This domain refers to how senior leadership demonstrates awareness
and commitment to policies and practices concerning workers with disabilities, particularly those
with Down syndrome. It involves establishing formal procedures, policies, and active support for the
employment, promotion, and career advancement of individuals with disabilities. It also
encompasses written policies on non-discrimination, accommodation requests, and equal
opportunities for workers with disabilities.

- Inclusive culture: This domain pertains to the organizational culture's attitude and actions toward
workers with disabilities, including persons with Down syndrome. It reflects the organizations’
concern for the well-being and opinions of these individuals and their perceived value as workforce
members. It also includes the organizations’ belief in the benefits of employing individuals with
disabilities for its corporate image and its commitment to diversity and inclusivity in the workplace.

- Supportive workplace: This domain assesses the extent to which the organization provides practical
assistance, understanding, and forgiveness to workers with disabilities, including those with Down
syndrome. It involves the willingness to help, provide support, and accommodate people with
disabilities in their work environment. It also includes the organization’s openness to employing
individuals with disabilities and its general supportiveness toward all employees.

- Disability HRM-fit: This domain evaluates the organization’s effectiveness in managing human
resources related to disability inclusion, particularly for people with Down syndrome. It
encompasses the organization’s ability to recruit individuals with disabilities, match jobs with their
abilities, and provide timely and appropriate accommodations. It also involves handling
terminations, if necessary, fairly and respectfully. It also includes training to increase awareness and
sensitivity to disability among all employees.

ii) Knowledge of employment rights for persons with disabilities. The instrument was derived from the
questionnaire designed by Meager et al. [16] of the Institute for Employment Studies of the United
Kingdom to assess the awareness, knowledge, and exercise of employment rights. The 14-item
questionnaire comprises two parts: awareness of employment rights (10 items) and attitude towards
legislation (4 items). The metrics for each item are based on a 5-point Likert scale from strongly
disagree to strongly agree. A higher score indicates a higher knowledge of employment rights for
people with disabilities.

iii) Legislative knowledge of employment rights refers to individual awareness and understanding of the
legal rights and protections afforded to people with disabilities in the workplace. It includes knowing
specific laws, regulations, and policies that protect the rights of individuals with disabilities, including
their right to work, seek help or advice, obtain information, address work-related problems, and take
legal action if necessary. It also involves being informed about the relevant agencies or authorities
responsible for enforcing these laws and knowing how to report violations or seek help.

iv) Attitude towards disability in the workplace refers to individual beliefs, opinions, and perceptions
regarding employment rights and treatment of persons with disabilities in the workplace. It involves
attitudes towards inclusivity, non-discrimination, fairness, and equal opportunities for individuals with
disabilities. Positive attitudes include recognizing the importance of learning about the rights of persons
with disabilities, advocating for their employment, and ensuring fair treatment and opportunities for
training and promotion. Negative attitudes may include the belief that employers should be required to
employ a certain percentage of persons with disabilities or skepticism about the need to learn more
about disability rights at work.

2.5. Statistical analysis

Since the data was collected through an online survey, it was entered directly into Microsoft Excel
for the initial organization. Subsequently, data cleaning was performed to identify and address any
inconsistencies within the dataset. The missing values were then examined, and missing data imputation
techniques were employed using the built-in missing value modules in SPSS version 29.0. Descriptive
statistics were generated to summarize the data. This included calculating means and standard deviations
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(SD) for quantitative variables, while categorical variables were presented using frequencies and percentages.
A one-way analysis of variance (ANOVA) was performed to explore potential differences in mean scores for
organizational culture, knowledge of disability legislation, and workplace attitude toward people with
disabilities in the three respondent categories. Significant findings of ANOVA were further investigated
using post hoc comparisons with Bonferroni correction to determine the groups that differed. Finally,
multiple linear regression analyses were performed for each domain to examine the relationships between
sociodemographic characteristics and the various domains of organizational culture. JAMOVI version 2.3.28,
an open-source statistical software, did this part of the data analysis. A significance level of p<.05 was
adopted throughout the analysis to identify statistically significant relationships.

