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ABSTRACT 

 

Institutions of higher learning in South Africa were not designed with the need of persons with 

disabilities in mind. One example is that students with disabilities must utilise the same physical 

spaces, such as classrooms, that are not equipped for their specific needs. The learning and 

teaching spaces and methods designed for able-bodied students include, for example, lecture 

rooms, examination venues, libraries, and the medium of instruction. Persons with disabilities 

continue to struggle to get employment simply because of the barriers which still exists in the 

system. The perceptions of employers toward them, a lack of resources, and the lack of 

implementation of policies are some of the barriers persons with disabilities encounter in their 

daily lives. This quantitative study was anchored in a positivist approach. In this study, the 

researcher used a questionnaire to investigate an implementation framework on the 

employment of persons with disabilities at South African institutions of higher learning. The 

current framework has the same selection, interview, and placement system for all employees, 

including persons with disabilities. No provision is made for persons with disabilities.   

Awareness campaigns regarding persons with disabilities could change the perceptions of 

employers and colleagues. It could ensure that those who are tasked with the responsibilities 

of hiring and placing employees understand that persons with disabilities are capable of doing 

the same task as other employees. The institutions will benefit from the study as it provides a 

greater understanding that having policies alone is not enough. The implementation of such 

policies speaks volumes, and it can change the lives of persons with disabilities. 

 

 Keywords: Institutions of higher learning, persons with disabilities, employment framework, 

policies, awareness. 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND OF THE STUDY  

 

1.1  INTRODUCTION AND BACKGROUND  

This study evolved from the personal experience of the researcher as an employee at an 

�L�Q�V�W�L�W�X�W�H�� �R�I�� �K�L�J�K�H�U�� �H�G�X�F�D�W�L�R�Q���� �7�K�H�� �U�H�V�H�D�U�F�K�H�U�¶�V�� �L�Q�W�H�U�H�V�W��in persons with disabilities started 

around 2012, with the initiation of a computer literacy programme for blind and sight-

impaired individuals within the institution. This study is a continuation of the research 

�F�R�Q�G�X�F�W�H�G���I�R�U���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���P�D�V�W�H�U�¶�V���L�Q���E�X�V�L�Q�H�V�V���D�G�P�L�Q�L�V�W�U�D�W�L�R�Q qualification, focussing 

on the barriers affecting access to higher education at a university of technology by students 

with hearing impairments. Students with hearing impairments or other disabilities expect to 

find suitable employment after completing their tertiary qualifications. Employment will 

allow them to become financially independent in their communities. On the other hand, 

without employment, persons with disabilities are dependent on a state grant, which is not 

sufficient to meet their needs.  

 

As a young democracy, South Africa still faces numerous challenges regarding persons with 

disabilities such as the abuse of human rights, inequality, and discrimination. Many persons 

with disabilities still find themselves disadvantaged in different ways, including necessary 

resources, education, and employment. Institutions of higher learning are responsible for 

ensuring that employment is for all, irrespective of background, race, gender, or religion. 

These institutions are also responsible for ensuring that employees are ready to accept 

change and to cater for the employment interests of persons with disabilities. 
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The purpose of this study was to investigate challenges that prevent persons with disabilities 

to obtain employment, specifically within the ambit of higher education. These challenges 

include attitudes, perceptions of administrative staff and management, as well as policies 

and the implementation of such policies. Since this study focused on barriers to employment 

of persons with disabilities, the emphasis was on employment or human resource policies, 

which generally fail to address these barriers.   

 

Many persons with disabilities continue to be disadvantaged in several ways such as a lack 

of access to resources, education, or work opportunities. The WPRPD compiled by the 

Government Communication and Information System (GCIS) (South Africa, 2015e:17) 

defined disability as any limitation or barrier that prevents equal and full participation, be it 

internal or external. The Employment Equity Act of South Africa (EEA) further identified 

persons with disabilities as people who have a long-term or recurring physical condition, 

such as sensory or mental impairments, which substantially limits their prospect of entering 

or advancing in employment (South Africa, 1996). The World Bank Report (2022) identified 

the global prevalence of persons with disabilities to be one billion people or 15%. The report 

further indicated that these individuals are more likely to experience challenges regarding 

poor health, poverty, and a lack of education and employment.  

 

The latest available statistics for South Africa identified the national disability incidence at 

15.7%, which is further stratified into 17.8% females and 13.4% males (Statistics South 

Africa, 2022). Statistics SA (2022) indicated that accessing education and placement 

opportunities by people with severe disabilities seems to be a challenge. According to Maja, 

Mann, Sing, Steyn and Naidoo (2008:28), persons with disabilities continue to be restricted in 
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terms of employment based on their condition and the type of work. According to Bell, Carl, 

and Swart (2016:1), since 1994, the new democratic South Africa has been in the process of 

introducing social, political, economic, and educational transformation aimed at developing 

an equal and healthy society.  

 

The community survey conducted in 2022 showed that the black African population in South 

Africa has the highest number of people living with disabilities. It also found that this 

population group had a lower socio-economic status than the white or Asian groups and 

23.8% were from a poor household, which is higher than the other groups (Stats SA, 2022). 

Equality, as stated by the Constitution of the Republic of South Africa (1996b), means full 

and equal enjoyment of all rights and freedom by all citizens. It advocates the realisation of 

equality through policies, laws, and initiatives aimed at safeguarding or advancing certain 

groups of people, such as those with disabilities. Bean-Mellinger (2019) suggested that 

people with disabilities are disadvantaged worldwide and their conditions impact their 

financial and employment status. They are often not taken into considerations when 

decisions are made on strategic levels such as education, design of public places, and 

employment (Bean-Mellinger, 2019).  

 

The rights of people with disabilities remain neglected due to the lack of representation in 

the decision-making circles of society. Disabilities may be cognitive, visual, auditory, and 

�S�K�\�V�L�F�D�O�����D�O�O���R�I���Z�K�L�F�K���G�U�D�P�D�W�L�F�D�O�O�\���L�Q�I�O�X�H�Q�F�H���W�K�H���L�Q�F�X�P�E�H�Q�W�¶�V���O�L�I�H�����7�K�H���G�L�V�D�E�L�O�L�W�\���L�V���I�X�U�W�K�H�U��

classified into various categories based on severity (Disabled World Organisation, 2019). 

The employment of persons with disabilities are still below the prescribed quota as set by 

the Department of Employment and Labour (DEL). This study reviewed the employment 
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policies and implementation of such policies regarding persons with disabilities at two 

institutions of higher education, namely the Tshwane University of Technology (TUT) and 

the University of Venda (UNIVEN). This study will confirm whether the two institutions 

under study comply with the quota set on the employment of persons with disabilities. 

 

1.2    THE RATIONALE F OR THE STUDY 

The rationale for this study is the potential contribution to the body of knowledge in the field 

of human resource management in terms of disability employment. It also aims to close 

existing policy gaps in the literature regarding the employment of persons with disabilities. 

According to Mayat and Amosun (2011:53), employees�¶ perceived attitudes toward 

individuals with disabilities, as well as their knowledge and awareness of disability issues, 

may negatively impact persons with disabilities.  

 

Literature on the legislative and policy framework, inclusive employment, and staff 

perceptions and attitudes toward the employment of persons with disabilities have been 

studied independently. Persons with disabilities encounter difficulties with inclusion and 

integration in the workplace, in addition to the structural, societal, and policy barriers that 

still exist. These difficulties and barriers are recognised as having a direct influence on the 

extent to which persons with disabilities are able to engage in employment (Graham, Inge, 

Wehman, Seward & Bogenschutz, 2018). Hiring persons with disabilities necessitates a 

general shift in culture, perception, and attitude, yet many academics have overlooked this 

reality in their mostly theoretical viewpoint. Without leaders taking the initiative to make 

sure that those in charge of hiring persons with disabilities are held accountable, policies by 

themselves will not have any effect.  
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Bam and Ronnie (2020) contended that despite advancements in labour laws in South Africa 

after the country's democratic transition in 1994, the legislative framework has not been 

effective in addressing the meaningful employment of persons with disabilities. Many 

governments throughout the world have long been concerned about the increasing gap in 

labour force participation between people with and without disabilities. Many of these 

governments developed policies to narrow the gaps, but implementation has been 

inconsistent, resulting in disconnected policies and varied levels of accessibility, 

responsiveness, and affordability (Khayatzadeh-Mahani, Wittervrongel, Nicholas & 

Zwicker, 2020). According to Morwane, Dada, and Bornman (2021), developing laws and 

implementing policies and guidelines to encourage the participation of people with 

disabilities in the labour market remains a challenge. 

 

This study could make a significant contribution by introducing a framework that could alter 

organisational culture and be integrated into the institution's plan in addition to providing 

access to jobs. Researchers ought to help investigate better strategies for enhancing the rights 

of people with disabilities who need employment. The author of this study believes that one 

of the first steps that higher education institutions must take to provide access for people 

with disabilities is to develop policies that address their requirements. 

 

1.3  RESEARCH PROBLEM  

According to Statistics South Africa 2022, 15.7% of the South African population are 

persons with disabilities. In the past, these individuals have been marginalised by society. 

They faced discrimination in vital domains like public services, housing, and employment. 

Although South African democracy has extended well into the new millennium, persons 
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with disabilities are still facing discriminatory employment practices (Mitra, 2008:480). In 

line with these statistics, the employment of persons with disabilities at the two institutions 

of higher learning targeted in this study, remains low.  

 

While great emphasis has been placed on race and, to a lesser extent, gender, relatively little 

investigation has been conducted on the employment inclusion of individuals with 

disabilities in South Africa (Matshedisho, 2007). By concentrating on the unique 

experiences of people with a variety of disabilities, human resource professionals and 

employees can gain valuable insights. This might help to remove some of the barriers that 

persons with disabilities face, which will benefit human resource professionals, employers, 

persons with disabilities, and the state. 

 

The National Development Plan (NDP) 2030, (2012) further stated that since there is not a 

single strategy that works for everyone, disabilities must be included into every aspect of 

planning. Persons with disabilities must have enhanced access to quality education and 

employment. Ensuring equal access to appropriate and accessible skill development 

programmes, as well as productive and profitable work opportunities, must become a 

priority (NDP, 2012). Discrimination based on disability has received less attention than 

discrimination based on race, religion, or gender, especially regarding employment. In the 

South African labour market, the major issues that most employees encounter continue to 

be inequality, discrimination, and transition (Marumoagae, 2012). 

 

Persons with disabilities compete with their able-bodied counterparts who are often more 

educated and experienced���� �W�K�X�V�� �L�Q�F�U�H�D�V�L�Q�J�� �H�P�S�O�R�\�H�U�V�¶�� �S�U�H�G�L�V�S�R�V�L�W�L�R�Q�� �W�R�Z�D�U�G�V�� �W�K�H�P����





 
 

8   

Figure 1.1  illustrates that the representation of employees with disabilities remained low, at 

approximately 1%, at the professionally qualified level from 2020 to 2022 (South Africa, 

2023a).  

 

 

 

 

 

 

 

Figure 1.1 Professionally qualified at public universities 2020 to 2022 

Source: CEE Annual Report 2022-2023 

 

Figure 1.2 shows that the representation of employees with disabilities at the top 

management level decreased by 0.8% from 2020 to 2022 (South Africa, 2023a). 

 

 

 

 

 

 

 

Figure 1.2 Top management at public universities 2020 to 2022 

Source: CEE Annual Report 2022-2023 
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On the other hand, the representation of employees with disabilities increased slightly from 

2020 to 2022 at the Senior Management level, as shown in Figure 1.3  (South Africa, 2023a).  

 

 

 

 

 

 

 

 

Figure 1.3 Senior management at public universities 2020 to 2022 

Source: CEE Annual Report 2022-2023 

 

1.4  THEORETICAL FRAMEWORK  

The theoretical framework forms a basis for new research on a specific topic. It provides the 

reader with a motivation for the study as well as background information supporting the 

investigation. It includes the variables and relations between variables that will be analysed 

(Breakwell, Hammon, Fife-Schaw & Smith, 2007).  

 

According to the Natural Resource Governance Institute (2015), legal frameworks are a 

collection of papers that include the constitution, legislation, rules, and contracts. A legal 

hierarchy is the way these papers relate to one another, with one having more force than the 

other. Legislation is a legally enforceable collection of regulations that control the vision 
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expressed in a policy (NRGI, 2015). In this study, the terms �µlegal framework�¶ and �µpolicy 

framework�¶ will be used interchangeably. 

 

Policies and legal frameworks are excellent resources for information about hiring persons 

with disabilities. Therefore, the likelihood of people with impairments finding employment 

is threatened by non-implementation. The South African legal framework on employment 

of persons with disabilities includes; the Constitution of the Republic of South Africa, the 

EEA, the Code of Good Practice on the Employment of People with Disabilities, the 

Technical Assistance Guideline, the Integrated National Disability Strategy (INDS), the 

Disability Policy, the National Disability Rights Policy, the WPRPD, the Labour Relation 

Act, the Policy on Reasonable Accommodation and Assistive Devices for Employees with 

Disabilities in the Public Sector, and Promoting The Right To Work of Persons with 

Disabilities: Monitoring Framework. These frameworks will be discussed in detail in 

Chapter Two. This study's theoretical foundations are ideas or conceptions of dependent and 

independent variables in the workplace and institutional settings for persons with 

disabilities. The legal framework encompasses the national legislation regarding equal 

employment opportunities for all. 

 

Although the policy frameworks were developed with persons with disabilities in mind, little 

change has been noted in the lives of these persons. The perceptions and attitudes of 

employers and other employees still hinder the implementation of the legislative 

frameworks. The lack of implementation of policies, monitoring, and evaluation within 

institutions also contribute to higher unemployment among persons with disabilities. When 

there is a negative perception by human resource practitioners or line managers on 
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practices, and institutions should ensure that these standards are met.  The human resources 

policies should be aligned with the objectives of the institution regarding employment. 

Recruitment policies, as well as selection and placement procedures should comply with the 

national legislative framework. The attitudes and perceptions of administrative staff in 

charge of recruiting and selecting persons with disabilities will also have an impact on 

compliance. 

 

A theory of analogy must explain how an analogy�¶s meaning is derived from the meanings 

of its fundamental elements. The interpretation theories are described as implicit rules aimed 

at mapping information about a base domain into a target domain in the structure-mapping 

theory (Gentner, 1983:155). The theory has two key features:  

�x The guidelines are based solely on the syntactic properties of the information 

representation, rather than the domains' specific content. 

�x The theoretical framework permits analogies to be distinguished clearly from exact 

similarity statements, abstraction applications, and other types of comparisons.  

 

Two mapping concepts are described in this theory. Firstly, the relation among objects rather 

than the quality of the objects is mapped from base to target. Secondly, systematicity, as 

well-defined by the existence of higher-order relations, determines which relations are 

mapped (Gentner, 1983:155). The impact of external and internal factors on the 

development of an �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �H�P�S�O�R�\�P�H�Q�W�� �S�R�O�L�F�\�� �L�V�� �R�Q�O�\�� �Y�D�J�X�H�O�\�� �P�H�Q�W�L�R�Q�H�G�� �L�Q��

theoretical approaches to strategic human resource management (Grencikova & Spankova, 

2016). It is, however, critical to be aware of anything that may affect the employment of 

individuals in an ever-changing working environment.  
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The concept of human resource management underpins approaches to developing 

employment policies. Due to the uniqueness of each organisation, there is no universally 

applicable employment policy. Therefore, an integrated management mode should support 

a consistent employment strategy. Employment policies should be in line with the 

�R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �H�F�R�Q�R�P�L�F�� �R�E�M�H�F�W�L�Y�H�V�� �D�Q�G��ensure a balance between economic and social 

goals. The objective of human resource management should then be to achieve the 

�R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���J�R�D�O�V���Z�K�L�O�H���P�H�H�W�L�Q�J���W�K�H���H�P�S�O�R�\�H�H�V�¶���Q�H�H�G�V���� 

 

1.4.2   Human resource policy versus employment policy  

While a Human Resource Management (HRM) policy may reflect best practice, the quality 

of implementation may be poor if line managers fail to understand the value of the practice 

or are not resourced to implement it effectively. This may lead to a resistance to the 

implementation of these policies. Human resource policies are governed by labour laws and 

give specific rules and procedures for the handling of matters in the workplace, such as 

employee�V�¶ rights and tasks. Employers must follow HR policies to avoid noncompliance 

and government penalties (Gowsalya & Soundary, 2017). Effective HRM policies might 

govern the attitudes of employees to identify with managerially inspired discourses, 

changing them from mere employees to partners who are loyal to the values and norms of 

the organisation (Gill, 2018). 

 

Organisations should develop employment policies to adhere to the law and to ensure a 

positive working environment. These policies enhances the work culture by ensuring 

acceptable working conditions and setting a standard of the expected behaviour and conduct 
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by employees  (SA Law, 2022). Employment policies also guarantee that organisations 

adhere to the various forms of employee rules and regulations.  

 

Welman, Kruger and Mitchell (2005:78) illustrated that the hypothesis articulates the effect 

that the independent variable is anticipated to have on the dependent variable. It is this effect 

that the researcher set out to measure in the research. The researcher also measured the level 

to which the intervention (independent variable) has improved or affected the units of 

analysis (dependent variable). The dependent variables in this study regarding the success 

or failure of employing persons with disabilities include recruitment and planning, sourcing, 

advertising, evaluating and interviewing, and selection and offer, as well as onboarding for 

success. The independent variable is the employment policy. This implies that the dependent 

variables will not be successful until they are completely related to the independent variable, 

which is �H�D�F�K���L�Q�V�W�L�W�X�W�L�R�Q�¶�V���H�P�S�O�R�\�P�H�Q�W���S�R�O�L�F�\���� 

 

Employment policies vary among organisations and that dictates how the employment 

processes will be conducted. Some employment policies might not be covering inclusive 

employment at length, especially regarding persons with disabilities. Figure 1.5 presents the 

standard framework used by most employers as part of their employment processes. This 

framework, however, failed to assist with the employment of persons with disabilities. 

