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Abstract

Gainful employment by individual hel psto satisfy economic and social demandsin any given
society. However, some factors may predict unemployment of many which makes individual
standsthe risk of economic stress. It should be noted that many factors that put individual at
risk of unemployment are coming out of negative attitudes of the society towards some
attributes that make individual at variance of the norms of the society. This may be ill-
conceived and concluded especially considering peoplewith disabilitiespotential s. Thisstudy
therefore, is on assessment of employers’ perceived employability, human relation and
productivity of peoplewith disabilities using exploratory research design. Multistage sampling
was employed using purposive and convenient methods to select establishments, firms,
organization and 150 participants. Theinstrumentsused for data collection were employability
scale (0.68), Productivity inventory (0.70), and Human relation scale (0.73). Two research
guestions were answered and one hypothesis tested. The finding revealed that people with
disabilities suffer employment difficulty because of negative perception of employers, people
with disabilities (PWDs) did not enjoy favourable human relations from employers and co-
employees without disabilities and there was joint contribution of employers’ perceived
employability and human relation on the perceived productivity of PWDs. It becomes
imperative that constant advocacy on the need for total inclusiveness of peoplewith disabilities
in all spheres of life should be the priority of both government and non-governmental
organisations.
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Introduction
Gainfully engaged inaproductivework isone of the most important aspects of life of aman after
undergoing somelevelsof training and educationfor alife of autonomy and economic independence.

However, not everybody that isqualified and ready to work isemployed dueto somefactorssuch
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ascompetition, natureof thework, health status and economic trendsin aparticular sociological

environmern.

Likeany other person without disability, individual with disability isamember of awork
society and aswell need employment for himto sati f'y economic and socid demandsfrom members
of hisfamily, himsalf and society. Employment hasbeenidentified asacritica needfor individuas
withdisabilities(Ju, 2012), giventhat itisan essentia component of thequality of adult life(Rogan,
etd., 2002). Both peoplewith and without disabilitiesif empl oyed have economic va ueand contribute
to economic development of their environment thereby | essen the problem of underemployment.
Thisisthereason why employmentsof theemployable citizensbecomecritical if thosewithinthe

threshol d of employment meet both education and skillsqualificationsat agiventimeand Stuation.

According to International Labour Organization (2015), thereare an estimated onebillion
personswith disabilitiesglobally, with about 80 per cent of them living inlow income countries. It
was estimated that out of theonebillion personswith disabilitiesworldwide, 800 million of themare
of working ageand unfortunately many of them are currently facing significant challengesof securing
jobthat commensuratewith their quaifications, skillsand abilitiesdueto anumber of factorsranging
from attitudinal, physical to informationa barriersthereby contravening theright of peoplewith
disabilitiestowork and employment (ILO, 2015). ThelLO moveto theinclusion of personswith
disabilitiesisgrounded in both assuring therights of personswith disabilitiesaswell asrecognizing
the economic benefits of inclus on which can then turn to economi c benefitsof nationsandtheworld

alarge.

However, progresstoward comprehensiveemployment indlusion of individud with disabilities
ishindered by numerousobstecles(Fantindli, et d., 2022). Among thesearethesubstantid differences

in perceptions of the employers and empl oyees without disabilities on the positive benefits of
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employing individua swith disabilities (IWDs). According to Ramachandra, et . (2017), someof
the barriersfaced by theempl oyeeswith disabilitiesincluded lack of physical accesstotheworksite
and withintheworksite, communication andinformation barriersand lack of training opportunities.
These become probl emati c because employers of |abour and most employeeswithout disabilities

do not count thosebarriersasproblemsthat could limit themobility and efficienciesof most employees
withdisabilitiesat their different workplaces. Thereissubtlediscrimination on certain benefitsthat
canimprove employment sustainability of individua swith disabilitieson thejob. Thisattitudewas
informed by social desirability biases (Kaye, et al., 2011; Wehman, et al., 2015). The issue of
discrimination and stigmati zation form the basisthat keep amgjority of disabled women, menand
childrenliving in poverty, dependence and socia excluson (ILO, 2015).