2.6. Ethical considerations

This study adhered to ethical principles throughout. The digital informed consent ensured that
participants were fully informed before participation. Data confidentiality was maintained, and anonymity
was guaranteed to protect participant privacy. Participants were also informed of their right to withdraw at
any time, and all data was protected with passwords to prevent unauthorized access.

3. RESULTS AND DISCUSSION
3.1. Characteristics of the respondents

Table 1 presents the demographic characteristics of 595 respondents in a study on employment for
individuals with Down syndrome in Malaysia. The sample had a mean age of 36.3 years (SD = 11.9) and was
predominantly female (59.8%). Respondents were categorized as employers (29.4%), employees (53.1%),
and members of the community of persons with disabilities (PWDs) (17.5%). The majority held permanent
employment (82.9%), were of Chinese ethnicity (72.3%), and had higher secondary education (58.2%). Most
respondents were single (52.4%) and Christian (57.0%). The nature of jobs was diverse, with the service
sector being the most common (44.0%), followed by official (28.7%) and manual jobs (27.2%).

3.2. Descriptive statistics

The study involving 595 participants revealed a moderate organizational culture that supports the
employment of people with disabilities (PWD), with an overall mean score of 53.93% (SD = 18.39%). Among the
various dimensions assessed, the 'Supportive Workplace' aspect was perceived most positively (M = 62.26%,
SD = 20.04%), indicating that participants generally feel their organizations provide a supportive environment for
PWD. This finding is consistent with previous research highlighting the importance of a supportive workplace in
enhancing job satisfaction and retention among employees with disabilities [18], [19]. The 'Inclusive Culture'
dimension also scored relatively high (M = 55.26%, SD = 19.57%), suggesting that participants recognize efforts
towards inclusivity within their organizations. However, the 'Top Management Commitment' score (M = 49.62%,
SD =20.76%) was slightly lower, indicating potential gaps in the visible and active support from top management.
This aligns with existing literature that emphasizes the critical role of top management in driving and sustaining
inclusive practices [20]. The 'Disability HRM-Fit' dimension had the lowest mean score (M = 41.78%,
SD = 18.45%), highlighting an area for significant improvement. Effective HRM practices tailored to the needs of
PWD are essential for their successful integration and career development within organizations [21]. The low score
in this dimension suggests that current HRM practices may not be adequately addressing the unique needs of
employees with disabilities. Participants demonstrated good legislative knowledge (M = 74.86%, SD = 14.57%),
which is crucial for ensuring compliance with legal requirements and fostering a culture of inclusivity.
Additionally, the positive attitudes towards the employment of PWD (M = 57.88%, SD = 17.69%) reflect a
generally favorable disposition among participants, which can reduce stigma and promote a more inclusive
workplace [22]. The study's subscales and overall measures demonstrated good to excellent internal reliability,
with Cronbach's alphas ranging from .768 to .959. This high reliability indicates that the measures used in the study
are consistent and dependable [23]. Furthermore, the moderate to strong correlations between individual items and
their respective scales (corrected item-total correlations ranging from .353 to .812) suggest strong item
discrimination, reinforcing the validity of the constructs being measured, as shown in Table 2 [24].