Although it is an unsuccessful framework, it has been highlighted to show the deficiencies 

by employers that utilise this framework.  
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1.5.2   Hypotheses  

The hypotheses of the study are in the null (H0) or alternative hypothesis (H1) formative 

below: 

H1(0) The two institutions of higher education (UNIVEN and TUT) do not implement the                          

national South African employment policy according to the policy guidelines. 

H2(0) The two institutions of higher education (UNIVEN and TUT) do not comply with 

the legislative quota of disabled persons at their respective institutions.  

H3(0)  The attitude of the support staff at the two institutions of higher education are not 

proactively accepting the employment of disabled persons. 

H4(0)  The two institutions of higher education do not comply with the physical 

infrastructure requirements to allow the efficient physical mobility of disabled 

persons on their premises. 

 

1.6  RESEARCH METHODOLOGY   

This study presents an overview of existing research in the field of disability and 

employment. It endeavours to fill the research gaps in this area of study. To provide a broad 

overview of the examined subjects, it assessed the status, trends, and prospective future 

study areas in the field of disability and employment. 

 

The study adopted a quantitative research approach with statistical analyses of the 

percentage of people with disabilities employed at the respective institutions. Creswell 

(2014:53) defined quantitative research as the relationships between dependent and 

independent variables that are connected to make a proposition or hypothesis. According to 

Saunders, Lewis and Thornhill (2016:165), a quantitative research method is a data 
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collection technique or data analysis procedure using numerical data such as graphs or 

statistics. The study used an explanatory survey research design. This quantitative study is 

anchored in the positivist philosophical paradigm.  

 

Research conducted under the positivism approach maintains objectivity and is independent 

of the researcher (Garg, 2016:66). The respondents present their opinions or facts without 

the influence of the researcher. Descriptive research was further undertaken in this study as 

the researcher wished to assess the attitudes and the opinions of support staff on the 

employment of persons with disabilities within their institutions.  

 

A quantitative study including all the support personnel working in various divisions of the 

two institutions under study was conducted. The research study aimed to investigate the 

attitudes, experience, knowledge, and perceptions of support personnel, including managers 

who are involved in the recruitment, hiring, and placement of staff, to determine whether 

practical steps are being taken for the implementation of the policy. The support personnels�¶ 

experience and knowledge in dealing with the employment of persons with disabilities were 

also assessed. Most previous studies in this context were done using a mixed methodological 

approach. It is expected that a distinct contribution will be made by the quantitative 

methodological research approach as utilised in this study.  

 

1.7  CONTRIBUTION  TO THEORY  

There is no previous theory that fosters a comprehensive employment policy framework, 

which includes strategies, and culture for the employment of persons with disabilities. 

Jurado-Caraballo, Quintana-Garcia and Rodriguesz-Fernandez (2020:1) identified three 
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factors that contribute to the theory. Firstly, it advances the understanding of how disabilities 

affect the workplace, thus creating new avenues for research. Secondly it gives conceptual, 

theoretical, and methodological recommendations for further study. Thirdly, it has real-

world applications for inclusive policies and activities that human resource professionals 

may utilise to encourage the engagement of workers with disabilities, enhancing their 

employment opportunities.  

 

Despite the development of diverse theories in the hope of changing the work situation for 

persons with disabilities, evidence from the labour market suggests that there has not been 

much progress. In South Africa, the employment rate for this demographic is still relatively 

low. A new culture can be created by the implementation of a strategy that will change 

disability from a sensitive issue to a matter that must be discussed in every workplace during 

the organising, planning, and designing stages of employment. The suggested framework 

and theoretical constructs that emerge from participants' contextualised experiences would 

contribute unique knowledge to scholarly research, particularly in the South African setting. 

 

1.8  SCOPE OF THE STUDY 

There are 26 public universities in South Africa but only two universities were selected as 

part of this study. Out of 26 universities, five were approached to undertake the study, but 

only three answered positively. The two universities selected for the study were TUT and 

UNIVEN. The third university attached criteria to the study that could affect the accepted 

proposal at the host university and was, therefore, excluded from the study.  
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TUT is one of the biggest residential universities in the country located in four provinces: 

Mpumalanga, Limpopo, Gauteng, and North West. UNIVEN is a comprehensive university 

offering both traditional and university of technology qualifications. There are only a few 

institutions in the country that have this status. These two institutions cater for the previously 

disadvantaged students, including persons with disabilities. The scope of this study is limited 

to these two institutions of higher education and the research is based on information 

gathered from the university support workers, with no past data included in the study. The 

investigation focuses on the institution�¶s implementation structure for employing persons 

with disabilities.  

 

1.9  FLOW OF THE THESIS  

The thesis consists of seven chapters as follows: 

�x Chapter One describes the background, rationale, problem statement, research 

questions, aims and objectives, and theoretical framework of the study. 

�x Chapter Two discusses the literature and policy framework available studies 

conducted on the employment of persons with disabilities. 

�x Chapter Three focuses on the research process in detail in terms of the paradigm, 

research area, research design and method, population and sample, measuring 

instruments, reliability, validity and ethical considerations used in the study. 

�x Chapter Four presents the study findings based on the data collected in the study.  

�x Chapter Five draws a comparison with the literature.   

�x Chapter Six discusses the findings and provides conclusions, recommendations, and 

the benefits and limitations of the study, as well as future research possibilities. 
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1.10  SUMMARY OF THE CHAPTER  

This chapter covered the introduction and overview of the study. According to Stats SA, 

15.7% of the South African population are people with disabilities. The chapter highlighted 

that South Africa, as a young democracy, still faces several challenges regarding the 

employment of persons with disabilities, such as inequality and unfair discrimination. Many 

persons with disabilities still find themselves disadvantaged in different ways. The rights of 

these people remain neglected due to the lack of representation in the decision-making 

circles in society. The NDP indicated that there is not a single strategy that works for 

everyone, therefore, disability must be included into every aspect of planning (NDP, 2012). 

People with disabilities must have enhanced access to quality education and employment.  

 

The focus of this research is on two South African institutions of higher education with 

campuses in different provinces namely TUT and UNIVEN. It contributes to the body of 

knowledge in the field of human resource management regarding disability employment. It 

also aims to close existing gaps in the literature.  

 

There is no previous theory that fosters a comprehensive employment policy framework, 

which includes strategies and culture for the employment of persons with disabilities. The 

national legislation and frameworks are the foundation for the employment of persons with 

disabilities. In Chapter Two, the relevant literature and studies conducted on legislative 

framework, policies, and the implementation framework of the employment of persons with 

disabilities were reviewed. 
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CHAPTER TWO  

LITERATURE  REVIEW  

 

2.1  INTRODUCTION  

A literature review is a crucial part of the scientific research process. Creswell (2015) 

pointed out that examining the literature helps to frame new research within a specific 

theoretical approach. It is critical to establish a relevant body of knowledge for the research 

problem or study. The literature review further summarises existing findings in the field of 

study. 

 

This chapter commences by discussing the definition of disability and the classification of 

each disability. The chapter then continues to discuss previous studies conducted on the 

implementation framework for the employment of persons with disabilities at universities 

in South Africa. Finally, it discusses the legal frameworks and policies for the employment 

of persons with disabilities at universities in South Africa.   

 

2.2  DEFINITION OF DISABILITY  

According to the South African Human Rights Commission (2018), no single definition of 

disability has attained worldwide consensus because it is a developing concept. There are a 

few conceptual models, however, that serve as a measurement. Although no single model 

can account for all the aspects of disability, various models can offer insightful perspectives 

in various contexts. The Americans with Disability Act (ADA) defines a person with a 

disability as having a physical or mental impairment that significantly limits one or more 

major living activities, having a history or record of such an impairment, or being viewed 
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by others as having such an impairment (Americans with Disability Act, 2020). An 

�L�Q�G�L�Y�L�G�X�D�O�¶�V talents may be limited by a disability in several ways (Mitra, 2008). This might 

be based on the type of impairment as well as other personal traits, the availability of 

resources, and the surroundings. The range of practical opportunities may further be limited 

by severe mental or physical incapacity (Mitra, 2008). According to the South African White 

Paper on the Rights of Persons with Disabilities (WPRPD), it is challenging to explain 

disability accurately and realistically, while incorporating the experiences of persons with 

disabilities without prejudice (South Africa, 2015e). The term is both complex and ever 

evolving and its definition must reflect this reality. Therefore, the definitions of disability 

have changed over time and should echo a more progressive and inclusive perspective.  

 

The definition of disability must contain the presence of impairments, which include internal 

and external limits or obstacles that hinder the full and equal participation of a person. The 

focus is on the disabilities and lack or loss of access to opportunities because of 

environmental barriers or negative attitudes and perceptions of society (South Africa, 

2015e). Disability can be permanent, temporary, and episodic. The Employment Equity Act, 

1998 of South Africa defines persons �Z�L�W�K�� �G�L�V�D�E�L�O�L�W�L�H�V�� �D�V���� �³�S�H�R�S�O�H�� �Z�K�R�� �K�D�Y�H�� �D�� �O�R�Q�J-term 

recurring physical or mental impairment, which substantially limits their prospects of entry 

�L�Q�W�R�����R�U���D�G�Y�D�Q�F�H�P�H�Q�W���L�Q�����H�P�S�O�R�\�P�H�Q�W�´����South Africa, 1998). 

 

2.3  THE CLASSIFICATION OF DISABILITY  

People may suffer from different disabilities, such as visual impairment, auditory 

impairment, mental health conditions, intellectual disabilities, brain damage, autism 

spectrum disorders, physical disabilities, and progressive chronic conditions (South African 
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Human Rights Commission (SAHRC), 2015). These classified disability conditions are 

defined by the South African Human Rights Commission as follows:  

�x Vision or visual impairment 

Blind or partially sighted people are considered to have a vision impairment (SAHRC, 

2015). It is challenging for blind people to get the treatment and support they need to deal 

with this common condition. Doctors, families, friends, and employers frequently fail to 

recognise the negative effects of loss of light perception or loss of eyes on circadian rhythm 

entrainment, and consequently sleep and waking functions (Lockley, Arendt & Skene, 2007). 

�x Deaf or hearing impairment 

The level of hearing loss can vary in severity. Speech, lip-reading, writing notes, hearing 

aids, and sign language interpreters are some of the strategies and equipment available for 

people with hearing impairments (SAHRC, 2015). According to Shan, Ting, Price, Goman, 

Willink, Reed and Nieman (2020), current research show a connection between 

unemployment and adult-onset hearing loss. However, there are various conclusions, 

therefore, more thorough studies that take low- and middle-income nations into account, are 

required. 

�x Mental health conditions 

�7�K�H���S�K�U�D�V�H���µ�P�H�Q�W�D�O���L�O�O�Q�H�V�V�¶���U�H�I�H�U�V���W�R���D���F�R�O�O�H�F�W�L�R�Q���R�I���D�L�O�P�H�Q�W�V���W�K�D�W���G�L�V�W�X�U�E���W�K�H���P�L�Q�G���R�U���E�U�D�L�Q����

Anxiety, bipolar, depression, schizophrenia, personality disorders, among others are all 

illnesses that influence how a person thinks, feels, and acts (SAHRC, 2015). Common 

mental diseases, most notably depression and anxiety, are to blame for the bulk of mental 

illnesses in the workplace. Common mental diseases, however, could go undiagnosed since 

they are frequently misdiagnosed as stress-related illnesses or work-related conditions. 
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Because fewer people with severe mental illness work, those with mild mental illness is less 

prevalent in the workplace (Stratton, Lampit, Choi, Calvo, Harvey & Glozier, 2017). 

�x Intellectual disabilities 

Self-direction, self-care, social skills, safety, and communication are just a few of the 

functions that people with intellectual disabilities may struggle with to live and work in the 

community (SAHRC, 2015). Robertson, Beyer, Emerson, Baines and Hatton (2019) stated 

that although the relationships between employment and health have been well established 

in the general population, there is insufficient data to establish a causal link between 

employment and health for individuals with intellectual disabilities. Further research is 

needed to clarify the causal pathways that operate with reference to existing models on the 

relationship between (un)employment and health. Specific health benefits attributable to 

employment for people with intellectual disabilities also need to be established. 

�x Brain damage 

Brain damage is any kind of brain injury that develops after birth from an accident, head 

trauma, illness, infection, and a lack of oxygen, among others (SAHRC, 2015). According 

to the results of a comprehensive review by Silvaggi et al. (2020), people with brain tumours 

are more likely to resign from their employment. This is because of the neuropsychological 

symptoms on their capacity to work, and consequently their employment status. The primary 

neuropsychological symptoms �W�K�H���L�Q�G�L�Y�L�G�X�D�O�¶�V���F�D�S�D�F�L�W�\���I�R�U���H�P�S�O�R�\�P�H�Q�W���D�U�H���G�H�S�U�H�V�V�L�R�Q���D�Q�G��

cognitive impairments.  

�x Autism spectrum disorders 

�$�X�W�L�V�W�L�F���G�L�V�H�D�V�H�V�����$�V�S�H�U�J�H�U�¶�V���V�\�Q�G�U�R�P�H�����D�Q�G���D�W�\�S�L�F�D�O���D�X�W�L�V�P���D�U�H���D�O�O���F�R�X�Q�W�H�G���X�Q�G�H�U���W�K�H���W�H�U�P��

�µautism�¶. Autism spectrum disorders (ASD) have an influence on how information is 

processed and retained in the brain. It effects people in different ways, including verbal and 
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nonverbal communication, social relationships, and other activities (SAHRC, 2015). The 

workplace and the workforce are both significantly impacted by the internet and digital 

technology. These changes facilitate the development of assistive technology devices that 

can improve the day-to-day functioning of people with ASD in the workplace. It creates 

previously unheard of opportunities to utilise the special talents of these individuals 

(Tomczak, 2020). 

�x Physical disabilities 

�3�K�\�V�L�F�D�O���G�L�V�D�E�L�O�L�W�L�H�V���D�I�I�H�F�W���D���S�H�U�V�R�Q�¶�V���S�K�\�V�L�F�D�O���I�X�Q�F�W�L�R�Q�L�Q�J�����P�R�E�L�O�L�W�\�����G�H�[�W�H�U�L�W�\����and stamina. 

Physically disabled people are commonly experts in their own needs and are aware of the 

effects of their disability (SAHRC, 2015). Employees with physical disabilities may face a 

variety of challenges at work, including a fear of seeking modifications, unsupportive 

managers or co-workers, inflexible work schedules, or trouble managing a high amount of 

work. As a result, many people with physical disabilities are unemployed or leave the work 

force earlier than they would like (Wong, Kallish, Crown, Capraro, Trierweiler, Wafford, 

Tiema-Benson, Hassan, Engel, Tamayo & Heinemann, 2021).   

�x Progressive chronic conditions 

A progressive disorder is a sickness or health condition that deteriorates over time and leads 

to a general loss of health or function. To distinguish a condition from a relapsing and 

recurrent disorder, the phrase progressive disorder is frequently employed. There are 

typically moments of relief in a relapsing and recurring disorder when the disease is stable 

or in remission. A progressive condition, on the other hand, lacks these breaks and can 

progress swiftly or slowly, depending on the diagnosis (SAHRC, 2015). People with chronic 

progressive diseases are afflicted for the rest of their lives. They must consider how to deal 

with the unpredictability of the disease. For example people with end-stage renal illness 
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demonstrated a desire to avoid humiliating treatment, even if the timing of death was 

uncertain (Igai, 2020). 

 

2.4  THE CRITIQUE  FROM OTHER WRITERS ON THE LEGAL 

FRAMEWORKS  

Previous studies found that the current employment frameworks and policies have failed to 

increase the employment of persons with disabilities. According to Matshedisho (2007), 

many institutions have a disability policy because they are required to have it by law, but 

they do not necessarily apply the principles of the policy. Although institutions proclaim 

their commitment to the implementation of these policies by ensuring that there are equal 

opportunities, access to education, and employment, it seldom happens in practice 

(Matshedisho, 2007). Pearce and Robinson (2009) indicated that policies serve as guidelines 

to assist managers and employees in executing their daily decisions, ensuring that there is 

no deviation from the strategic objectives of the organisation. David (2013) described 

policies as rules and regulations that govern processes and procedures set by institutions to 

achieve the desired goals.  

 

A study conducted by Kuznetsova and Yalcin (2016:241) at four big organisations in 

Sweden and Norway showed inconsistent application of policies in corporate and regional 

offices. The human resource managers at these organisations did not believe it was 

applicable to their regional procedures. The human resource managers adhered to company 

hiring standards and believed that having a separate disability policy was superfluous. 

Therefore, persons with disabilities still face discrimination in the labour market even 
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though the Employment Equality Directive prohibits employment discrimination (Jurado-

Caraballo, Quintana-Garcia & Rodriguesz-Fernandez, 2020:1).  

 

Kersten, Van Woerkom, Geuskens, and Blonk (2022) indicated that scoping evaluation is not 

only focused on human resources. The organisational policies and practices should be aimed at 

inclusion more broadly. Together and in alignment, these practices are thought to be the most 

supportive of workplace inclusion. The insights resulting from a scoping review may support 

employers in the selection and application of relevant practices. Bolton (2022) opined that true 

inclusive cultures are developed from the inside out. Even though public awareness and 

education are crucial measures, it is imperative that the diversity and inclusion policies 

precisely mention disabilities. The employee handbook must specifically mention disability 

discrimination. It must take disability into account and accessibility tools must be 

accompanied by precise instruction for its utilisation. Additionally, conscious as well as 

unconscious biases must be prevented by including everybody in ongoing discussions 

(Bolton, 2022). 

 

Research on policies addressing the recruitment of persons with disabilities is limited. The 

recruitment processes appear to be a barrier to the employment for persons with disabilities, 

as they are subject to the same recruitment processes as any other applicant. To employ 

persons with disabilities, the recruitment process must make provision for these applicants.  