Another mgjor obstaclethat may affect peoplewith disabilitiesat work placeistheir perceived
human relation. Thisperception evolvesfrom erroneouslabeling that might increasethelevel of
discrimination and stigmatization. For instance, Brzykcy and Boehm (2022) investigated theimpact
of disability labelson relationship building at work among 845 employeeswith disabilitiesdrawn
from arepresentative German workforce dataset; it wasfound that labeling leadsto perceptions of
fewer opportunitiesfor relationship building. The accumul ated di scrimination and stigmatization
propel Self-stigmawith anegative consequencesfor decreased sel f-esteem and empowerment
(Livingston & Boyd, 2010) and poor interpersonal relations (King and Ahmad, 2010; King et al.,
2006). It should be noted that strong fedingsof attachment, intimacy and commitment areimportant
for organizational growth asthey contributeto feelings of belongingnessand rel atednessat work
which arebasic for human need and key motivationd factor for productivity and efficiency (Ryan &
Dexi, 2000). Postiveenvironment devoid of discriminationisrelevant for employeeswith disabilities,
asthisgroupisat risk of devel oping low quality interpersond rel ationshipsat work (Dwertmann &
Boehm, 2016).

Basically, the stigmaassociated with di sabilitiesisthe main obstacleto thehuman relaion and
empowerment process (Dervishi, 2013), if peoplewith disability arelessdiscriminated at work
place, lessprgudiced andisolated, they will date positively and function efficiently and job placement
of personswith disabilitieswill not bedifficult (Soresi, 2016) because studieshave confirmed that
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peoplewithdisabilitiescan also successfully performin organization running and socid relations
(Barba-Sanchez et d., 2021).

Furthermore, good working environment with harmoni ousrel ationshi p between employers
and empl oyees and among employers can yiel d better efficiency and high productivity devoid of
perceived negative view of someindividua sinability to measure up dueto some attributesthat
makethemto beabit different from othersin an organization. Some studi esdiscussed therd aionship
between diversity and performance of an organization (Fantindli, et d., 2022). Someemployers
believethat disabilitiesmay impedejob performanceand productivity which might be thereason
why they arevery reserved at employing peoplewith disabilities. However, Narayanan and Terris
(2020) argued that individual swith disabilitiesareavita part of any economy and animportant
sourceof talentsthat can influence productivity and efficiency if they are better managed. Thisisin
linewith Richard et d., (2004) who believed that better management of diversity at workplacecan
positivey influence organizationd effectiveness, performanceand productivity. Hence, organisations
canachievethisby integratingindividua with disabilitiesinto equa opportunity environment inwork
environment (Hoffman, 2013).

Neverthel ess, the stigma associated with disabilitiesisthe main obstacl e to the perceived
employers’ belief that productivity will be affected if PWDs are employed. However, data abound
that highlight how the exclusion of PWDsfrom the workforce has cost the soci ety the comparable
advantage of the productive potential of PWDs(Caderon-Milan et al., 2020). Itisinteresting to
notethat the worth of peoplewith disabilitiesisbeing appreciated in some communitiesassome
workers have reported enjoying working with peoplewith disabilities. Inasurvey of employerson
the employment of people with disabilities, conducted by the University of Massachusetts’ Center
for Socia Research and the Gallup organisation rated that work by peoplewith disabilitiesasvery
good, and they appreciated thetimeliness, good work, and eliorts of their coworkerswith disabilities,
and saw them aspart of theteam. On the part of customer service, it wasreported that the service
received from aperson with adisability were asgood as or better than the servicesthey received
from others (Interagency Committee on Disability Research, 2007).

Itisagainst the background of varioustreatment that literature have exemplified asregards
peoplewith disabilitiesin variousworkplacesand negative perception received invarioussociologica
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environment by PWDs motivated the investigation of the employers’ perceived employability,
human relationsand productivity of peoplewith disability at thework placein Lagos State, Nigeria

Research Questions

These questionswereanswered in thisstudy.