3.3. One-way ANOVA of the domains of organizational culture, knowledge, and attitude

Table 3 depicts the ANOVA findings, revealing significant differences between employers,
employees, and community stakeholders in various organizational cultures relevant to the employment of
people with disabilities (PWD). Notably, the community group demonstrated the highest perception of
support in a ‘Supportive Workplace’ (F (2, 594)=21.623, p<.001, 1?>=.068), followed by employers and
employees. This aligns with previous research indicating that community stakeholders often advocate more
strongly for inclusive practices and support systems for PWD [18], [19]. Furthermore, the community group
reported the highest level of knowledge in legislation (F(2, 594)=13.909, p<.001, n?>=.045), which is critical
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given the importance of legal frameworks in promoting workplace inclusivity [20]. This finding suggests that
community stakeholders might be more engaged with or informed about legal requirements and protections
for PWD, potentially influencing their advocacy efforts. The community group also exhibited the most
positive attitudes towards PWD (F (2, 594)=6.072, p=.002, n?=.020). Positive attitudes are essential for
fostering an inclusive workplace culture, as they can mitigate perceptual and attitudinal barriers that often
hinder the employment and integration of PWD [21], [22]. Although significant ANOVA results emerged for
‘Disability HRM-Fit’ (F (2, 594)=4.309, p=.014, n*=.014) and ‘Inclusive Culture’ (F (2, 594)=2.864, p=.059,
n?=.010), post-hoc comparisons with Bonferroni correction did not pinpoint the specific groups responsible
for these differences. This suggests that while there are variations in perceptions, the differences are not
strong enough to be attributed to specific groups conclusively. This finding underscores the complexity of
achieving a cohesive, inclusive culture within organizations [25]. Interestingly, no significant differences
were found in the perception of ‘Top Management Commitment’ (F (2, 594)=0.703, p>.05, n?>=.002). This
lack of significant difference might indicate a general consensus or uniformity in how top management
commitment is perceived across different groups, highlighting a potential area for organizational
improvement to ensure top management’s active and visible commitment to inclusivity [18], [19].

Table 1. Characteristics of the respondents (N = 595)

Characteristics N %/Mean (sd)
Age in years 36.3(11.9) years
Gender
Female 356 59.8
Male 239 40.2
Respondents
Employer 175 29.4
Employee 316 53.1
Community of PWDs 104 175
Employment status
Permanent 493 82.9
Temporary/part-time 86 14.5
Volunteer 16 2.7
Ethnicity
Malay 74 12.4
Chinese 430 72.3
fOthers (Iban, Bidayuh, and orang ulu) 91 15.3
Level of education
Primary education 33 55
Secondary education 142 239
Higher secondary 346 58.2
Graduate and above 74 12.4
Marital status
Single 312 52.4
Married 263 44.2
_rOthers (Separated, widowed or 20 34
divorced)
Religion
Islam 87 14.6
Christian 339 57.0
Buddhism 131 22.0
Others (free thinkers, and Hinduism) 38 6.4
Nature of the job
Official 171 28.7
Manual job 162 27.2
tService sector 262 44.0

T Service sector includes health, sale and marketing, art, and entertainment

Table 2. Descriptive statistics of the organizational culture to employ a person with disabilities (N = 595)

Domains # items Mean % Sd 95% ClI Cronbach alpha  Corrected item-
total correlation

Organizational culture

Top management commitment 8 49.62 20.8 48.0,51.3 911 .647-.758
Inclusive culture 9 55.26 19.6 53.7, 56.8 .890 .372-.809
Supportive workplace 5 62.26 20.0 60.7, 63.9 .822 442-735
Disability HRM-fit 5 41.78 18.5 40.3,43.3 919 .766-.811
Overall 27 53.93 18.4 52.5,55.4 .959 .353-.78
Legislative knowledge and attitudes

Legislative knowledge 10 57.88 17.7 56.5, 59.3 .947 .698-.812
Attitude 4 74.86 14.6 73.7,76.0 .768 .485-.693
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Table 3. One-way analysis of variance of domains of organizational culture, knowledge and attitude towards
the employment of a person with disabilities by category of respondents (N = 595)

Variables Employers (n=175) Employee (n =316) Employee (n=104) p-value  n?
Top management commitment 48.2 (22.6) 49.9 (21.4) 51.1(14.8) p>.05  .002
Inclusive culture 57.4 (20.0)* 55.2 (20.5) 51.7 (15.2)= p=.058 .010
Supportive Workplace 62.2 (19.5)* 58.7 (19.2)* 73.1(19.8)* p<.001 .068
Disability HRM fit 39.8 (18.8)* 41.4 (18.6)* 46.3 (16.9)* p=.014 .014
Knowledge of the legislation 71.7 (15.1)* 74.6 (14.0)* 81.0 (13.5)* p<.001 .045
Attitude 54.6 (19.6)* 58.3 (16.2) 62.1 (17.8)* p=.002  .020

The figure in parentheses indicates sample size; an asterisk sign indicates post hoc differences.