The proposed MJ Mokonyane Approach (2023) will not only put persons with disabilities 

at the centre of organisational policies. Employers will be permitted to make special 

accommodations in the recruitment process by targeting people with disabilities who match 

employment requirements despite a lack of work experience. The new plan could eliminate 
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unfavourable attitudes and perceptions of persons with disabilities because it will create a 

new culture in the organisations.  

 

2.5  LEGAL FRAMEWORK FOR THE EMPLOYMENT OF PERSONS WITH  

DISABILITIES  

The legal framework encompasses the national legislation regarding equal employment 

opportunities for all. It also includes the institutional, administrative, political, social, and 

economic conditions or arrangements that make the legislation available, enforceable, and 

effective. International duties, legislation, the legislature, the judicial system, regulators, the 

regulated, the beneficiaries (public), social support mechanisms, political commitment to 

implement the law, and resources to apply and enforce the law make up a national legal 

framework (Cranfield University, 2015). The South African legal framework on 

employment of persons with disabilities to be covered in the next section includes the 

following:  

�x The Constitution of Republic of South Africa (1996). 

�x  The Labour Relation Act 66 of 1995. 

�x The Integrated National Disability Strategy (INDS) of 1997.  

�x The EEA, No. 55 of 1998. 

�x The Code of Good Practice on the Employment of People with Disabilities of 2002. 

�x The National Development Plan of 2012. 

�x The Technical Assistance Guideline (TAG) of 2015.  

�x The Policy on Disability of 2015. 

�x The White Paper on the Rights of Persons with Disabilities of 2016.  

�x The National Skills Development Plan of 2019. 
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2.6 SOUTH AFRICAN POLICY FRAMEWORK FOR THE EMPLOYMENT OF 

PERSONS WITH DISABILITIES  

The EEA No. 55 of 1998, which is founded on Section 9(3) of the Constitution, No. 108 of 

1996, indicates that all types of discrimination are prohibited as published in TAG (South 

Africa, 2015c). It defends those who have been discriminated against in the workplace and 

obliges companies to take affirmative action measures to readdress the prejudice. The Act 

recognises black South Africans, women, and persons with disabilities as historically 

discriminated against, and hence, as receivers of the anti-discrimination and affirmative 

action measures mandate (South Africa, 2015). The EEA No. 55 of 1998 is the core piece 

of legislation that defends and encourages the right to equal treatment in the workplace. It 

is envisioned to ease the difficulties that historically marginalised individuals, such as 

individuals living with disabilities, have faced.  

 

�6�H�F�W�L�R�Q�� ���� �R�I�� �W�K�H�� �$�F�W�� �L�Q�G�L�F�D�W�H�V�� �³�1�R�� �R�Q�H�� �P�D�\�� �X�Q�I�Dirly discriminate, directly or indirectly, 

against an employee in any employment policy or practice, on one or more grounds, 

�L�Q�F�O�X�G�L�Q�J���G�L�V�D�E�L�O�L�W�\���´���7�K�H���(�(�$���1�R����������of 1998 pursues to achieve workplace equality and 

equitable representation of disadvantaged individuals across all occupational categories and 

levels. The EEA No. 55 of �����������G�H�F�O�D�U�H�G���J�R�D�O���L�V���W�R���³�F�U�H�D�W�H���D���G�L�Y�H�U�V�L�I�L�H�G���Z�R�U�N�I�R�U�F�H���Z�L�G�H�O�\��

reflective of our people; [and] promote economic development and efficiency in the 

�Z�R�U�N�I�R�U�F�H�´�����,�W���I�X�U�W�K�H�U���D�L�P�V���W�R���F�Ueate employment equity by encouraging equal opportunities 

and fair employment practices. The Act compels employers to eradicate prejudice in their 

appointment policies and practices and to aim for employment equity by diversifying their 

workforce, which includes hiring appropriately competent disabled persons (Marumoagae, 

2012:348).  
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To further assist employers and organisations in fostering equal opportunities and fair 

treatment of persons with disabilities, the Disability Code was developed. This code aids in 

�G�H�Y�H�O�R�S�L�Q�J���D�Q���X�Q�G�H�U�V�W�D�Q�G�L�Q�J���R�I���H�P�S�O�R�\�H�U�V�¶���D�V���Z�H�O�O���D�V���H�P�S�O�R�\�H�H�V�¶���U�L�J�K�W�V���D�Q�G���R�E�O�L�J�D�W�L�R�Q�V���W�R��

promote certainty, while preventing disputes regarding persons with disabilities in the 

�Z�R�U�N�S�O�D�F�H�����,�W���Z�D�V���D�O�V�R���³�G�H�V�L�J�Q�H�G���W�R���U�Dise awareness of the contributions that persons with 

�G�L�V�D�E�L�O�L�W�L�H�V�� �F�D�Q�� �P�D�N�H�� �D�Q�G�� �W�R�� �H�Q�F�R�X�U�D�J�H�� �H�P�S�O�R�\�H�U�V�� �W�R�� �I�X�O�O�\�� �X�W�L�O�L�]�H�� �W�K�H�V�H�� �S�H�R�S�O�H�¶�V�� �V�N�L�O�O�V�´��

(Marumoagae, 2012:349). Van Staden (2011) opined that the application of the Constitution 

of 1996, as well as the EEA, INDS, and TAG is insufficient for the management of 

employees with disabilities. South African employers rarely adopt the South African policy 

and legal framework used to support the management of disabilities.  

 

Van Staden (2011) highlighted that environmental accessibility, and reasonable 

accommodations are not sufficiently covered in the policy standards. The legal framework 

has an important influence on the employment of disabled persons. It can either be a positive 

factor that boosts employment or a negative force that reduces or prevents employment (Hao 

& Li, 2020:2). Employment policies serve as equity tools critical for the impartial 

employment of persons with disabilities (International Labour Organisation, 2015). A 

significant obstacle inhibiting these individuals from securing employment is the indifferent 

attitude of employers.  

 

Many businesses feel that persons with disabilities are less able to contribute economically 

due to the individual or medical model of impairment. Other reasons include social elements 

such as societal structure and culture, social exclusion, and barrier-free physical access in 

society. However, employment of disabled persons will benefit not only this group of 
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individuals, but society at large, by increasing economic sustainability and community 

cohesion (Ge, Chen, Tang & Cong, 2020:3). The 23rd Commission for Employment Equity 

(CEE) Annual Report of 2023, which is based on findings from designated employers, for 

the period of 2022/2023 identified the following statistics (South Africa, 2022): 

�x Persons with disabilities account 1.1�����R�I���W�K�H���F�R�X�Q�W�U�\�¶�V���H�F�R�Q�R�P�L�F�D�O�O�\���D�F�W�L�Y�H���S�H�R�S�O�H�� 

�x South African Caucasian with disabilities are disproportionately represented in the 

commercial sector, NGOs, parastatals, and the federal government.  

�x South African Caucasians with disabilities have torn down barriers to exclusion, 

debunking indifferent perceptions about their limitations and, thus became 

�F�R�Q�W�U�L�E�X�W�L�Q�J�� �P�H�P�E�H�U�V�� �W�R�� �W�K�H�� �F�R�X�Q�W�U�\�¶�V�� �H�F�R�Q�R�P�L�F���� �F�X�O�W�X�U�D�O���� �D�Q�G�� �S�R�O�L�W�L�F�D�O�� �Z�H�O�O-being 

(Karr, Van Edema, McCloskey, Geden, Murphy & Nwangu, 2020:1).  

�x Black South Africans with disabilities are more prominent in governance, particularly 

in provincial government, and are properly represented in NGOs.  

�x Indians with disabilities are overrepresented in educational institutions.  

�x Only 0.7% of South Africans with disabilities are in high-level management positions, 

and 1.5% are in senior management positions.  

�x In the agriculture industry, there are no females with disabilities in high managerial 

positions, while there are 8.6% Caucasian females in high managerial positions.  

�x South Africans with visual impairments have the highest employment rate.  

�x Females with disabilities were more marginalised than their male counterparts.  

 

2.6.1   Constitution of the Republic of South Africa 

The Constitution of the Republic of South Africa is the supreme law, which was first 

introduced in 1993 as an interim constitution. It was adopted in 1996 as the final Constitution 
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of the Republic of South Africa. The Constitution not only sets the foundation in terms of 

the law, but also protects the rights of citizens against the injustices of the past, the present, 

and the future. The Code of Good Practice of 2022 is based on section 9(3) of the 

Constitution, Act 108 of 1996, and is issued under section 54(1)(a) of the EEA, No. 55 of 

1998. The state, including private entities, are prohibited from discriminating against anyone on 

the basis of race, gender, sex, pregnancy, marital status, ethnic or social origin, colour, sexual 

orientation, age, disability, religion, conscience, belief, culture, language, or birth, according to 

the Constitution as published in TAG (South Africa, 2015c). The Bill of Rights, which is 

enshrined in the Republic of South Africa's Constitution (Act 108 of 1996), guides the 

democracy. It safeguards all South Africans' rights and upholds democratic values such as 

human dignity, equality, and freedom. As a result, the Bill of Rights serves as the foundation 

for the support that persons with disabilities require (South Africa, 1996a). 

 

The Constitution is the foundation that looks at the bigger picture trying to cover all the 

rights and deal with any forms of discrimination. It does not deal with the implementation 

of these rights on an operational level, which gives employers the leeway to decide on how 

they will incorporate the Constitution into their policies simply to comply.  

 

2.6.2    The Employment Equity Act 55 of 1998 

The EEA of 1998 is the major mechanism for promoting equality in the workplace in South 

Africa. It has two goals, namely to restrict discriminatory behaviour and to create a 

framework for affirmative action implementation (Garbers & Dupper, 2012:444). The Act 

requires firms to develop affirmative action policies to address discrimination (Code of 

Good Practice for People with Disabilities, 2015). The Code of Good Practice for People 
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with Disabilities guides companies and employees in promoting equal opportunities and 

guaranteeing fair treatment for persons with disabilities, as mandated by the Act. The code 

also helps to raise awareness of the contributions that persons with disabilities may make, 

as well as encouraging companies to fully utilise these people's skills. Furthermore, the law 

offers guidelines on the factors to consider when providing appropriate accommodations for 

persons with disabilities.  

 

The United Nations identified some inherent weaknesses in the EEA (1998) regarding the 

employment of individuals living with disabilities. The Act is used to address the 

management of previously disadvantaged groups such as women, people from minority 

groups, and persons with disabilities (United Nations, 2014). It does not, however, address 

the specific needs and access of individuals living with disabilities (South Africa, 2015c). 

This gives employers an open door to choose who they can accommodate from the 

previously disadvantaged groups. Employers can choose to appoint a small number of 

persons with disabilities or opt for other groups falling within this category just to comply 

even though it will still  be below the target set by the DEL. 

 

2.6.3    Code of Good Practice on the Employment of People with Disabilities 

The Code of Good Practice on the Employment of People with Disabilities was published 

in 2002. It is a manual for promoting equal opportunities and fair treatment for persons with 

disabilities as required by the Constitution. It is intended to be consulted by employers, 

potential and current employees, trade unions, and organisations with expertise on disability 

(South Africa, 2015). Code of Good Practice on the Employment of People with Disabilities 

(South Africa, 2015a) is a good tool employers can use as a guide during the drafting of 
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policies for their organisations. Trade unions can be good advocates of persons with 

disabilities as employees�¶ representatives. The voices of persons with disabilities can be 

heard through the unions as employers are bound to consult with them on policy changes 

 

2.6.4    The National Skills Development Plan (NSDP)  

The National Skills Development Plan (NSDP) was created to ensure that South Africa's 

workforce possesses appropriate, high-quality skills that will contribute to economic growth, 

job creation, and social development by improving basic and technical skills provided 

through the education system. The focus is on previously disadvantaged individuals (PDIs) 

and minority groups (Department of Higher Education and Training, 2019). Furthermore, it 

states that cooperatives are intended to provide economic benefit through collaboration and 

economies of scale, thereby lowering input, operational, and distribution costs. The skills 

levy institutions will actively support the skills development needs of entrepreneurs and 

cooperatives within their sectors, with a special emphasis on the unemployed, youth, 

women, and persons with disabilities. The NSDP supports South Africa's transformational 

and redress imperatives by focusing on equity issues such as class, gender, racism, youth, 

geography, and disability (DHET, 2019).  

 

The NSDP has been in place for years but has bear little fruit when coming to the 

employment of persons with disabilities. The DHET, as the custodian of institutions of 

higher education in the country, is supposed to be the watchdog in the sector by ensuring 

that the institutions not only train students but absorb them into employment. Though their 

mandate is not on employment, it submits the employment data of staff to the DHET on an 
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annual basis and must hold institutions of higher education accountable regarding 

compliance to the EEA. 

 

2.6.5    National Skills Development Strategy III (NSDS) (2017) 

The policy aims to strengthen and encourage ties between employers and training 

institutions, as well as between these two groups and the SETAs themselves (DHET, 2017). 

Despite NSDS I and II�¶�V agreements to improve the training and skill development for 

persons with disabilities, South Africa is still far from meeting the objectives in this area. 

As a result, NSDS III intends to increase the chances for people who face barriers to 

employment due to various types of physical and intellectual disabilities to receive skill 

training. NSDS III must enhance access to training and skill development opportunities, 

while also fundamentally transforming the imbalances in society based on class, race, 

gender, age, and disability. Addressing skill shortages and mismatches is crucial for 

improving productivity and addressing national concerns (DHET, 2017). These are some of 

the initiatives that are supposed to assist employers in narrowing the gaps that exist in the 

employment of persons with disabilities.  

 

2.6.6  The Technical Assistance Guidelines on the employment of persons with 

disabilities (2015)  

The Technical Assistance Guidelines on the Employment of People with Disabilities (TAG) 

was created in addition to the Code and was released in November 2015. It was meant to 

help with the practical applicatio�Q�� �R�I�� �W�K�H�� �&�R�Q�V�W�L�W�X�W�L�R�Q�¶�V�� �S�U�R�Y�L�V�L�R�Q�V�� �U�H�O�D�W�L�Q�J�� �W�R�� �W�K�H��

employment of persons with disabilities. It expands on the Code by providing concrete 
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recommendations and case studies on how to advance equality, diversity, and fair treatment 

in the workplace by eliminating unfair discrimination (South Africa, 2015a).  

 

2.6.6.1   The objectives of the Technical Assistance Guidelines 

TAG aims to assist employers to understand: 

�x Their responsibility to eliminate workplace discrimination and adopt affirmative action 

policies for persons with disabilities. 

�x Their right to create economically viable businesses and/or organisations that efficiently 

provide services and goods to persons with disabilities without discrimination. 

�x The advantages offered to the organisations when employing persons with disabilities.  

�x Practical steps forward that are relevant to their businesses to ensure the use of non-

discrimination and affirmative action policies for future and current disabled personnel. 

 

2.6.6.2   Employment framework according to the Technical Assistance Guidelines 

The current framework offers the practical steps employers need to follow during the 

employment processes. It ensures that there is no discrimination, and that affirmative action 

is followed according to the Labour Relations Act. It further encourages employers to follow 

inclusive measures during the employment of staff as shown in Figure 2.1. The shortfall of 

TAG is that it is not an enforced tool; employers can choose to ignore it without 

consequence. TAG makes no special provisions for persons with disabilities, except to state 

that they should be considered during the different steps of employee recruitment.  
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connected to prospective public and private sector sources of funding and related policies as part 

of reconstruction and development (South Africa, 1997a).  

 

According to the INDS, many persons with disabilities are dissatisfied with their reliance 

on social benefits like the Disability Support Pension (DSP), despite their capacity and 

willingness to work. The current government intervention attempts to train and develop 

persons with disabilities do not seem to be making significant progress. The government has 

conceded that, despite significant investment in support systems and training for persons 

with disabilities, there has been limited perceptible beneficial impact, since individuals with 

disabilities continue to face several barriers to employment. Entering the workforce remains 

challenging due to issues such as a lack of exposure to schooling and training, the need for 

skills (both soft and technical), and a hostile work environment (W&RSETA, 2022).  

 

The government expects all responsible individuals to help preserve the rights of people 

with disabilities. Private businesses and governments must use all available resources to 

guarantee that all citizens are included in the economy. Excluding persons with disabilities 

from the economy not only deprives the country of an able workforce but also denies this 

group their rights to participate in the economy. Apart from belittling these individuals with 

such exclusion it also adds shame and poverty to their already difficult circumstances. The 

INDS therefore sets the following objectives:  

�x Reduce the unemployment gap between disabled and non-disabled job seekers.  

�x Create conditions for a wider range of opportunities. 

�x Facilitate the occupational integration of persons with disabilities regardless of the 

origin, nature, or severity of their disabilities (W&RSETA, 2022).  
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2.7    LABOUR  RELATION ACT 66 of 1995 

The anti-discrimination principle has been formally recognised in South African law only 

in later years. It was initially adopted into the Interim Constitution and then into the Final 

Constitution. It has now been incorporated into labour legislation, first as a residual unfair 

labour practice in Schedule 7 of the Labour Relations Act 66 of 1995 (LRA) (South Africa, 

1995), and most recently into Schedule 6 of the EEA. This predisposition demonstrates that 

any forecast regarding the prevention of unjust discrimination and ongoing contributions to 

the promotion of equality is constrained by limited experience (Garbers & Dupper, 

2012:245). 

 

The Labour Relations Act, 66 of 1995 (South Africa, 1995) is a general labour relations 

document that protects the rights of all employees in the workplace. The legislation in its 

current form contains gaps, particularly in terms of the employment of persons with 

disabilities. The statute does not focus on disability; hence it cannot address the shortage of 

employment opportunities for persons with disabilities without incorporating a strategy.  