1.  How doemployersperceiveemployability of peoplewith disability?

2. Whatisthe employers’ perception of human relations of people with disabilities?
Hypothesis

Below hypothesiswastested at 0.05 level of significance.

1.  Employers’ perception of employability and human relations will not jointly affect productivity
of peoplewith disability.

M ethodology

Thisstudy employed exploratory research designinvestigating percel ved employability, humanrdation
and productivity of peoplewith disabilities by employersin Lagos State, Nigeria. The population
for the study consi sted employers of peoplewith disabilities. Multi-stage processwasemployedin
sampling process. Purpos ve sampling was used to select the organi sations and firmsthat empl oyed
PWDsand thereafter convenient sampling techniquewasused to select atotal of 150 participants
from thefirmsand organisationswhere parti ci pantswere employed. The participants sel ected were
ether thedirect superior to peoplewith disabilities or head of the organization who voluntarily wish
to participatein the study after consent form has been responded to. Theinstruments used for the
study were: employability scale adapted from salf-perceived empl oyability scale by Rothwell and
Arnold (2004), Productivity inventory adapted from productivity inventory by Goetzd , Ozminkowski
and Long (2003) and Human relation scd eadapted from Multidimensiond attitudesscaeby Findler,
Vilchinsky and Werner (2007). Thethreeinstrumentswere revalidated to remove cultural biases
yielding 0.68, 0.70 and 0.73 respectively using cronbach apha. Theinstrumentswereadministered

on the participants after the basi s of the research has been explained to them and their consents
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have granted. Theresearcherswaited to collect the compl eted instruments. One hypothesiswas
tested and two research questionswere answered. The datacoll ected was and ysed using Percentage
and Multipleregression.

Results
Tablel

Responses on Employability of PWDs

IN Statement (Employability of people with SA A D SD
disability) Freq % Freq % Freq % Fregq %

1 It costs more to employ workers with 45 30 6 43 25 17 15 10
disabilities.

5 People with disabilities are less 18 12 36 o 1 a7 o5 17
dependable.

3 People W|Fh disabilities are potential 35 23 48 3 53 35 14 9
liabilitiesin the work place.
Workers with disabilities become less

4 dedicated to their job. 2 1 25 17 68 45 55 37
Employers are willing to hire people with

° disabilities under certain conditions. 48 32 o7 4 22 15 13 o

6 Empl oye_rs prpwd_g thelr own training for 64 3 75 50 9 6 5 1
people with disabilities.
Many employers are willing to make

7 adjustments to meet the needs of people 12 8 18 12 7 51 43 29
with disabilities.

8 Hiring disabled people is not always part of 20 27 48 3 39 26 o5 17
long-term plan of employers.
Higher rate of absenteeism is associated

9 with the employability of a person with 5 3 8 5 88 59 49 33
disabilities.
Employers are concerned over occupational

10 health of people with disabilities. 43 2 9 ¥ 2N 19 19 13

Average 31 21 45 30 48 3R 26 17

Analysisfrom Table 1 showed that employers percel ved PWDs as dependabl e, dedicated to
workplace and are punctual to workplace. However, more employers opined that it cost moreto
employ PWDs, lay down extraconditionsfor hiring PWDs, shows concern over occupati onal
health of PWDsand they areliability to theworkplace. The outcome still reflected some biases
whentalk of employability of PWDs.
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Table?2

Responses on Human Relationsof PWDs

Statement (Human relations of SA A D SD
people with disability) Freq %  Freq % Freq
People with disabilities have been
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integration in the workplace.
There is always discomfort of others
over observable disabilities.

Average 22 51 34 43 30 20 13

Observationsfrom Table 2 show that empl oyers noticed that PWDsare being discriminated
againgt, stigmatized, display aggression, concerns about negative responsesfrom customers and
discomfort about observabl e disabilities at workplaces. Conversely, theresult showsthat PWDs
are not isolated, not considered as either “second class” citizens or object of charity.