3.4. Factors associated with the domains of organizational culture: multiple linear regression analysis

The multiple linear regression analysis conducted in Table 4 aimed to identify predictors associated
with different domains of organizational culture, specifically focusing on the commitment of top
management, inclusive culture, supportive workplace, and HRM fit for disability. Several predictor variables
were included in the analysis, such as age, category of respondents, gender, ethnic group, level of education,
marital status, religion, legislative knowledge, and attitude.

The multiple linear regression model explained 26% of the variance in top management commitment
towards disability inclusion (R? = 0.26, adjusted R? = 0.239, F (16, 578)=12.7, p<.001). This finding
underscores the importance of various factors in shaping management's commitment to fostering an inclusive
workplace for people with disabilities (PWD). Significant predictors of top management commitment included
the category of employers (=.37, p<.001) and employees (p=.30, p<.001), who demonstrated higher perceived
commitment than members of the disability community. This suggests that those within the organizational
structure, such as employers and employees, may have a more favorable view of top management's commitment
compared to those from the disability community. This aligns with the literature indicating that internal
stakeholders often perceive organizational efforts more positively due to direct involvement and communication
[15]. Ethnic Chinese participants were negatively associated with perceived top management commitment
(B=-.33, p<.01). This may reflect cultural or systemic barriers that need to be addressed to ensure equitable
inclusion across diverse ethnic groups [26]. Additionally, higher secondary education (p=-.36, p<.01) and
graduate-level education (B=-.47, p<.01) were also negatively associated with commitment. This could indicate
that individuals with higher education levels may have higher expectations or more critical views of
management's efforts in disability inclusion [27]. Interestingly, attitudes towards PWD were positively
associated with higher secondary education (f=.41, p<.001), suggesting that education plays a role in shaping
positive perceptions and attitudes towards disability inclusion. This finding is consistent with research
highlighting the role of education in fostering inclusive attitudes and reducing stigma [18].

In terms of creating an inclusive culture, the regression model explained 22% of the variance (R?=0.221,
adjusted R>=0.200, F(16, 578)=10.3, p<.001). Employers (f=.75, p<.001) and employees (f=.51, p<.001)
perceived a significantly greater level of inclusivity than community members with disabilities. Legislative
knowledge (B=.16, p<.001) and attitudes towards PWD (=.32, p<.001) were positively associated with perceived
inclusive culture, reinforcing the importance of awareness and positive attitudes in promoting inclusivity [28].

For perceptions of a supportive workplace, the model explained 20.3% of the variance (R?=0.203,
adjusted R2=0.181, F(16, 578)=9.22, p<.001). Community members with disabilities perceived the workplace
to be significantly less supportive (p=-.42, p<.001), highlighting the need for more robust support structures.
Higher levels of education were also negatively associated with perceptions of support (f=-.32, p<.05),
which may reflect higher expectations or critical evaluations by more educated individuals [29]. Identifying
as Muslim was positively associated with a supportive workplace (B=.70, p<.001), suggesting that cultural or
religious values may influence perceptions of support [30].

Finally, the model explained 22.1% of the variance in HRM disability fit (R2=0.221, adjusted
R?=0.199, F(16, 578)=10.2, p<.001). Positive attitudes towards PWD (p=.36, p<.001) and legislative
knowledge were significant predictors of a stronger perceived HRM fit for disability. The perceived HRM fit
was higher among those identifying as Muslim (f=.65, p<.001), indicating that cultural or religious contexts
may play a role in shaping HRM practices [18].

Our analysis revealed that Malaysia has a moderately supportive organizational culture for
employing people with Down syndrome (PDS). Supportive workplaces and inclusive cultures were most
strongly perceived, where top management commitment and disability HRM fit were areas for improvement.
Stakeholder groups such as employers, employees, and community members with disabilities demonstrated
significantly different perspectives, highlighting the complexity of shaping disability-inclusive workplaces.
However, our study encountered some limitations. Using an online survey may limit the generalizability of
the results, as individuals without Internet access or familiarity with online platforms would be excluded. In
addition, the reliance on self-reported data introduces a potential response bias, where participants may
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provide socially desirable responses rather than entirely accurate perceptions. Furthermore, the cross-
sectional design prevents the establishment of causal relationships between variables. Finally, the sample
size, although substantial, was not obtained through random selection, which may further impact the
representativeness of the findings. Additionally, incorporating qualitative data collection would provide
richer information on the experiences of people with disabilities in different workplace settings.