 

2.8    NATIONAL DEVELOPMENT PLAN (NDP) (2012)  

The National Development Plan of 2012 proposes that persons with disabilities should have 

better access to high standards of education and employment. Access to the relevant skills 

development programmes for these individuals must become a priority. Equal opportunities 

to find employment should also be ensured. According to Chapter 9 of the NDP (2012), 

improving education, training, and innovation can empower persons with disabilities with 

knowledge and skills to exercise a variety of other human rights. These include the right to 

political participation, the right to work, the right to live independently and contribute to 
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society, the right to participate in cultural life, and the right to raise a family. Ensuring that 

all children with disabilities have access to quality education will help South Africa meet its 

long-term employment equity targets (National Planning Commission, 2012).  

 

The NDP addresses many challenges that South Africa is still facing and outlines the steps 

to be taken to address these challenges. The plan was drafted in 2012 and approved in 2013 

with the aim to eradicate poverty, unemployment, and other challenges by 2030. Currently, 

however, very little of these objectives have been achieved. It seems that there is a lack of 

political motivation to deal with these challenges which, might be the cause for the country 

not overcoming these issues.   

 

2.9    WHITE PAPER ON THE RIGHTS OF PERSONS WITH DISABILITIES 

(2016)  

The WPRPD outlines a strategic approach and pillars for achieving the rights of persons 

with disabilities. This strategic approach is critical for bringing transformation that will  

benefit people with disabilities and other marginalised groups in South Africa (South Africa, 

2016). It specifies and encourages acceptable criteria for the creation of inclusive 

environments with equal opportunities for all. This document not only promotes equal job 

opportunities for all but also acknowledges persons with disabilities as economic owners 

(South Africa, 2016b). The W&RSETA's transformation planning, implementation, and 

performance, particularly for persons with disabilities, should be evaluated considering 

these important pillars and policy prescriptions (W&RSETA, 2022).  
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The WPRPD is one of the most important documents designed to address the challenges of 

persons with disabilities. Some of these papers are, however, not given much attention 

outside government spheres. The resolutions taken in the WPRPD must be communicated 

to the public and private sectors to ensure that there is support for the DEL through the 

implementation of these resolutions. 

 

2.10   WHITE PAPER ON THE MAINSTREAMING OF THE RIGHT S OF 

PERSONS WITH DISABILITIES TO EQUALITY AND DIGNITY (2015)  

Persons with disabilities are frequently disadvantaged in terms of access to acceptable 

employment prospects. This is largely due to a lack of formal education and skills. As a 

result, persons with disabilities experience worse labour market outcomes than non-disabled 

people, including unemployment, partial employment, or full employment with lower 

earnings. The employment rate is typically utilised as an indication of the labour market 

status of persons with disabilities (South Africa, 2015d).  

 

Barriers to participation in the labour market must be identified and removed. This 

sometimes requires changes to laws, policies, institutions, and environments. New and 

current legislation, standards, policies, strategies, plans, and budgets must embrace 

universally designed principles and reasonable accommodation provisions. Persons with 

disabilities have the right to participate equally in any activity or service intended for the 

general public, including basic education, further education and training, post-secondary 

education, skills programmes, and employment (South Africa, 2015). Many employers are 

focused on making a profit rather than addressing the challenges faced by a minority group. 

The DEL should enforce action in this regard by conducting inspections and requesting 
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reports on the progress to eradicate the barriers to employment faced by persons with 

disabilities.   

 

2.11 POLICY ON DISABILITY (2015)  

In the framework of social development, the policy on disability has been designed to offer 

strategic guidelines for the provision of social services that adhere to departmental mandates 

and legal requirements. The policy and legislative framework on disability is mentioned 

broadly. To promote inclusion for persons with disabilities, the policy intends to facilitate 

transformative shifts in line with the present policy framework. It also serves as a guideline 

and information for the department about the mainstreaming and integration of persons with 

disability within social development activities (South Africa, 2015b). The next section looks 

at disability statistics globally, in the African continent, and in South Africa. 

 

2.12   GLOBAL STATISTICS O N DISABILITIES  

According to the World Bank Report (2022)�����D�S�S�U�R�[�L�P�D�W�H�O�\�����������R�I���W�K�H���Z�R�U�O�G�¶�V���S�R�S�X�O�D�W�L�R�Q����

or one billion people, are living with disabilities. Of these, between 110 million and 190 

million people suffer from significant disabilities. The report also found that people living 

with disabilities are more likely to experience socioeconomic restraints, such as poor health, 

a lack of education, reduced employment opportunities, lower income, high cost of living, and 

poverty (WBR, 2022). The presence of co-morbidities increases the risk of contracting other 

diseases such as COVID-19. The risk of disability is further increased by malnutrition, a 

shortage of clean water and sanitation, inadequate access to education and health care, 

hazardous working conditions, and a contaminated environment (WBR, 2022).  
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2.12.1 International trends relating to educational opportunities for individuals 

living with disabilities 

The study focused on the employment of persons with disabilities. One way of overcoming 

the existing challenges in this area is by providing these individuals with good education. 

Education will not only empower persons with disabilities but will also qualify them to 

compete for employment opportunities. Persons with disabilities will always compete with 

their counter parts who are abled and educated.  

 

�7�K�H�� �W�H�U�P�� �µ�L�Q�W�H�J�U�D�W�L�R�Q�¶�� �Z�D�V�� �L�Q�W�U�R�G�X�F�H�G�� �L�Q�W�R�� �H�G�X�F�D�W�L�R�Q�� �L�Q�� �W�K�H�� ���������V���� �S�U�L�R�U�L�W�L�V�L�Q�J�� �I�R�U�P�H�U�O�\��

marginalised groups and learners with disabilities in terms of justice and social rights. 

Efforts to engage students with disabilities led to notions such as mainstreaming or 

integration evolving into inclusive education (Schuelka & Johnstone, 2012:4). These terms 

are not synonymous with inclusion as it is currently used by the world community and there 

are many misconceptions on what inclusive education really entails. Schuelka and Johnstone 

(2012:4) defined inclusion as a broader perspective and a greater desire to create schools 

that can reach and develop all students as people. The focus of disability declarations 

regarding children has the potential to distinctly affect many countries.  

 

Children, unlike adults, may not always have the ability to campaign for their own needs. 

�3�D�U�H�Q�W�V���I�U�H�T�X�H�Q�W�O�\���V�S�H�D�N���I�R�U���W�K�H�L�U���F�K�L�O�G�U�H�Q�¶�V���Q�H�H�G�V���D�Q�G���D�U�H���W�K�H���G�U�L�Y�L�Q�J���I�R�U�F�H���E�H�K�L�Q�G���F�U�H�D�W�L�Q�J��

�D�Z�D�U�H�Q�H�V�V�� �D�U�R�X�Q�G�� �F�K�L�O�G�U�H�Q�¶�V��right to education in nations with inclusive educational 

practices. Many countries try to address the learning needs of children living with disabilities 

within the restrictions of available resources in response to these issues. The idea of 

�µ�L�Q�F�O�X�V�L�Y�H���H�G�X�F�D�W�L�R�Q�¶�����Z�K�L�F�K���H�Q�W�D�L�O�V���H�U�D�G�L�F�D�W�L�Q�J���S�K�\�V�L�F�D�O���D�Q�G���H�G�X�F�D�W�L�R�Q�D�O���E�D�U�U�L�H�U�V�����E�H�F�D�P�H���D��
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popular way for countries to resolve big problems in education with small changes in 

practice. The aim is to enable students living with disabilities to study alongside their fully 

able-bodied peers and to have access to a high-quality curriculum. 

 

Success varied, as it did with other educational breakthroughs (Schuelka & Johnstone, 

2012:6). Despite national and international pledges to �µ�H�G�X�F�D�W�L�R�Q���I�R�U���D�O�O�¶���D�Q�G���W�K�H���P�L�O�O�H�Q�Q�L�X�P��

development objectives of ensuring widespread primary education by 2015, over 90% of 

children with disabilities are still excluded from regular education (Alur & Bach, 2010). 

 

2.12.2  International trends relating to occupational opportunities for individuals 

living with disabilities 

Despite workplace diversity laws, persons with disabilities still do not have equal access to 

career opportunities. Many employers still have misconceptions about the ability of persons 

with disabilities in the workplace. These misconceptions are typically based on interrelated 

fears that permeate the entire employment cycle, making it difficult for these individuals to 

find and keep employment. Therefore, persons with disabilities face challenges such as 

prejudice and unemployment, which in turn hamper their full participation in society 

(Bonaccio, Connelly, Gellatly, Jetha & Martin Ginis, 2020:35). In the United States (US), 

only one out of every three persons with disabilities (34.9%) are working, compared to 76% 

of their peers without impairments, and this inconsistency seems to be widening (Bonaccio 

et al., 2020).  

 

The exclusion of persons with disabilities from the labour market is a huge issue in 

developed countries (Moore, Mcdonald & Bartlett, 2017:3). The United Nations (2020) 
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reported that 50% to 70% of the people of working age with disabilities were unemployed 

in these countries while 80% to 90% were unemployed in developing nations. In Australia, 

those with intellectual disabilities had a 34.9% of unemployment, while those with moderate 

or mild physical disabilities had 8.1% unemployment, and sensory and speech disabilities 

had 7.6 % unemployment. Although these statistics imply that there is a general scarcity of 

employment prospects for persons with disabilities, it also suggests that certain 

organisations do employ such individuals.  

 

However, to address the lower employment rate for the disabled people, employers must 

�H�P�E�U�D�F�H�� �G�L�V�D�E�L�O�L�W�\�� �L�Q�F�O�X�V�L�Y�H�� �U�H�F�U�X�L�W�P�H�Q�W�� �S�U�R�F�H�G�X�U�H�V���� �(�P�S�O�R�\�H�U�V�¶�� �I�X�W�X�U�H�� �G�H�F�L�V�L�R�Q�V�� �D�E�R�X�W��

hiring persons with disabilities may be influenced by a general lack of awareness (Moore et 

al., 2017:3). 

 

2.12.3    International societal perceptions of persons with disabilities 

Ebuenyi, Syvrina, Bunders and Regeer (2018) published an in-depth assessment on the 

challenges and enablers of work for people with psychiatric impairments. Poor health, social 

stigma, discrimination, negative attitudes from employers, and a lack of social support from 

the government were highlighted as the primary obstacles to employment for these people. 

Universities in Australia are attempting to increase workforce diversity through a variety of 

inclusive strategies. Some of these strategies include the examination of policies and 

procedures to reduce the barriers to recruitment while supporting appropriate 

accommodations in the hiring processes. Monash University (2018) proclaimed that it is 

critical that the academy's present recruitment and progression methods are adaptable 

enough to accommodate mental and physical diversity. 
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Athletes with disabilities face the same difficulties as employees with disabilities. They are 

generally subject to the same perceptions and discrimination. Elite sport events are multi-

million rand enterprises (Ellapen & Paul, 2016:225). Athletes living with disabilities have 

voiced their desire to be equally compared too able-bodied athletes. However, they are still 

frequently seen as individuals who either need to be consoled because of a disability or 

appreciated for their meagre attempts and accomplishments (Harris & Enfield, 2003). 

Hardin, Hardin, Lynn and Walsdorf (2001) contended that disabled individuals are respected 

for their perseverance and courage. On the other hand, Vash  and Crewe (004:56) suggested 

that disabled individuals are held to lower societal standards, which may impact their 

lifestyle. 

 

By large, the societal perception is that they are deemed as less capable of daily activities, 

devalued in society, and considered to be inferior, incapable, and burdensome. White, 

Jackson and Gordon (2006) reported that society held more implicit negativity towards 

disabled individuals versus societal explicit attitudes towards able-bodied athletes. Implicit 

attitudes denote to beliefs and feelings held by an individual but are not overtly stated; while 

explicit attitudes are the beliefs and feelings clearly expressed to the outside world. These 

findings were supported by �'�L�R�Q�Q�H���� �*�D�L�Q�I�R�U�W�K���� �2�¶�0�D�O�O�H�\��and Latimer-Cheung (2013). 

Societal attitudes toward persons with disabilities have changed since the days of locking 

them away from the public eye.  

 

Civil laws and champions for disabled individuals have positively reshaped the image of 

disabled persons in the media (Szymanski & Parker, 2004). However, restraints of society 

perceptions still hamper the sporting progress of disabled athletes. The Paralympic Games 
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and similar sports events are typically buried on unreachable television channels, 

broadcasted in the wee hours of the morning, or printed in the humanities section of the 

newspaper as different to the sports pages (Weinberg & Gould, 2016). 

 

2.13 THE PLIGHT OF PERSONS WITH DISABILITIES ON THE AFRICAN 

CONTINENT  

According to the World Bank Report (2021), people living with disabilities account for 

�D�S�S�U�R�[�L�P�D�W�H�O�\�����������R�I���$�I�U�L�F�D�¶�V���S�R�S�X�O�D�W�L�R�Q�����L�Q�F�O�X�G�L�Q�J����������- 15% of school-aged children. 

In Africa, this ratio translates to around 300 million individuals. This makes disability not 

only a South African problem since it affects the neighbouring countries as well. Persons 

with disabilities face the same challenges, irrespective of where they were born. The 

breakthrough in one African country can thus be applied in other states, contributing to the 

well-being of these individuals.  

 

Numerous reasons contribute to disability, including disease, environmental dangers, 

starvation, traffic and industrial accidents, as well as civil conflict and war. The number of 

individuals living with disabilities continues to rise (African Studies Centre Leiden, 2008).  

All people should have equal rights and persons with disabilities should be allowed full 

participation in education, healthcare, housing, transportation, sport, recreation, culture, 

social development services, food security, and family life (South Africa, 2015b).  

 

�3�R�Y�H�U�W�\���L�V���D���V�W�D�W�H���R�I���V�F�D�U�F�L�W�\���L�Q���R�Q�H�¶�V���Z�H�O�O-being that has several dimensions. Low earnings 

and the failure to obtain the essential commodities and services required for a dignified 

existence imply poverty. Poverty also includes poor health and education, a lack of access 
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to safe drinking water and sanitation, a shortage of physical security, a lack of voice, and a 

�O�D�F�N���R�I���F�D�S�D�E�L�O�L�W�\���D�Q�G���F�K�D�Q�F�H���W�R���D�G�Y�D�Q�F�H���R�Q�H�¶�V���O�L�I�H���� 

 

2.14 DISABILITY IN SOUTH AFRICA  

The study is significant since it was conducted in South Africa. South Africa implemented 

new employment laws, such as the Employment Equity Act (EEA) and its supporting and 

implementation regulations, in response to global employment trends and a shift away from 

previous discriminatory employment practices. These policies strive to remedy previous 

inequities, specifically focusing on race, gender, and disability (McKinney & Swartz, 2021). 

The South African government is responsible for all legislation controlling the employment 

of people with disabilities. It is crucial to look at the country from an overarching perspective 

before zooming in on the institutions of higher learning in the country which are also 

supported by the South African government. 

 

The marginalised individuals indicator report showed that there are approximately 15.7% 

prevalence of disability among the South African populace (Statistics South Africa, 2022). 

The Free State province had the largest amount of people living with disabilities, with 

21.1%, followed by the Eastern Cape and Northern Cape provinces, with 19.4% and 

19.1%, respectively. The Limpopo and Mpumalanga provinces had the lowest percentage 

of people with disabilities, at 12.8% and 13.4%, respectively (Stats SA, 2022). The 

Disability Index indicated that more females (17.8%) than males (13.4%) were confirmed 

disabled (Stats SA, 2022).  
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Figure 2.3 shows that the white population group had the highest growth in disability 

prevalence, at 7.3%, increasing from 17.0% in 2011 to 24.3% in 2022. Although the black 

population group had the second highest disability prevalence in 2011, it fell by 2.7% from 

17.4% in 2011 to 14.7% in 2022, making it the lowest disability prevalence (Stats SA, 2022). 

 

 

Figure 2.3 Disability  prevalence among persons aged 5 years and older by population 

group, 2011 and 2022 

Source: SA Census, 2011; 2022 

 

Statistics South Africa (2022) further reported on the number of individuals living with 

disabilities by age group. The report indicated an increase in numbers with age. The highest 

percentage was recorded for people of 85 years and older, at 70.8%, followed by the age 

group 80 to 84 years, at 64%. The lowest percentage was recorded as 6.9% for the age group 

5 to 9 years. The detail of these results can be seen in Figure 2.4.   
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Figure 2.4  Disability prevalence among persons aged 5 years and older by age groups, 

2011 and 2022 

Source: SA Census, 2011; 2022 

 

The highest level of visual impairments was recorded for white South Africans, with 0.1% 

having significant impairments and 14.4% some impairments. Black South Africans 

reported 7.4% with some degree of visual impairment. The White population had the highest 

percentage of people who had hearing impairments, at 7.1%, followed by the Indian/Asian 

population group, at 3.8%. People who indicated that they could not accomplish anything in 

hearing accounted for less than 1.0% of the total population. The results revealed that 2.6% 

of people reported having some difficulty walking a kilometre or climbing a flight of stairs 

(Stats SA, 2022).   

 

Despite the implementation of the EEA of 1998, very little has changed in the representation of 

persons with disabilities in the workplace. Table 2.1 shows that 10.6% of businesses stated 
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that they had barriers to reasonable accommodations. This suggests that there are limited 

AA initiatives in place to address the underrepresentation of persons with disabilities (Stats 

SA, 2022).  

 

Table: 2.1 Barriers and affirmative action measures for 2022 (all employers) 

 

 

 

 

 

 

 

 

 

 

 

Source: Census 2011; 2022 

 

Employers are encouraged to implement policy instruments like the Technical Assistance 

Guidelines (TAG) and the Code of Good Practice on the employment of persons with 

disabilities (CEE, 2023). These documents offer helpful recommendations and best 

practices, including programmes for prevention of discrimination, education, and 

appropriate accommodations. Since the employment of persons with disabilities is still 

below the set quota of 2% in 2024, it can be concluded that these instruments are not being 
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used effectively. There is thus a need for an alternative framework that can easily be 

integrated into organisational strategies. The promotion of employment for persons with 

disabilities by the South African government is covered in the next section. 