Hypothesis 1: Employers perception of employability and human relation will not jointly affect
productivity of peoplewith disability.
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Table3

Model Summary

Model R R Square Adjusted R Square

1 425* .180 .169

a Predictors. (Constant), Human relations of peoplewith disability, Employability of peoplewith
disability.

Table 3 providesthesmplecorrelation R (0.425) and coefficient of determination R? (0.18) values.
TheR vaueasdenoted R indicatesthat moderatelevel of correlationwhilethe R? showsthe extent
towhichthetotd variationin productivity of peoplewith disability can beexplaned by theindependent
variables(i.e, Humanrdationsof peoplewith disability and Employability of peoplewith disability).

Table4
ANOVA Result
ANOVA®
Model Sum of Squares Df Mean Square F Sig.
1 Regresson 490.897 2 245.448 16.170 .000°
Resdud 2231.343 147 15.179
Total 2722.240 149

a. Dependent Variable: Productivity of peoplewith disability
b. Predictors: (Constant), Human rel ations of peoplewith disability, Employability of people
with disability

Table4 showsF cal culated val ue to determine the extent to which the overall regression
mode isagoodfit for thedata. Theindependent variables(Human reationsof peoplewith disability
and Employability of peoplewith disability) Satisticaly predict the dependent variable (productivity
of peoplewith disability) since F(2, 147) = 3.06, p < 0.05. Asaresult, the null hypothesiswas
rejected and the alternative hypothesiswas accepted. It was concluded that Human rel ations of
peoplewith disability and Employakility of peoplewith disability satisticaly predict the productivity
of peoplewith disability.
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Table5

Estimated M odel Coefficients

Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T Sig,
1 (Constant) 8.857 2.664 3.324 001
i:ip;::libm“ SRPSSREIREY 091 426 5.686 000
Human relations of people _ _ _ o
030 074 030 A00 690

with disability

a. Dependent Variable: Productivity of peoplewith disability

Anaysisfrom Table5 showsthegeneral form of theequation as

PHPWDs=8.857 + 0.518 EPWDs + 0.03 HRPWDs

Where PPWDsrepresents Perceived Productivity of peoplewith disabilities
PEWDsrepresent Perceived Employability of peoplewith disabilities

PHPWDsrepresent Human rel ations of peoplewith disabilities

Thisshowsthat adirect relationship exits between PPWDs (the dependent variable) and
each of theindependent variables, that is, PEWDs (0.518) and PHPWDs (0.03). Thismeansthat
anincreasein PPWDsisaccounted for by increasein each of theindependent variables. However,
andysisin Table9further showsthat only oneof thetwo independent variables, that is, Employability
of peoplewith disability (PPWDs) (t = 5.686; p < 0.05) wasfound to be statistically significant.

Discussion of Findings

Thefindingsreved ed that peoplewith disability though enjoy somemeasure appreciation at work
place, neverthel ess, the agelong perception that individua swith disabilitiesmay congtitute economic
burden when employed still stands out from various opinions gathered. For instance, the perceived
cost of hiring PWDs, notionthat they areliabilities, lack of will to hireindividualswith disabilities
considering certain conditions, inability to meet the needs empl oyeeswith disabilitiesand fear of
occupational health of these categories of empl oyees constitute the baneto the empl oyability of
peoplewith disabilitiesin Nigeria. From the notions of therespondents, it can beempiricaly argued
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that people with disabilities suffer employment difficulty contrary to the stated conditions by
International Labour Organisationthat at |east certain percent of employment opportunity bereserved
for peoplewith disabilitiesin any given environment. Thisfindingiscontrary to recommendation by
Internationa Labour Organisation that posited inthe promotion of equa opportunity and treatment
for personswith disabilitiesin the world of work (ILO, 2015). The attitudes demonstrated by
employersof labour asevident intheir different opinionsaccounted for thefinding by ILO (2015)
that around 800 million of peoplewith disabilitiesthat are of working age, significant numbers of
them face obstaclesto equal opportunitiesintheworld of work because of attitudinal, physica and
informationd barrierspermeeted by empl oyers perception of employment successof theseindividuds.
Thefindingsfurther reved ed that peoplewith disabilitiesmay not enjoy favourable human relaions
fromempl oyersand co-empl oyeeswithout disabilities. Thispositioniscoming out of different notions
generated by employersof [aboursinthisstudy. Some of these perceptionsare: peoplewith disabilities
arebeing discriminated at workplace, peoplewith disabilitiesare stigmati sed, peoplewith disabilities
are aggressive, concern about customers’ negative response about the presence of people with