Table 4. Factors associated with the domains of organizational culture: multiple linear regression analysis

Predictor Top management Inclusive culture Supportive workplace Disability HRM-Fit
commitment
B LL UL B LL UL B LL UL B LL UL

Intercept a 135 7.11 337 141
Age in years -0.01 -0.10  0.08 0.06 -0.04 0.15 0.05 -0.05 0.15 -0.02 -0.11  0.08
Respondents
Community - - - -
Employer 0.37*** 012 061 0.75*** 050 1.00 -0.17 -0.43  0.09 01.05 -0.20 0.31
Employee 0.30** 0.07 054 0.51*** 027 076 -0.42*** -0.66 -0.17 -0.04 -0.29 0.20
Gender

Female - - - -

Male 0.04 -0.10 0.19 0.06 -0.09 0.21 0.15 0.00 031 0.04 -0.11  0.18
Ethnic group
Malay -0.22 -0.74  0.30 -0.16 -0.70  0.38 -0.39 -0.93 0.16 -0.32 -0.85 0.22
Chinese -0.33**  -0.58 -0.08 -0.16 -0.42  0.09 -0.12 -0.38 0.13 -0.31 -0.56  -0.06
Others - - - -
Level of education
Primary - - - -
Secondary -0.31 -0.65 0.04 -0.21 -0.56 0.15 -0.24 -0.60 0.12 -0.05 -0.41 0.30
education
Higher secondary -0.36*  -0.71 -0.01 -0.33 -0.69 0.03 -0.38* -0.75  -0.02 -0.22 -0.58 0.14
Graduate and -0.47*  -0.86 -0.09 -0.33 -0.72  0.07 -0.34 -0.74  0.06 -0.19 -0.59 0.21
above
Marital status
Single 0.35 -0.09 0.78 0.37 -0.08 0.81 0.31 -0.14 0.76 0.50 0.06 0.95
Married 0.23 -0.18  0.64 0.12 -0.30 0.54 0.13 -0.30 0.55 0.20 -0.22  0.62
Others - - - -
Religion
Islam 0.48 -0.10 1.06 0.46 -0.14  1.05 0.70* 010 131 0.65* 0.05 125
Christian 0.07 -0.23  0.37 0.02 -0.28 0.33 0.17 -0.13  0.48 0.29 -0.02 0.59
Buddhism 0.03 -0.30 0.36 0.00 -0.33 0.33 0.14 -0.20 0.47 0.30 -0.04 0.63
Others - - - -
Legislative 0.07 -0.01 0.14 0.16*** 0.08 0.24 0.14%*** 0.06 0.22 0.02 -0.06 0.10
knowledge

Attitude towards 0.41*** 034 049 032*** 025 040 023*** 015 031 036*** 028 044
PDS
R?=0.260; Adj R?=0.239 R?=0.221; Adj R?=0.200 R?=0.203; Adj R?=0.181 R?=0.221; Adj R?=0.199
F(df,, df;)=12.7(16, 578);  F(df., df;)=10.3(16, 578);  F(df,, df;)=9.22(16, 578);  F(dfy, df,)=10.2(16, 578);
p<.001 p<.001 p<.001 p<.001

LL= Lower limit of 95% confidence interval; UL= Upper limit of 95% confidence interval; *p<.05; **p<.01; ***p<.001

4. CONCLUSION

In general, respondents were moderately positive, with the highest endorsement of a supportive
workplace. Stakeholders (employers, employees, community members) differed in their views. The
community group perceived the most supportive workplace and knew the most about relevant legislation.
They also expressed the most positive attitudes towards PDS in the workplace. However, employers and
employees perceived greater commitment and inclusion of top management. To cultivate a more inclusive
environment, targeted education initiatives, strengthened disability-focused HR practices, and visible
management support for disability inclusion were recommended.
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