 

2.15   SOUTH AFRICAN GOVERNMENT PROMOTION OF EMPLOYMENT FOR 

PERSONS WITH DISABILITIES THROUGH THE QUOTA SYSTEM  

Legislation and policies are critical in combating workplace segregation and discrimination 

against people with disabilities. According to research most South African businesses have 

equal opportunity policies in place, but only a few have special plans or policies for the 

employment of persons with disabilities. The lack of internal procedures aimed at recruiting 

and employing persons with disabilities was a significant impediment to their employment 

(Maja et al., 2008).  

 

The South African government introduced a quota of 2% as a target for employers to meet in 

terms of employment. It mandates the proportion of employees with disability that must be 

recruited or accepted in the workplace. Employers are supposed to adhere to the quota system 

without any assistance from the state, specifically the DEL (Nyombi & Kibandama, 

2014:250). Employers in the private sectors are motivated by profit. Employing persons with 

disabilities are often perceived as costly due to the additional resources needed to 

accommodate their needs (Mizunoya & Mitra, 2012:29). The quota compliance system 

benefits both the country and employers and is briefly illustrated in Figure 2.4. 
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Figure 2.5 Implementation quota strategies  

Source: Nyombi & Kibandama, 2014:250 

 

According to the EEA, No.55 of GCIS, at least 2% of employees in the South African 

workforce should be persons with disabilities (South Africa, 1998). All companies must 

align their policies with those of the DEL in this regard (South Africa, 1998).  Maja et al. 

(2008:24) contended that the occupational therapists handling issues related to persons with 

disabilities should ensure that national employment legislature are followed. This should be 

�G�R�Q�H�� �L�U�U�H�V�S�H�F�W�L�Y�H�� �R�I�� �H�P�S�O�R�\�H�U�V�¶�� �L�Q�G�L�I�I�H�U�H�Q�W�� �D�W�W�L�W�X�G�H�V�� �W�R�Z�D�U�G�V�� �H�P�S�O�R�\�L�Q�J�� �S�H�U�V�R�Q�V�� �Z�L�W�K��

disabilities. Despite the fact that the legislation is clearly stated and includes incentives for 

the employment, support, and training of people with disabilities, there is a lack of desire in 

South Africa to adhere to the quota established by the government from both the private and 

governmental sectors (Khumalo, 2017).  

 

The private sector in South Africa are absorbing less disabled persons in their employment 

than the public sector (South Africa, 2013). Mizunoya and Mitra (2012:28) also reported 

Quota system

Levy/ grant 
system

Monitoring 
and 

evaluation

Penalty fee
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that disabled employees receive a lower salary than able-bodied employees. The disparity 

has also been observed in preference of males against female employees with disabilities. 

The DEL imposes quotas on firms with no consequences for noncompliance. A quota system 

can only work if there is a penalty for individuals who fail to reach the quota without valid 

reasons. The Department does not have an oversite role in monitoring and evaluating 

employment to verify that procedures are in place to comply with the quota established for 

the employment of persons with disabilities. 

 

2.16 EMPLOYMENT OPPORTUNITIES FOR PERSONS WITH DISABILITIES 

IN SOUTH AFRICA  

The labour market absorption rate for persons with disabilities is small (Stats SA, 2022). 

They continue to experience hardships in their lives when coming to economic participation 

due to lower labour market participation. Stats SA (2022) confirmed that the highest 

employment rates were for persons without disabilities and the lowest were for those with 

severe disabilities (Stats SA, 2022). The level of disabilities has a significant impact on 

employment and economic opportunities, and the different population clusters are affected 

differently. South African citizens with visual impairments had a greater rate of 

employment.  

 

The white population group had the highest employment rates amongst the persons with 

disabilities South African cohort, while the black population group had the lowest 

employment rates (Stats SA, 2022). Female South Africans with disabilities were more 

marginalised than their male counterparts. The black demographic population had the largest 

frequency of economically inactive disabled individuals (Stats SA, 2022). According to 
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Basson (2023), access to employment has been a significant obstacle to the socio-economic 

empowerment of persons with disabilities. The convergence of gender- and disability-based 

discrimination is not yet commonly acknowledged, and it may not be as familiar as classic 

definitions of discrimination. Women with disabilities have additional barriers to full 

involvement in society since they have to overcome discrimination based on both their 

gender and their disabilities (Basson, 2023).  

 

The post-apartheid attempts of the South African public sector to hire persons with 

disabilities have been less effective. Government agencies have failed to integrate persons 

with disabilities into mainstream employment, leading to a dismal transformation record for 

the time period 1994 to 2021 (27 years) (Charles, Gie & Musakuro, 2023). Employment of 

persons with disabilities in South Africa is still below the set quota by the DEL. This 

confirms that the current frameworks are not delivering the desired results. The next section 

covers challenges faced by persons with disabilities regarding employment.  

 

2.17   EMPLOYMENT CHALLENGES FOR PERSONS WITH DISABILITIES  

Maja et al. (2008:24) contended that despite the fact that South Africa has adopted 

legislation to help persons with disabilities to overcome barriers to secure employment, the 

implementation of such policies continues to be a struggle. Erickson, Von Schrader, Bruyere 

and Van Looy (2014:196) identified a fundamental barrier challenging the employment of 

disabled persons to be the persistent indifferent attitudes of employers. This caused some 

businesses to erect hurdles preventing individuals with disabilities from securing 

employment (Anderson, Luthra, Hurtig & Tidema, 2015:42). Other obstacles include the 

lack of tax credits and incentives for employers, as well as the lack of commitment from top 
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management to provide mentoring for disabled employees, disability awareness 

accommodations and training, assistive technology, and flexible work schedules (Erickson 

et al., 2014). Another aspect that needs scrutiny is the quality of treatment of persons with 

disabilities at the workplace.  

 

Solombela (2019) also reported various obstacles when employing persons with disabilities, 

such as perception, lack of resources, buildings without ramps and lifts, attitudes of co-

workers, and a general lack of awareness. Bara (2015:980) pointed out that many students 

living with disabilities do not complete their schooling. This lack of education is a common 

excuse used by employers for not employing these individuals. Nyombi and Kibandama 

(2014:250) also agreed that restricted access to education contributes to the lack of skills 

and competencies of persons with disabilities, making them less competitive in the labour 

market. Noel, Oulvey, Drake and Bond (2017:357) reported that the youth with disabilities 

face numerous impediments concerning employment. Despite evidence-based employment 

programmes, there are still challenges to employment such as lack of transportation, work 

experience, engagement, and family support.  

 

Verulava and Bedianashvili (2021:159) also highlighted a failure of inclusive education in 

all aspects, a faulty legislative foundation, an incompatible and discriminatory physical 

environment, and a lack of public awareness of the experiences and skills of persons with 

disabilities. The lack of follow-up processes, according to Dawn (2012:20), is one of the 

problems limiting the enforcement of legislative measures aimed at empowering persons 

with disabilities. Even while it is essential for businesses to make accommodations for 

employees with disabilities, some industries toed the line by doing so exclusively in backend 
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professions requiring low-level skills. This also reveals flaws in the legislative regulations, 

both in theory and in fact, regarding the requirement of precise post identification. 

 

The employment list is narrow, often arbitrary, and based on the assumption that impairment 

�I�H�D�W�X�U�H�V���D�U�H���W�K�H���V�R�O�H���G�H�W�H�U�P�L�Q�D�Q�W�V���R�I���D�Q���L�Q�G�L�Y�L�G�X�D�O�¶�V���D�E�L�O�L�W�\���W�R���K�R�O�G���D���M�R�E���D�W���D���V�S�H�F�L�I�L�F���V�N�L�O�O��

level (Dawn, 2012:20). Various studies have been conducted to determine the attitudes of 

employers towards employees living with disabilities. Some of the findings are discussed in 

more detail.  

 

2.17.1  Revealing disabilities in a Curriculum Vitae  

Participants in a study by Van Staden (2011) reported that applicants who revealed their 

disabilities in their applications faced some barriers to finding good employment. The 

�H�P�S�O�R�\�H�U�V�����R�Q�F�H���D�Z�D�U�H���R�I���W�K�H���H�P�S�O�R�\�H�H�¶�V���R�U���D�S�S�O�L�F�D�Q�W�¶�V���V�S�H�F�L�I�L�F���Q�H�H�G�V�����L�V���R�E�O�L�J�H�G���W�R���P�D�N�H��

realistic accommodations (South Africa, 2013). There should also be consultations with 

these employees since they are most knowledgeable about their specific requirements for 

realistic accommodations. Guidance can further be obtained from technical experts as well 

as career counsellors from the DEL (South Africa, 2013). Information about an impairment 

by the employee must be kept confidential. 

 

Therefore, it is recommended that all employees are informed about reasonable 

accommodations (South Africa, 2013). This can be achieved through written policies, 

employee guidelines, staff meetings, and regular training. The perception of 

accommodations being special treatment might decrease as a result of a proactive strategy.  
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2.17.2 Conflict between disability management and business objectives  

Shrey (2011) pointed out that the social and legal demand for integrated and inclusive 

�Z�R�U�N�V�S�D�F�H�V�� �L�V�� �L�Q�F�U�H�D�V�L�Q�J���� �7�K�L�V�� �U�H�V�X�O�W�V�� �L�Q�� �L�Q�F�U�H�D�V�H�G�� �Z�R�U�N�H�U�¶�V�� �F�R�P�S�H�Q�V�D�W�L�R�Q�� �D�Q�G�� �K�H�D�O�W�K�� �F�D�U�H��

cost, using funds that generally would have been used for economic growth. The obligations 

towards employees living with disabilities not only impact the choices managers make to 

adhere to legislation, but also impact on the way these employees are treated.  

 

2.17.3 �(�P�S�O�R�\�H�U�V�¶��attitudes towards disability management  

The culture of an organisation is hugely dependent on the directors as well as the executive 

and senior management. Gule (2016) suggested that organisations will have a better chance 

to successfully implement policies and procedures regarding disabled employees if all 

stakeholders are involved and committed to adhere to the legislation regarding equal 

employment opportunities. Other stakeholders were identified as middle and lower 

management, employees, suppliers, and service providers, as well as regulators or 

government officials.  

 

2.17.4 Qualifications and experience in managing disability programmes 

Longo (2021) described the ambiguity regarding the management of disability programmes 

as unfortunate. The author identified a possible cause as the failure to recognise disabilities 

as a specialised field. The mix of duty with disability has always been troublesome in the 

workplace. In recent years, however, there has been a shift towards labour inclusion, 

emphasising the requirements for the professional management of disability programmes. 

A multidisciplinary approach is essential to prevent the perception that disability 

management as being a narrow scope (Angeloni, 2013).  
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Such an approach will recognise the wide spectrum of disabilities with universal remedies 

as illustrated by the integrated disability management (IDM). IDM involves more than just 

pursuing justice; it also involves reaping substantial economic and societal rewards, which 

will bring all role players on board (Angeloni, 2013). 

 

2.17.5 Workplace accommodation of disabilities 

Companies should have policies and procedures that theoretically show consideration for 

the participation of persons with disabilities in corporate activities (International Labour 

Organisation, 2010). Internal business processes should adhere to the following principles: 

�x Statements concerning disability inclusion and non-discrimination.  

�x Measures to improve accessibility at work should be put in place for printed materials 

and online settings and in retail or distribution facilities.  

�x Networks among employees with disabilities. Supervisors and employees receiving 

awareness training on disabilities should be encouraged (International Labour 

Organisation, 2010).  

 

According to Sarkar (2018), there is widespread criticism of disability regulations for 

imposing unnecessary burdens on employers in the name of reasonable accommodation. 

Reasonable accommodation requires employers to make specific adjustments for disabilities 

on an individual basis. Policies based on the assumption that all employees have the same 

abilities must then be adjusted. Peck and Kirkbride (2011) identified fear as a main reason 

for such criticism which can be classified into three areas of concern. The first concern 

relates to the potential unknown cost of accommodation of employees with disabilities. 
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Employers perceive that they need to purchase new specifically designed workstations for 

the disabled employee, which is very costly.  

 

Secondly, the anxiety of requiring additional management of persons with disabilities, 

which leads to a decrease in productivity. Employers are worried about the amount of time 

the manager would need to commit to helping a disabled person, which will subsequently 

reduce their time to complete their normal secular duties and responsibilities. The third 

concern relates to the unlikely event that the employment of a person with a disability is 

unsuccessful. The employer feels that he/she will be compelled to keep the individual in 

employment regardless of their abilities. Many employers feel that persons with disabilities 

are protected by legislature, and it is difficult to terminate the employment of a disabled 

employee without enduring the wrath of the legal system (Peck & Kirkbride, 2011). Inclusive 

employment is a popular topic that has been documented in numerous legislative 

frameworks and is discussed in the next section. 

 

2.18 INCLUSIVE EMPLOYMENT FOR PERSONS WITH DISABILITIES  

2.18.1 International perspective 

Disability inclusion, according to McKinney and Amosun (2020:2), remains a worldwide 

human right that attempts to embrace the multiplicity of all people, irrespective of colour, 

gender, disability, or other characteristics. It is about ensuring that everyone has equal access 

to opportunities and eliminating discrimination and intolerance. It is all about a sense of 

belonging, feeling appreciated and valued for who you are and sensing a degree of support 

and dedication from others to fully engage in society with no constraints or restrictions. 

According to Zaluska, Grzeskowiak, Kozyra and Kwaitkowska-Ciotucha (2020:1), fully 
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integrating persons with disabilities into society entails providing them with equal 

�R�S�S�R�U�W�X�Q�L�W�L�H�V���R�Q���D�O�O���O�H�Y�H�O�V�����7�K�L�V���Z�L�O�O���F�R�Y�H�U���W�K�H���I�U�H�H�G�R�P���W�R���F�K�R�R�V�H���R�Q�H�¶�V���R�Z�Q���S�D�W�K���L�Q���O�L�I�H�����W�K�H��

capacity to have children, and non-discriminatory employment opportunities.  

 

Inclusion necessitates a shift from an individual change paradigm to a system change model, 

which emphasises the need for society to evolve to accommodate diversity. This necessitates 

a pa�U�D�G�L�J�P���F�K�D�Q�J�H���I�U�R�P���S�H�R�S�O�H�¶�V���X�Q�L�T�X�H�Q�H�V�V���W�R���V�R�F�L�H�W�\�¶�V���D�E�L�O�L�W�\���W�R���U�H�V�S�R�Q�G���W�R���D���Z�L�G�H���Y�D�U�L�H�W�\��

of individual variances and demands. The goal of mainstreaming is to achieve inclusion 

(McKinney & Amosun, 2020:2). The Malaysia Plan, a five-year national framework for the 

�F�R�X�Q�W�U�\�¶�V���H�F�R�Q�R�P�L�F���D�Q�G���V�R�F�L�D�O���J�U�R�Z�W�K�����U�H�Y�H�D�O�H�G���W�K�D�W���W�K�H���V�R�F�L�H�W�\���R�I���S�H�U�V�R�Q�V���Z�L�W�K���G�L�V�D�E�L�O�L�W�L�H�V��

had existed for several decades. The country reaffirmed its commitment to improve the 

social inclusion of persons with disabilities in their country in the eleventh Malaysia Plan 

2016-2020 (Jamil & Saidin, 2018:2-3). They describe persons with disabilities as members 

of society with the same rights and opportunities as everyone else to live fulfilling lives. The 

�J�R�Y�H�U�Q�P�H�Q�W�¶�V���������H�P�S�O�R�\�P�H�Q�W���S�R�O�L�F�\���I�R�U���S�H�U�V�R�Q�V���Z�L�W�K���G�L�V�D�E�L�O�L�W�L�H�V���Z�D�V���D���S�R�V�L�W�L�Y�H���P�R�Y�H���W�K�D�W��

compelled the public sector to employ at least 1% of individuals living with disabilities in 

their workforce (Jamil & Saidin, 2018:2-3).  

 

Hao and Li (2020:2) suggested that employers could achieve inclusive employment by 

enacting anti-discrimination legislation and setting quotas for the hiring of persons with 

disabilities based on a medical model. They also recommended that the government sanction 

employers who fail to reach the legally mandated quotas (Hao & Li, 2020:2). Employers are 

concerned about a variety of issues when hiring persons with disabilities, such as the need 



 
 

64   

for knowledge of multiple physical and mental disabilities and training co-workers and 

managers.  

 

Some of the issues include anxiety, depression, and a lack of executive functioning skills 

(Rao & Polepeddi, 2019:205). A few companies, such as SAP and Microsoft, have pioneered 

the inclusion of neurodiverse persons in their regular workforce. This decision was viewed 

as a business strategy rather than a social responsibility because the return on investment 

comes in the form of increased employee engagement, innovative capabilities, productivity, 

and quality of work. In the Information Technology (IT) business, neurodiverse hiring is a 

convincing solution to skill shortages and the demand for outside-the-box thinking. The 

largest skill shortfall, according to experts, will be found in the strategically most significant 

and quickest expanding areas, such as IT services implementation, application development, 

�D�Q�G���G�D�W�D���D�Q�D�O�\�W�L�F�V�����,�Q���R�W�K�H�U���Z�R�U�G�V�����R�F�F�X�S�D�W�L�R�Q�V���W�K�D�W���U�H�T�X�L�U�H���Q�H�X�U�R�G�L�Y�H�U�V�H���S�H�R�S�O�H�¶�V���V�N�L�O�O�V�����5�D�R��

& Polepeddi, 2019:205). 

 

2.18.2 South African perspective 

The post-apartheid legal system in South Africa is frequently seen as progressive. It is 

founded on laws intended to rectify the nation's past inequity by emphasising social justice 

and fairness. Nonetheless, South Africa continues to be among the world's most unequal 

societies despite the birth of democracy in 1994 (DiazPabon, Leibbrandt & Ranchhond, 

2021). In 2021, South African firms, both private and public, claimed that people with 

disabilities made up 1.3% of their workforce, which is below the 2% disability inclusive 

employment target set by statute (Commission for Employment Equity, 2021). The 
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unemployment rates for people with disabilities in the formal sector remain much higher 

than that of non-disabled people (Commission for Employment Equity, 2021). 