disabilitiesa work placeand discomfort exhibited by other employeesand customersover observable
disabilities. All these notions affect freeinteraction between individualswith disabilitiesat work
place and thosewithout disabilities. Itisacommon response from anybody to complement negetive
responsewith equiva ent negativereaction. If theworkplaceisnot welcoming, thereistendency for
peoplewith disahilitiesto equaly devel op someunwel coming action which make peopleto percaive
employeeswith disabilitiesin abad light. Thefindingintable 2 corroboratesthe study by Brzykcy
and Boehm (2022) who investigated the impact of disability labelson relationship building at work
among 845 employeeswith disabilitiesdrawn from arepresentative German workforce data set;

found that labeling leads to perceptions of fewer opportunitiesfor relationship building. The
accumul ated discrimination and stigmatization propel self-stigmawith anegative consequencesfor
decreased self-esteem and empowerment (Livingston & Boyd, 2010) and poor interpersonal

relations (Kingand Ahmad, 2010; King et al., 2006).

Inaddition, the study found that theindependent vari ables (Percel ved employability and human
relation of PWDs) jointly predicted perceived productivity of PWDsby employersof labour. This
finding revealed thefact that the negative patent on individual with disabilitiesinfluencetheway
peoplethink about how productive they may be. This negative mindset may alsoinfluencetheway
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people with disabilities may perceive their confidence at workplace thereby affecting their
performance. Thiscorroboratesthe myriad of datathat highlight how the exclusion of PWDsfrom
theworkforce has cost the soci ety the comparabl e advantage of the productive potential of PWDs
(Cdderon-Milan et al., 2020). It should be noted that it servesthe economy of any nation agreat
disadvantage when someviableworkforce areleft unempl oyed despite their productive potentias
because of the erroneous notion emanating from the levelsof varianceinther physicd, intellectud,
socid and psychologica differencesfrom societa norms.

Therefore, it becomesimperativefor any nation that wantsto enhance and sustain economic
growth to harnessall productive workforces without resenting any group of people because of
varianceinphysical, psychologica, mentd, socid and ethnic coloration. Thisisbecause productivity
isenhanced by awork environment that isdevoid of segregation and labeling but with adequate
motivation that will bring the best out of every worker in the establishment.

Conclusion

This study investigated the employers’ perceived employability, human relation and productivity of
peoplewith disabilitiesin theworkplacein Lagos State using exploratory research design. The
resultsreveal ed that employers of labour believed that people with disabilities may constitute
economic burdenwith poor human rdation which may affect their productive potentid sat workplace.
Further tothis, theinferentia statisticsreveal ed joint contributions of the perceived employability
and human relation to productivity of PWDs. Thisemanated from agelong belief that PWDsare
infertileand less productive compared to their non-disabled counterparts.

Recommendations

Advocacy ontheneed for tota inclusivenessof peoplewith disabilitiesin al spheresof life should
thepriority of both government and non-governmental organisations. Seminars, conferencesand
oneon oneinteraction should be carried out on the potentia sabilities of peoplewith disabilitiesto
reorient employersof |abour, well-meaning individua sinthe community, sudents, parentsand the
society at large. Moreimportantly, [abour law that advocate for acertain percentage of employment
for peoplewith disabilitiesin any given country should activated and madefunctiond. Thiswill help
individualswith disabilitiesto seek redressin-casethereisinjusticein the process of securing
employment by PWDs.
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