 

The South African Human Rights Commission (2015) identified hurdles to accessing 

acceptable accommodation, infrastructure, and information, as well as societal attitudes that 

associate disability with the inability to work. Current research in South Africa supports the 

idea that deeply established perceptions about the restricted skills of people with disabilities 

impede the implementation of otherwise progressive and inclusive employment legislation 

(Bam & Ronnie, 2020). Inclusive employment cannot be successfully achieved without 

inclusive education. Persons with disabilities must first be trained by higher education 

institutions before they can enter the work force. Higher education institutions play a vital 

role in ensuring that people with disabilities have access to education as well as career 

opportunities. 

 

2.18.3 Employing and accommodating persons with disabilities 

According to Nevala, Pehkonen, Koskela, Ruusuvuori and Anttila (2015:432), workplace 

accommodation (WA) is a crucial component of ensuring that people of all capacities have 

equitable access to the workplace. Workplace adjustments, work environment development, 

assistive technology (AT) acquisition, assistance from others, and modifications in travel to 

and from work are all examples of WA. This can be targeted at a single person or a whole 

company. On a personal level, the purpose of WA is to offer equal employment 

opportunities, improve work performance and self-efficacy, remove barriers, and increase 

job satisfaction. Legislation creates the rules and opportunities for implementing WA, thus 
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enhancing equality for persons with disabilities in the workplace and throughout society, as 

well as supporting cost-effective measures (Nevala et al., 2015:433).  

 

The Convention on the Rights of Persons with Disabilities (CRPD) does not try to define 

disability. It recognises that the term emerges after interaction with persons with disabilities 

and attitudinal and environmental obstacles. A person in a wheelchair may be unable to find 

employment, not because of his or her disability, but because of environmental hurdles 

(Blanchfield & Brown, 2015:2). The CRPD aims to encourage equality for all, including 

persons with disabilities. States Parties commit to take steps to ensure that persons with 

disabilities have access to the physical environment, public transit, information and 

communications, and other public amenities.  

 

For persons with disabilities to get jobs, there need to be equality and non-discrimination, 

accessibility and personal mobility, and support systems that help them accomplish their 

jobs. Employers should remove any barriers that prohibit employees with impairments from 

performing their jobs (Blanchfield & Brown, 2015:3). Employers are obligated to conform 

their practices with the national legislative frameworks that support employment of people 

with disabilities, which will be explored next. 

 

2.19   POLICY GUIDELINES  

2.19.1  Company guidelines on employing persons with disabilities 

Policy guidelines on the employment of persons with disabilities play a vital role in ensuring 

that those tasked with the responsibility of employing persons with disabilities are following 

the procedures. The South African Human Rights Commission (2015) recommends that 
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employers create thorough policy guidelines to prevent discrimination and to make 

workplaces more accessible to all employees, ensuring that they understand their rights. 

Employers sometimes lack awareness of developmental disorders and how to support 

individuals facing workplace obstacles. This can result in poor hiring and management 

practices, including restricted flexibility in recruiting and adapting assignments and 

activities (Khayatzadeh-Mahani et al., 2020). Policy guidelines not only serve as a tool, but 

also inform individuals who are responsible for employing people with disabilities on the 

procedures during the recruitment process.  

 

2.19.2 Availability of policies to accommodate employees with disabilities 

Thompson, Strickland and Gamble (2010) highlighted that policies ensure that decision 

makers do not go overboard with their decisions, as they are limited to working within the 

standard processes and procedures of the organisation. The Department of Social 

Development (South Africa, 1997b) highlighted that the goal of the policy is to instruct and 

educate the organisation on its intent to assist with transformational adjustments to promote 

the inclusion of persons with disabilities.  

 

This should be in line with the present policy framework through mainstreaming and by 

integrating disability into social development activities. It provides a wide agenda for 

organisations to address impairment concerns (South Africa, 1997b). Along with the policy, 

�W�K�H�U�H���L�V���D���³�*�X�L�G�H���W�R���0�D�Q�D�J�L�Q�J���'�L�V�D�E�L�O�L�W�\���L�Q���W�K�H���:�R�U�N�S�O�D�F�H�´���W�K�D�W���R�I�I�H�U�V���P�D�Q�D�J�H�U�V���D�G�Y�L�F�H���R�Q��

how to deal with clients and employees who are disabled. The guidebook resembles a 

training module and covers a wide range of potential issues (International Labour 

Organisation, 2016).  
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Matshedisho (2007) suggested that some employers only have policies be compliant. One 

of the issues that contribute to lower employment rates for people with disabilities is that 

organisations write policies just because they are required to do so. The implementation of 

these policies is difficult, and they have failed for decades to address the employment of 

people with disabilities, therefore an alternative is required because policies alone are 

insufficient. 

 

2.19.3 Reviewing of regulations, company policies and practices  

Mutanga, Manyonga and Ngubane-Mokiwa (2018) argued that some regulations, which 

have already been approved and passed into law but are not bringing about change, need to be 

reviewed and revised. To ensure that there are no elements of discrimination against persons with 

disabilities, the relevant authorities should periodically evaluate all rules and regulations affecting 

employment, job retention, and return to work in the public and private sectors. Some companies 

have reviewed their policies and procedures to identify any unethical actions regarding those with 

disabilities. The new policies aggressively support the hiring of persons with disabilities and 

developed a proactive stance to remove discrimination (Gida & Ortlepp, 2007). If current 

policies, regulations, and practices have failed to bring about change, employers should 

evaluate and close those gaps. 

 

2.19.4 Institutions employ an expert to advise on accommodation of persons with 

disabilities 

Bolton (2022) reported that some of the top specialists are the employees with disabilities 

themselves. Persons with disabilities are skilled at recognising the obstacles that stand in the 

way of full participation and developing strategies to get around them (United Nations, 
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2020). Employers should focus on the improvements that will enable employees with 

disabilities to perform to the best of their abilities.  

 

Bolton (2022) stressed that minor changes can have a huge impact, and employers should 

be receptive to any suggestions. Human resources practitioners do not instantly become 

experts on handicap issues. Many employers and managers lack knowledge regarding 

disabilities and an expert in the field can give professional guidance to overcome obstacles. 

They have the skills and knowledge to assess the circumstances and conditions in the 

organisation to offer guidelines for the recruitment strategies and the development of 

disability management strategies (Momm & Ranson, 2011).  

 

Disability strategies can, however, only be effective if companies begin to take disability 

seriously by ensuring that qualified personnel are trained to deal with disability issues within 

their workforce. Institutions without a qualified specialist to deal with disability issues will, 

in most situations, turn a blind eye to significant disabilities, particularly during the 

recruitment process. The following part examines the employment policies of the 

universities under consideration when it comes to the employment of people with 

disabilities. 

 

2.20 UNIVERSITY POLICIES ON EMPLOYMENT OF PERSONS WITH 

DISABILITIES  

The purpose of the study was to investigate the employment of persons with disabilities at 

the two institutions of higher learning. The aim was further to establish whether these 
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institutions had employment policies in place that addressed the employment of persons 

with disabilities. 

 

2.20.1 Employment policy of Tshwane University of Technology on employment of 

persons with disabilities 

�7�K�L�V�� �V�H�F�W�L�R�Q�� �O�R�R�N�V�� �D�W�� �7�8�7�¶�V�� �H�P�S�O�R�\�P�H�Q�W�� �S�R�O�L�F�\�� �R�Q�� �W�K�H�� �H�P�S�O�R�\�P�H�Q�W�� �R�I�� �S�H�U�V�R�Q�V�� �Z�L�W�K��

disabilities. This policy is accessible on the university staff portal. The university has a 

strategy of redressing prior workplace disadvantages for persons with disabilities through 

affirmative action. The policy states that persons with disabilities shall be offered 

employment on the same terms and conditions as those without impairments and will have 

equal opportunities for advancement in their careers. TUT is dedicated to ensuring that the 

workplace accommodates the needs of workers with disabilities by offering adjustments, 

such as flexible work arrangements, modifications to the work environment, changes to job 

design, work schedules, or other work practices, modifications to equipment, and the 

provision of training or other assistance (Tshwane University of Technology, 2022).  

 

The current TUT employment policy does not say much regarding people with disabilities 

because it focuses on affirmative action. The university policy should be precise about the 

hiring of people with disabilities and explain how it is handled during the recruitment 

process. Affirmative action has failed to alleviate the employment of people with 

disabilities, as employers tend to hire anyone who falls into the group of formerly 

advantaged people. TUT must be intentional when it comes to disability issues, 

incorporating them into their strategies. 
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2.20.2 University of Venda policy on the employment of persons with disabilities 

This section examines the UNIVEN employment policy regarding the employment of 

persons with impairments. This policy is available on the university's staff portal. To achieve 

its strategic goals and objectives of becoming a leading quality-driven financially 

sustainable university, the University seeks to attract and retain adequately qualified 

competent and committed staff at all levels. In addition, the University is committed to 

encouraging diversity by providing preference to qualified members of recognised groups. 

UNIVEN seeks to recruit, select, and appoint the best applicants for available jobs, and all 

appointments will be made based on merit and employment equity principles (UNIVEN, 

2022).  

 

UNIVEN's policy regarding the hiring of people with disabilities is based on diversity and 

equity. This policy is not disability specific as diversity is more about having people from a 

variety of backgrounds rather than targeting people with disabilities. Employers can choose 

not to prioritise people with disabilities in the hiring process if  their workforce is diverse. 

Employment equity is a policy established in the constitution. It applies to previously 

disadvantaged people, including people with disabilities. This offers a loophole for 

employers regarding the balance of employment equity in the organisation or individual 

departments. Therefore, a policy that specifically addresses the employment of people with 

disabilities is required. Policy evaluation and monitoring are critical components of the 

execution of disability management and will be explored in the next section.  
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2.21 EVALUATION AND MONITORING OF THE IMPLEMENTATION OF A 

DISABILITY MANAGEMENT STRATEGY  

This section reports on the evaluation and monitoring of the implementation of a disability 

management strategy at the institutions of higher learning under study.  

 

Bayer and Van der Burg (2022) described impact monitoring as the constant evaluation of 

the outcomes of an intervention and its environment. Instead of focusing only on specific 

questions indicated by the longer-term evaluation framework, many indicators are used to 

track changes in the fundamental elements. Annual monitoring of results will reveal the pace 

of change at the outcome level, which may then be used to determine the optimal scheduling 

for the next evaluation. The monitoring plan continuously examines how affects evolve in 

dynamically changing surroundings. The collection of monitoring indicators is proposed for 

annual implementation (Bayer & Van der Burg, 2022). According to Markiewicz and 

Patrick (2015), the development of a monitoring and evaluation framework is critical in 

assessment practice, but it is not adequately covered in evaluation and professional training. 

Designing the framework requires specialised knowledge and skills, such as employing 

participatory approaches to engage stakeholders and proceedings of implementation 

(Markiewicz & Patrick, 2015).  

 

Those tasked with the responsibility of managing disability in the workplace do so at their 

own discretion as there are no formal guidelines in place (Govender, Govender & Naidoo, 

2021:1445). Zivitere and Claidze (2012:5) reported that there was a lack of monitoring and 

evaluation on the implementation of policies on the employment of persons with disabilities. 
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This literature is pertinent to the current study because, although policies are in place, 

monitoring is not always in place to ensure that implementation is carried out.  

 

Evaluation and monitoring of policies are key components of the implementation process. 

The two institutions of higher learning have policies in place, but policies without 

monitoring and implementation will have little impact. Individuals in charge of leading 

organisations must ensure that individuals entrusted with policy execution are accountable. 

Evaluation of policies to check if they are working or not can also assist institutions in 

determining where there are loopholes in the policies that need to be addressed to close the 

gap in employment policy implementation.  

 

2.22 EMPLOYMENT PROCESSES ACCORDING TO LABOUR RELATIONS 

Employment is an aspect of an organisation's operational activities, specifically the HR 

value-chain. Operations management refers to the management of the value-chain activities 

to provide products or services to th�H�L�U���F�X�V�W�R�P�H�U�V�����$�Q�\���L�Q�V�W�L�W�X�W�L�R�Q�¶�V���R�S�H�U�D�W�L�R�Q�D�O���S�H�U�I�R�U�P�D�Q�F�H��

is critical. Flexibility refers to the ability to adapt or change the process when needed. This 

�H�Q�W�D�L�O�V���D�O�W�H�U�L�Q�J���W�K�H���R�S�H�U�D�W�L�R�Q�¶�V���I�X�Q�F�W�L�R�Q�����D�V���Z�H�O�O���D�V���K�R�Z���D�Q�G���Z�K�H�Q���L�W���L�V���F�D�U�U�L�H�G���R�X�W��(Slack, 

Brandon-Jones & Johnston, 2013:6). Senior management, HR officials, supervisors, and 

support staff all play an important role in integrating employees living with disabilities into 

the system. Employees living with disabilities necessitate specific institutional changes to 

enable flexibility. 

 

University operations must be adaptable to new developments or modifications, as well as 

staff with diverse abilities. The management framework and processes are intended to 
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provide a positive candidate experience, while ensuring a consistent, fair, and lawful 

recruiting process. Many of these procedures are based on university regulations. Many 

South African and international organisations have adopted standard hiring procedures. 

Each step of the recruiting and hiring process is identified in Figure 2.6 which shows an 

integrated management framework (Iowa State University of Science and Technology, 

2021). 

 

 

 

 

 

Figure 2.6   Recruitment and selection processes 

Source: Iowa State University of Science and Technology, 2021 

 

Ipsen, Kurth and Hall (2021) mentioned that the recruitment of people with disabilities 

frequently takes place through patient registries, service providers, advocacy groups, and 

disability organisations. Recruitment that just uses existing links could result in samples that 

are missing crucial information. Bonaccio et al., (2020) emphasised that managers are 

worried about having to alter their recruitment strategy when coming across a candidate with 

a disability. The concept of accommodations underlies most HR processes, from encounter 

through to separation. After being chosen, the employee and the employer enter the actual 
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working relationship, where social integration and performance management are crucial 

components. In this situation, managers could be unsure about how the newly hired person 

will affect current staff.  

 

Managers may also be concerned about the performance and safety practices of employees 

with disabilities. Support for employees with disabilities is required during the recruitment 

and selection processes. Institutions must guarantee that operational processes are managed 

in accordance with applicable regulations, and that persons with disabilities are not treated 

unfairly because of their disability. All hurdles to the smooth operation of these processes 

in relation to employees living with disabilities must be removed. 

 

Hypotheses: 

The assumptions presented in this section are developed from the examination of several 

issues in the chapter and play an important role in ensuring that people with disabilities find 

employment. Legislation provided can make or break the opportunities of employment for 

persons with disabilities.  

�x   The legislative frameworks do not address the job challenges that people with 

disabilities experience. 

�x   Existing policies do not accommodate employees with disabilities. 

�x   The government has no monitoring system in place to verify compliance of 

employers to reach the targets for hiring people with disabilities. 
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2.23 EDUCATION OPPORTUNITIES AVAILABLE TO PERSONS WITH 

DISABILI TIES IN SOUTH AFRICA  

Education is a crucial tool for presenting people with disabilities with employment 

opportunities. The Constitution of South Africa provides all children with the right of 

education. Additionally, the government stresses the necessity for children to participate in 

Early Childhood Development (ECD) programmes. ECD policies necessitate all children of 

the age of five to be enrolled in a structured Grade Readiness (Grade R) elementary school 

programme (Stats SA, 2022). According to the South African Schools Act, all children from 

the ages of 7 to 16 should be enrolled in a licensed education programme (South Africa, 

2016a).  

 

This section's analysis focuses on people between the ages of 5 and 24 years of age who 

were attending school. Using the broad definition of impairment, a comparison is made 

between persons with and without disabilities for both the 2011 and 2022 censuses. To have 

a deeper understanding of how basic education is accessed in the nation, the data were 

broken down by demographic group, sex, and geographic area (Stats SA, 2022). 

 

The attendance results per gender throughout the data collection period at an educational 

institution for children and young people with disabilities aged 5 to 24 years (wide 

definition) are shown in Table 2.2. From 1.6 million in 2011 to 1.2 million in 2022 (numbers 

rounded-off), fewer children with disabilities attended educational institutions overall, 

although the number of children without disabilities increased from 12.1 million in 2011 to 

13.3 million in 2022 (numbers rounded-off). When the differences were broken down by 

gender, more female learners than male learners with disabilities attended educational 



 
 

77   

institutions, whereas more male learners without disabilities than female learners without 

disabilities did the same (Stats SA, 2022). 

 

Table 2.2  Distribution of persons aged 5�±24 years by gender, attendance at an 

educational institution and disability status, 2011 and 2022 

Source: Census, 2011; 2022 

According to Figure 2.7, the number of children and young people with disabilities who 

were not attending an educational institution increased over the last ten years. When 

comparisons by population group are conducted, this tendency became even more apparent.  

The highest increase in persons with disabilities not attending school was registered for the  

Coloured population, at 9,9%, followed by the Black population, at 7.2%, and 4.4% for the 

Indian population group. The percentage of White people who did not attend school 

increased by only 0.5% in 2022. The proportion of people in the �µ�2ther�¶ population group 

decreased by 8,9% (Stats SA, 2022). 
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Figure 2.7 Percentage of persons aged 5�±24 years with disabilities not attending an 

educational institution by population group, 2011 and 2022 

Source: SA Census, 2011; 2022 

 

Figure 2.8 depicts the distribution of people aged 20 and older with disabilities (severe 

criteria) by highest degree of education and population category between 2011 and 2022. 

During the reference period, the percentage of people with disabilities who completed grade 

12 and higher education increased across all population groups. This demonstrates that 

people with impairments transitioned and received formal qualifications in 2022. The White 

and Indian/Asian demographic groupings had the largest percentage of people with 

disabilities who achieved higher qualifications during the reference period (Stats SA, 2022). 

 

The data show that some persons with disabilities received education and that there are enough 

people in the country who attended educational institutions to be employed. The lack of formal 

education can thus not be used as an excuse for not employing persons with disabilities. 



 
 

79   

Employers should be in position to help persons with disabilities with no formal work 

experience to acquire that experience, so that they can get permanent employment. 

Figure 2.8  Distribution of persons aged 20 years and older with disabilities by 

highest level of education and population group, 2011 and 2022 

Source: SA Census, 2011; 2022 

  

2.23.1    The enrolment of disabled students at Tshwane University of Technology 

The South African government adopted the laws of equality to ensure unbiased educational 

registration (South Africa, 1996). To confirm that the two institutions included in this study 

contribute to the education of persons with disabilities without discrimination, the enrolment 

data were obtained. The same principle of non-discrimination should apply to the 

employment of these students since the institutions empower them with knowledge and 

skills. The employment of persons with disabilities are linked to education, therefore these 

institutions should be leaders in offering suitable employment. This sub-section reviews the 

enrolment of students at TUT for the period 2012 to 2020. The intention is to review the 

enrolment statistics of students with disabilities at TUT regarding the South African policy. 
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2.23.2 Enrolment policy on students with disabilities at Tshwane University of 

Technology and University of Venda 

Both institutions claim to be dedicated to the fair and equal treatment of all individuals, and, 

as institutions of higher education, to make every effort towards an inclusive mode of 

education. The universities recognise that persons with disabilities have equal rights to reach 

their academic and professional potential just as those who do not have disabilities. Both 

institutions are thus morally and legally bound and devoted to a course of action that will 

increase the accessibility for students with disabilities and the extent to which they are 

accommodated. TUT (2021) stated that: 

In order to address this matter in a responsible manner and to achieve the goal of 

inclusive education, structures and policies need to be put in place to deal with matters 

pertaining to such students. All actions resulting from the implementation of this 

policy will be governed by the financial capacity of the University. 

 

Table 2.3 illustrates that students with disabilities cohort is a small percentage of the total 

student populace at the TUT Pretoria West campus and UNIVEN for the period 2012 to 

2020. Tables 2.4 and 2.5 show similar statistics per faculty for the same period. These 

statistics question whether TUT, as well as UNIVEN, are adhering to their policy regarding 

the enrolment of students with disabilities. It could also be that such students do not seek 

tertiary education opportunities at these universities. Further investigation is needed to 

uncover the explanation behind these statistics.  

 

The statistical data obtained from the two institutions indicate that despite the educational 

opportunities they offer to these students, they do not absorb them into employment. Further 
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should not be defined by their disabilities. Instead, it must be recognised that they can make 

valuable contributions to their workplaces and to the economy when given the opportunities 

and reasonable accommodations (Gary, 2015). 

 

 2.24.3   Employees with disabilities are difficult to manage 

The study by Van Staden (2011) found that there were mixed views to the statement 

regarding the management of employees with disabilities. Pathways (2022) on the other 

�K�D�Q�G�����V�X�J�J�H�V�W�H�G���W�K�D�W���L�W���L�V���Q�R�W���D���F�K�D�O�O�H�Q�J�H�����S�U�R�Y�L�G�H�G���W�K�H�V�H���H�P�S�O�R�\�H�H�V�¶���Q�H�H�G�V���D�U�H��being met. 

Rutnam (2017) suggested that a manager who is comfortable with employees living with 

disabilities will promote inclusion, while reflecting on management styles and working 

procedures. Such managers will have positive attitudes without preconceived ideas of the 

abilities of the disabled employees and will contribute to the advancement of their careers. 

Govender et al. (2021) identified supervisors as the least equipped to manage employees 

with disabilities based on the lack of relevant knowledge and training.  

 

2.24.4  Employees with disabilities need special attention from their supervisors 

A common misconception among managers is that recruiting persons with disabilities is 

difficult because they have unique requirements that must be considered. Van Staden (2011) 

reported that employers and managers perceive these employees to need special resources 

to make the workplace accessible. Without the support of their managers and co-workers, 

individuals with disabilities frequently struggle to learn and perform employment skills. 

�0�D�Q�D�J�H�U�V�¶�� �Y�L�H�Z�V�� �K�D�Y�H�� �D�Q�� �L�P�S�D�F�W�� �R�Q�� �W�K�H�� �V�X�S�S�R�U�W�� �R�U�� �G�L�U�H�F�W�L�R�Q�� �S�U�R�Y�L�G�H�G�� �W�R�� �W�K�R�V�H�� �Z�L�W�K��

disabilities (International Labour Organisation, 2011). 
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2.24.5   Employing persons with disabilities is more expensive than hiring other 

employees 

Van Staden (2011) highlighted that many employers limit the employment of persons with 

disabilities based on the perceived costs involved. Consequently, less than 3% of the 

disabled persons are employed (Stats SA, 2011). Human rights regulations require 

employers to realistically include employees living with disabilities and to prevent undue 

hardship caused by their working environment (Law, 2021). Despite these regulations and 

national legislation regarding equity and diversity in the workplace, disabled persons still 

face many restrictions in obtaining equal job opportunities. In contrast with these objections, 

Bonaccio et al. (2020) advocated the employment of persons with disabilities.  

 

The main reason is that these individuals offer an accessible trained labour source. The 

government further offer incentives to organisations, making the employment of persons 

with disabilities cost-effective. Further advantages of hiring persons with impairments include 

their contributions to the workplace, improved customer loyalty, increased production, and 

reduced absenteeism (Maja et al., 2008:24). Employees with disabilities can also bring 

creativity, innovation, and a variety of viewpoints to the table when it comes to overcoming 

obstacles and completing tasks (Herson, 2021). These reasons illustrate that the negative 

perceptions of South African employers towards persons with disabilities are unfounded and 

they should be granted equal access to job opportunities (Bonaccio et al., 2020). 

 

2.24.6  Employees with disabilities are more absent from work than other employees  

South Africa, like any other country, needs the contributions of every capable individual to 

its economic growth. To transform the thinking in the workplace to eradicate negative 
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stereotyping of disabled employees, the noteworthy contributions of persons with 

disabilities need to be highlighted. A person living with disability often develops into a well-

adjusted, productive worker in an environment of acceptance, cooperation, and goodwill 

(Pathways, 2022).  

 

The DEL (South Africa, 2013) found persons with disabilities to be more dedicated to their 

jobs since they are aware that they compete with those who are able. Folguera (2019) stated 

that despite legislative initiatives to promote disability inclusion in the workplace, 

employers and managers continue to be wary of hiring persons with disabilities because of 

their alleged higher absenteeism rates than other workers. However, employees with 

disabilities rarely miss work without valid reasons, and contribute to the successful day to 

day operations of the organisation (Folguera, 2019). 

 

2.25 EMPLOYMENT  SUPPORT FOR PERSONS WITH DISABILITIES  

The significance and support of including people with disabilities in the hiring process are 

being discussed in this section.  

 

2.25.1    Improving  employment for persons with disabilities 

According to Sokira, Dzhulaeva, Myshbayeva, Bolatkyzy and Otepbergen (2020:3) critical 

interventions are needed to improve the working conditions for persons with disabilities. 

Such interventions should include:  

�x Early diagnostic services and family care.  

�x Technical training for teachers, staff, and experts. 

�x Specially developed training materials for educators in special and inclusive schools. 
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�x Collaboration with businesses to develop inclusive jobs. 

�x Legislative changes. 

�x Training of stakeholders to create awareness. 

�x Increasing the capacity of partner organisations so that long-term progress is made 

(Sokira et al., 2020:3).  

 

2.25.2    Supporting transition into the open labour market 

Persons with disabilities are often not employed due to the limited employment 

opportunities in the area where they live. To overcome this barrier employers can consider 

more flexible work arrangement (Al -Gazzaz, 2021:1). The introduction of new technology 

presents opportunities for employers to review procedures, which allows employees to work 

from home. They can use this opportunity to increase the employment of persons with 

disabilities and allow them to work in the comfort of their home when necessary.  

 

2.25.3 Promotion of inclusive placement of persons with disabilities by human 

resource practitioners 

Beatty, Baldridge, Boehm, Kulkarni and Colella (2019:134) emphasised the existing 

employment equity targets and plans in SA accordance to the EEA. HR practitioners should 

drive this agenda as well as inclusion as the custodians of organisational culture. They can 

help their companies to focus on abilities rather than restrictions and to accept disability as 

a natural part of human diversity. These professionals can also assist in the understanding 

of the range of treatment options available to persons with disabilities in the workplace 

(Beatty et al., 2019). The creation and implementation of a strategic cooperation between 
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occupational therapy and human resource professionals/agencies will help to promote 

inclusive employment (Berry & Kymar, 2013:29). 

 

2.25.4    Institutions �¶ recruitment of employees who are living with disabilities 

Persons with disabilities have lower employment rates despite their stronger commitment 

and lower absenteeism (Aichner, 2021). Research also found that individuals with 

disabilities perform better on a variety of efficiency-related measures and assessments. In 

the light of these results, organisations should recognise that they might be missing valuable 

opportunities of increased productivity and financial success when they fail to employ 

persons with disabilities.  

 

Having fair and unbiased processes and policies that inclusively open opportunities for 

persons with disabilities will bring friendly working environments and overcome the 

misconceptions regarding the employability of these persons (Aichner, 2021). It is 

recommended that persons with disabilities must be viewed by society as capable 

individuals who were born differently. Communities must begin including persons with 

disabilities in their decision-making processes. Once they are accepted, the negative perception 

will change. 

 

2.25.5    Institutions provide traini ng in dealing with issues related to the employment 

of persons with disabilities 

Disability Awareness in the Workplace Training (DAWT) offers practical guidance on how 

to assure, encourage, and support workers with disabilities to enable them to be successful 

and valued members of the workforce (Pure Innovation, 2021). Studies have shown that 
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�G�L�V�D�E�L�O�L�W�\���D�Z�D�U�H�Q�H�V�V���L�Q�L�W�L�D�W�L�Y�H�V���F�D�Q���V�L�J�Q�L�I�L�F�D�Q�W�O�\���L�Q�F�U�H�D�V�H���E�R�W�K���D�G�X�O�W�V�¶���D�Q�G���F�K�L�O�G�U�H�Q�¶�V���V�K�R�U�W-

term knowledge of and attitudes toward persons with disabilities. Training programmes that 

promote disability awareness help people of all ages to develop positive attitudes toward 

persons with disabilities (Hayward et al., 2021:260). 

 

2.26 SUMMARY  OF THE CHAPTER  

There is no single exclusive definition of disability that has achieved international 

consensus. People may suffer from different disabilities, such as visual impairment, auditory 

impairment, mental health conditions, intellectual disabilities, brain damage, autism 

spectrum disorders, physical disabilities, and progressive chronic conditions. 

 

The South African legal framework for employment of persons with disabilities include the 

INDS, TAG, and the EEA, No, 55 of 1995. The EEA, No. 55 (1998) is the core piece of 

legislation that defends and encourages the right to equal treatment in the workplace. The 

Constitution of the Republic of South Africa not only sets the foundation in terms of the law 

but also protects the rights of citizens against the injustices of the past, the present, and the 

future. The INDS must be aligned with strategic and policy directives. On the 

recommendation of the Commission for Employment Equity, the Department of Labour 

published the Code of Good Practice for the employment of individuals with disabilities to 

ensure that their rights are protected in the workplace.  

 

TAG ensures that there is no discrimination, and that affirmative action is followed 

according to the Labour Relations Act. Many human resource managers adhered to company 

hiring standards and believed that having a separate disability policy was superfluous. 
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Policies serve as guidelines that assist managers and employees in executing their daily 

decisions, so that there is no deviation from the strategic objectives of the organisation. To 

ensure that there are no elements of discrimination against persons with disabilities, the 

relevant authorities should periodically evaluate all rules and regulations affecting 

employment, job retention, and return to work in the public and private sectors. Employers 

should focus on the improvements that will enable employees with disabilities to perform to 

the best of their abilities. �$�S�S�U�R�[�L�P�D�W�H�O�\�� �������� �R�I�� �W�K�H�� �Z�R�U�O�G�¶�V�� �S�R�S�X�O�D�W�L�R�Q���� �R�U�� �R�Q�H�� �E�L�O�O�L�R�Q��

people, are living with disabilities. Despite workplace diversity laws, persons with 

disabilities still do not have equal access to career opportunities and the labour market 

absorption rate is small for these people. The legal framework has an important influence 

on the employment of disabled persons.  

 

Employing persons with disabilities are often perceived as costly due to the additional 

resources needed to accommodate their needs. Disability inclusion remains a worldwide 

human right that attempts to embrace the multiplicity of all people, irrespective of colour, 

gender, disability, or other characteristics. The role of human resources professionals is to 

help their companies better recognise and respond to the diversity and complexity of 

disabilities, especially those that are invisible or poorly understood. Employing persons with 

disabilities are often perceived as costly due to the additional resources needed to 

accommodate their needs. Managers manage persons with disabilities or a health condition 

at their discretion because there are no formal referral procedures in place. Employees living 

with disabilities necessitate specific institutional changes to enable flexibility. 
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CHAPTER THREE 

RESEARCH METHODOLOGY  

 

3.1   INTRODUCTION  

This chapter comprehensively discusses the research methodology employed in this study. 

The research approach and design are also discussed in detail. The method of data collection 

and analysis as well as the ethical considerations and the value of the study are also 

explained.  

 

3.2   RESEARCH AREA 

The study was conducted at two institutions of higher learning in South Africa, namely 

UNIVEN and TUT. These institutions are public universities located in Gauteng and 

Limpopo. The two institutions have approximately 3 200 support staff, of which 368 were 

from UNIVEN and 2 832 from TUT. These staff members play a vital role, directly or 

indirectly, in the employment of persons with disabilities at the institutions. The two 

institutions were selected out of the 26 public institutions in the country that are tasks with 

the training and equipping of students with disabilities, preparing for the workplace. More 

institutions were invited to take part in the research, but permission was only obtained from 

two of these institutions.  

 

3.3   THE ROAD MAP OF THE STUDY  

Figure 3.1 presents a road map of the methodology followed in this study. Included in 

research methodology is the research paradigm, which refers to the philosophical approach 

of the study. It also includes the research approach indicating the structure of the research. 
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between variables (Saunders, Lewis & Thornhill, 2016:172). It, therefore, confirms the 

existence of unintended correlations between variables. To reach the objective of 

investigating the factors influencing the employment of disabled persons at two higher 

education institutions in South Africa, the study used explanatory research. Although 

questionnaires are deemed appropriate for explanatory research (Garg, 2016:74), Rowley 

(2014:311) raised some concerns about using it.  

 

These concerns referred to the uncertainty that the participants understood all the questions 

and responded truthfully and accurately. It is also inevitable that some questions will remain 

unanswered due to the participant running out of time, a lack of interest, uncertainty about 

the subject, or an unwillingness to disclose certain information. This study made use of a 

structured questionnaire to collect the primary data.  

 

Cheung (2014) described a structured questionnaire as a document that has a set of 

standardised questions with a predetermined system that sets the exact language and order 

of the questions. The hypothesis expresses the influence that the independent variable is 

expected to have on the dependent variable, and the researcher assessed this effect in the 

study. The researcher also assessed how much the intervention has improved or influenced 

the analysis units (dependent variable) (Welman, Kruger & Mitchell, 2011:78). 

 

3.5   POPULATION AND SAMPLING  

3.5.1    Population 

A population is the total number of subjects, with similar characteristics that the researcher 

wants to draw conclusions about (Salkind, 2009:33). The population of this study is the  



 
 

94   

3 200 support staff members of UNIVEN as well as TUT. These staff members included 

lower level to senior management positions in the following departments: academic 

administration, finance, financial aid, human resources, ICT, library, student development 

and support, and student residence staff. The inclusion of support staff on various level of 

the institutions was because these staff members play a role in the success or failure of 

persons with disabilities in the workplace. Support staff from all levels contribute towards a 

friendly or unfriendly working environment for persons with disabilities. The participation 

of all support staff from various level will also indicate if staff on the lower level knows the 

number of employees employed by their institutions.  

 

3.5.2    Sampling 

Due to financial and time constraints, it is not always practical to include the whole 

population in research (Garg, 2016:84). Therefore, a sample is selected from the population. 

When selected carefully, it serves as a good representation of the larger population, 

highlighting their specific characteristics and behaviour patterns. The two main sampling 

categories are probability and non-probability sampling. Wisniowski, Sakshaug, Ruiz and 

Blom (2020) explained probability sampling as a random sampling method in which each 

member of the population has an equal non-zero chance of being included in the sample. In 

non-probability sampling, on the other hand, the possibility of inclusion is not known and 

might be zero for some members of the population.  

  

3.5.3    Sampling procedure 

A sample frame was used to select employees from different divisions to form the sample 

of the study. According to Blaikie (2009:174), stratified random sampling ensures that there 
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are enough numbers in the sample from all groups that are to be studied. According to 

Nickolas (2021), stratified random sampling is a sampling method that divides a population 

into smaller sub-groups known as strata. The strata are generated based on members�¶ shared 

traits or characteristics such as income or educational attainment. Proportional random 

sampling or quota random sampling are other terms used for stratified random sampling 

(Nickolas, 2021).  

 

In this study, a stratified random sample was used that consists of support staff and managers 

working the following divisions: human resources; registrar; finance; accommodation; and 

catering, corporate affairs and marketing, library and information services, operations, 

planning and co-ordination, quality planning and risk management, secretariat and legal 

services, and student affairs and extracurricular activities. For members of the population to 

qualify to take part in this research study, the following inclusion criteria had to be met:  

�x Must be a support staff member at one of the two institutions of higher education 

targeted in this research project. 

�x Must have an employment level in one of the hierarchical structures of management 

at one of the institutions included in the study. 

�x Voluntarily participation in the study by signing the informed consent form. 

 

3.5.4    Sample size calculation 

Calculating an accurate sample size is essential for the validity of research. The Cochran 

formula is often used by statisticians to determine the sample size that expresses strong 

characteristics of the population, which will allow the researcher to make reliable and valid 

inferences. This is often referred to as the power of significance. This formula permits the 
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institutions other than the researcher. In this study, primary data were collected by means of 

a questionnaire. Secondary data were obtained from various sources, including the South 

African National White Paper pertaining to the employment equity as well as the policy 

statements of the institutions targeted in this study.  

�x South African National White Paper pertaining to employment equity 

South African National White Paper pertaining to the employment equity was analysed in 

conjunction with employment policies on the placement of persons with disabilities at the 

universities. 

�x The policy statements of the respective higher educational institution 

employment strategy 

The employment policies of the respective universities were analysed to determine the 

alignment to the employment equity, as stated in the South African National White Paper 

pertaining to employment equity. 

 

3.6.1  Primary data collection 

A structured questionnaire was deemed as a suitable instrument for the collection of primary 

data in this investigation. In business and management research, the survey questionnaire is 

�I�U�H�T�X�H�Q�W�O�\���X�V�H�G���W�R���D�Q�V�Z�H�U���T�X�H�V�W�L�R�Q�V���V�X�F�K���D�V���³�Z�K�D�W�����Z�K�R�����Z�K�H�U�H�����D�Q�G���K�R�Z� .́ The questions 

are structured to align with the objectives of the study.  

 

3.6.2   The data collection instrument 

An existing standardised questionnaire (Van Staden, 2011) was adopted to collect the 

primary data. The questionnaire investigates the issue of equity regarding gender, 

educational and employment history, and attitudes or perceptions of the support staff on the 
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�L�Q�V�W�L�W�X�W�L�R�Q�V�¶���H�P�S�O�R�\�P�H�Q�W���S�R�O�L�F�L�H�V�����9�D�Q���6�W�D�G�H�Q���������������� The study conducted by Van Staden 

focused on various organisation including those dealing with persons with disabilities.  

 

The objectives of the study conducted previously by Van Staden focused on the review of 

current human resources policies and differ from the objectives of the current study. This 

study only focused on the legislative frameworks and guidelines, as well as the attitudes and 

perception of staff, and the institutional approach towards employing and managing persons 

with disabilities. The aim was to establish whether these frameworks are making a 

meaningful impact on the employment of persons with disabilities within the selected 

institutions of higher education. It was also to identify the existing gaps and to offer a new 

framework that could address the identified gaps.  

 

The questionnaire was distributed electronically, was self-completed, and contained 56 

questions. The close-ended questions were mostly guided by the five-point Likert scale, with 

1 = strongly disagree and 5 = strongly agree. The demographic information of the 

participants included occupational history, academic credentials, term in current post, 

preferred language of communication, and was the participant differently abled, as well as 

was the participant managing differently abled employees.  

 

The questionnaire also included questions to i�Q�Y�H�V�W�L�J�D�W�H���W�K�H���S�D�U�W�L�F�L�S�D�Q�W�V�¶���D�W�W�L�W�X�G�H�V���W�R�Z�D�U�G�V��

collaborating with differently abled persons �D�W���Z�R�U�N�����W�K�H���L�Q�V�W�L�W�X�W�L�R�Q�V�¶���S�R�O�L�F�L�H�V���U�H�J�D�U�G�L�Q�J���W�K�H��

employment of differently abled persons���� �D�Q�G�� �W�K�H�� �S�D�U�W�L�F�L�S�D�Q�W�V�¶�� �S�H�U�F�H�S�W�L�R�Q�V�� �R�Q�� �W�K�H��

employment of persons with disabilities. Further questions set out to establish whether the 











 
 

103   

3.9    ETHICAL CONSIDERATIONS  

Blumberg, Cooper and Schindler (2011:114) defined ethics as the study of the right 

behaviour when conducting research in a moral and responsible way. Ethics encompass 

norms or standards of behaviour that guide moral choices and principles in relationships 

with others. All necessary ethical approval procedures were followed, including but not 

limited to:  

�x Ethical approval by the Business School, Faculty of Management Sciences, TUT, and 

the UNIVEN research ethics committee (REC),  

�x Securing approval from the respective senior human resource managers from each of 

the two higher educational institutions in South Africa, and,  

�x Securing participant informed consent.  

 

Copies of the permission from the institutions can be seen in Annexure A and the ethical 

approval of TUT can be seen in Annexure B.  

 

The researcher undertook to conduct the research in the most transparent and honest manner 

possible. Participants did not receive any financial remuneration or any other benefits for 

taking part in the study. Anonymity was upheld during data collection and the data are being 

kept secure and confidential. Participants had the right to report any ethical concerns to the 

TUT Research Ethics Committee. Participation in the study was voluntary with the right to 

withdraw at any point of time without any consequences.  

 

They were further protected from any form of harm, whether physical or mental, and 

participation did not lead to emotional distress. The data gathered in the study were for 
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research purposes only. It could also inform, examine, and improve present university 

policies and procedures that affect employment of persons with disabilities. The outcomes 

might be published in a peer-reviewed journal with the consent of the university. The data 

will be stored for three years and will then be destroyed, hard copies will be stored safely at 

TUT, and electronic data will be kept on a password protected device.  

 

3.10   LIMITATIONS OF THE STUDY  

Ross and Bibler Zaidi (2019:261) stated that research constraints are errors in a research 

design that could affect the findings and conclusions of the study. Researchers have a 

responsibility to the academic community to explain a study's limitations completely and 

honestly. A thorough description of a study's limitations should include information about 

potential problems and its effects, potential workarounds, and any mitigation measures that 

have been done. The following limitations regarding this study have been identified: 

�x The study used a survey approach to collect the primary data. Participation to the 

study is voluntary, which means some of the university staff might opt not to take 

part in the study. There is also a possibility that questions are not fully understood, 

leading to incomplete surveys.  

�x The study research was limited to the support staff of two selected institutions, 

namely TUT and UNIVEN. Another institution was dropped from the study due to 

complex processes and regulations of obtaining permission to conduct the survey.   

�x Only permanent staff were allowed to participate in the research study because 

temporary staff are only employed for short period of time. It was a challenge to 

�R�E�W�D�L�Q���V�W�D�I�I�¶�V���S�H�U�V�R�Q�D�O���G�H�W�D�L�O�V���E�D�V�H�G���R�Q���W�K�H���U�H�V�W�U�L�F�W�L�R�Q�V��of POPIA. UNIVEN assisted 

the researcher through their marketing department. Upon approval by TUT, it was 
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stated clearly that it was the responsibility of the researcher to get staff information 

as the institutions does not give out such information.  

�x Some staff in HR were unwilling to participate in the study and specifically indicated 

that they do not wish to receive the questionnaire and that their names should be 

removed from the list. The research think that some HR staff did not want to 

participate in the study simply because they thought the study will exposes the 

processes and lack off. Some also perceived this matter as relating to human 

resources only. The truth is, however, that managers from other departments are also 

involved in the appointment of new staff. 

�x It was discovered that questions that are adversely worded receive less favourable 

responses than positively worded statements. 

 

3.11   THE CONTRIBUTION  OF THE STUDY  

This study has the potential to contribute to the body of knowledge regarding the 

employment for persons with disabilities. It also aims to bridge the existing gaps in the 

literature. The current study will fill gaps in the empirical and theoretical literature on the 

Constitution of the Republic of South Africa, EEA, TAG, INDS, LRA, Disability policy, 

WPRPD, Code of Good Practice on the Employment of Persons with Disabilities, NSDP, 

NDP, and W&ESETA. Senior management, who are responsible for developing 

institutional plans, will profit from the study's findings. This study will make a significant 

contribution by incorporating the INDS into the institutions�¶ strategies.  
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3.12   SUMMARY OF THE CHAPTER 

This chapter discussed the research area and research design, the population, sampling, data 

collection, and pilot testing, the data validity and reliability, the ethics, and the instrument 

to be used to collect data during the study. The chapter also looked at the instrument to test 

a hypothesis in relation to the objective of the study. This study added to the body of 

knowledge and served as a source of information for institutions regarding the employment 

of persons with disabilities. The next chapter focuses on the data analysis and results. 
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CHAPTER FOUR 

PRESENTATION OF STUDY RESULTS  

 

4.1    INTRODUCTION  

Chapter Three presented the detail about the research paradigms, methodologies, strategies, 

and techniques that support the study. It includes a synopsis of the background and nature 

of the data collection for this explanatory quantitative research study. 

 

Chapter Four discusses the analysis of the data that were collected via surveys from 

university staff, ranging from lower to senior management. The researcher provides 

empirical evidence for the explanatory quantitative technique design. The study objectives 

are presented as follows: 

�x Determine the extent to which national legislation and guidelines are followed. 

�x Determine the attitudes and perceptions of administrative staff at the institutions 

regarding the needs of persons with disabilities. 

�x Determine the institutional approach towards employing and managing persons with 

disabilities.   

 

The next section describes the approach taken in presenting the research findings. 

�x Demographical data included gender, level of education, and institutional 

employment rank. 

�x Occupational statistical data determined how many participants managed disabled 

employees, identification of the legislation or policy framework adopted to manage 

disabled employees, the perception of whether disabled employees are capable of 
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functioning as effective as able-bodied employees, the perception of whether 

disabled employees can perform strenuous physical activities, and whether disabled 

employees are more frequently absent from duty than able-bodied employees. 

  

The next section of the questionnaire evaluated the perceptions of the higher education 

institutions�¶ attitudes towards employees with disabilities. These responses related to the 

perception of �H�P�S�O�R�\�H�U�V�¶���Z�L�O�O�L�Q�J�Q�H�V�V���W�R���H�P�S�O�R�\��persons with disabilities, the perception of 

whether the working environment is friendly towards persons with disabilities, the 

perception of whether a job applicant who indicated being a person with disabilities on their 

application is properly considered, and the perception of whether higher education 

institutions disregard the management of disability concerns due to conflicts with corporate 

objectives.  

 

Higher education institutional policies and guidelines relating to employment of disabled 

individuals were investigated by the following: the higher education institutions have 

approved policies or procedures on employing persons with disabilities, use these policies 

or written procedures to guide management of these employees, and have a disability office 

or an ombudsman for the disabled, where staff members can file complaints about alleged 

discrimination or get assistance with disability-related issues. Additional issues covered in 

this subsection included whether employees believed that the Human Resources Department 

served as the main resource for the institution's disability initiative, whether the people in 

charge of running the institution�¶s disability programme were qualified and experienced for 

the job, and whether staff members knew whom to contact for information on disability 

management. 
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�7�K�H�� �R�F�F�X�S�D�W�L�R�Q�D�O�� �G�H�P�R�J�U�D�S�K�L�F�V�� �D�V�V�H�V�V�H�G�� �W�K�H�� �S�D�U�W�L�F�L�S�D�Q�W�V�¶�� �N�Q�R�Z�O�H�G�J�H�� �R�I�� �W�K�H�� �Q�X�P�E�H�U�� �R�I��

employees at their institution, the number of disabled employees at their institution, the types 

of disabled employees at their institution, and whether their institution recruits disabled 

persons. 

 

Institutional training to effectively manage employees reviewed whether participants were 

aware of institutional training and upskilling programmes to empower them to effectively 

manage disabled employees, how often they use the skills they learnt in these training 

workshops, what the focus areas of these training workshops are, and what the participants�¶ 

perceptions of who should attend these training workshops are. 

 

Participants were questioned on whether their institutions have effective performance 

management systems, whether these systems were applicable to disabled employees, and 

whether able-bodied and disabled employees were graded on the same performance 

management system. Participants were also questioned on whether their institution offers 

rewards for outstanding work performance. Finally, participants were questioned whether 

�W�K�H�\���E�H�O�L�H�Y�H�G���W�K�D�W���W�K�H���L�Q�V�W�L�W�X�W�L�R�Q�¶�V���S�H�U�I�R�U�P�D�Q�F�H���P�D�Q�D�J�H�P�H�Q�W���V�\�V�W�H�P���Q�H�H�G�H�G���W�R���E�H���F�K�D�Q�J�H�G�� 

 

T�K�H�� �S�D�U�W�L�F�L�S�D�Q�W�V�¶�� �S�H�U�F�H�S�W�L�R�Q�V�� �R�I�� �W�K�H�L�U�� �L�Q�V�W�L�W�X�W�L�R�Q�¶�V�� �U�Htention strategy were obtained by 

indicating whether the retention strategy adopted by their institution was applicable to 

disabled employees, whether the same retention strategy was used by both able-bodied and 

disabled employees, and whether disabled employees receive the same benefits as their able-

bodied counterparts. The participants also �L�Q�G�L�F�D�W�H�G���W�K�H�L�U���S�H�U�F�H�S�W�L�R�Q�V���R�Q���W�K�H�L�U���L�Q�V�W�L�W�X�W�L�R�Q�¶�V��

labour relations management strategy and whether it was available to disabled employees, 
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whether similar labour relations management strategies were used with able-bodied and 

disabled employees, and whether these strategies needed change. 

 

The last section of the questionnaire reviewed �S�D�U�W�L�F�L�S�D�Q�W�V�¶���S�H�U�F�H�S�W�L�R�Q���R�Q���W�K�H���H�P�S�O�R�\�P�H�Q�W��

policies and practices and whether these policies need to be changed to accommodate 

disabled employees, whether the employment policy was relative to the needs of disabled 

employees and whether the institution used the skills of an expert to draft an effective 

employment policy applicable to both disabled and able-bodied employees. The level of 

agreement or disagreement reported, indicates a combination of strongly agree and agree or 

strongly disagree and disagree.  

 

4.2    RESPONSE RATE AND PARTICIPANTS�¶ PROFILES 

Support staff from different divisions of the two universities (TUT and UNIVEN) were the 

focus group for the stratified sample used to gather the data. A total of 3200 support staff 

members were identified as potential study participants. Based on the sample size 

calculation explained in Chapter 3, 320 support staff members of the institutions were 

included in the sample. Only 241 participated in the study, possibly due to a lack of interest 

from some staff members. This equates to a 75% response rate, of which 11.62% were from 

UNIVEN and 88.38% were from TUT. (Results were rounded-off). 

 

4.3   DEMOGRAPHICAL DATA  

The demographical data, as presented in the following sections, included institutional 

employment rank, duration of employment, level of education, gender, and disability status.  
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4.4.2  Identi fication of legislation and/or policy framework that assists with the 

management of disabilities in the workplace 

Four main sets off legislation or policy frameworks were indicated by the participants as 

follows: 

�x The Constitution was used by 24.11%. 

�x The Employment Equity Act of 1988 (EEA) was used by 64.39%. 

�x The Integrated National Disability Strategy (INDS) was used by 8.48%. 

�x The Technical Assistance Guidelines (TAG) were used by 3.13%. 

�x No response was obtained from 7% of the participants. 

 

4.4.3  Perception regarding employees living with disabilities in the workplace 

The following six statements were included in the questionnaire and the responses can be 

seen in Figure 4.7. The questions were answered by 236 participants except Q14 was 

answered by 238 participants. The questions included in the questionnaire are as follows: 

�x Q10 Disabled employees are capable of working as well as any other employees. 

�x Q11 Disabled employees can participate in physically strenuous work. 

�x Q12 Disabled employees are difficult to manage. 

�x Q13 Disabled employees require special attention from their supervisors. 

�x Q14 It is more expensive to employ disabled employees. 

�x Q15 Disabled employees are more frequently absent from duty than able-bodied 

employees. 
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disability issues, at 58.23%. The responses to Q16, Q18, and Q19 were somewhat opposing 

with little differences in the percentages for agreement, disagreement, and neutrality. In line 

with the previous section, the levels of neutrality varied between 16.81% and 30.08%, which 

is alarmingly high.  

 

4.6   HIGHER EDUCATION INSTITUTIONAL POLICIES AND GUIDELINES 

RELATING TO EMPLOYMENT OF PERSONS WITH DISABILITIES  

�(�L�J�K�W���T�X�H�V�W�L�R�Q�V���Z�H�U�H���L�Q�F�O�X�G�H�G���L�Q���W�K�H���T�X�H�V�W�L�R�Q�Q�D�L�U�H���W�R���H�[�D�P�L�Q�H���W�K�H���S�D�U�W�L�F�L�S�D�Q�W�V�¶���N�Q�R�Z�O�H�G�J�H��

�R�Q�� �W�K�H�L�U�� �L�Q�V�W�L�W�X�W�L�R�Q�V�¶�� �S�R�O�L�F�L�H�V�� �D�Q�G�� �J�X�L�G�H�O�L�Q�H�V�� �U�H�J�D�U�G�L�Q�J�� �W�K�H�� �H�P�S�O�R�\�P�H�Q�W�� �R�I��persons with 

disabilities. These questions were guided by Yes, No, and Do not know responses. The 

results for Q21 to Q27 are presented in Figure 4.9. The questions included in the 

questionnaire are as follows: 

�x Q21 The institution has endorsed and spelled out policies or procedures on hiring 

persons with disabilities. 

�x Q22 Do you base your decisions at work on disability management on the policy or 

written guidelines? 

�x Q23 Does the institution have a disability office or ombudsman where staff members 

can file complaints about alleged discrimination or get assistance with matters relating 

to disabilities? 

�x Q24 Does the Human Resources Department serve as the main resource for your 

�L�Q�V�W�L�W�X�W�L�R�Q�¶�V���G�L�V�D�E�L�O�L�W�\���L�Q�L�W�L�D�W�L�Y�H�" 

�x Q25 Are human resource experts developing policies for your organisation on 

disability management? 
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Most of the participants responded Yes to the questions regarding the policies of the 

institution on the employment of persons with disabilities, with percentages above 42%. The 

exception was Q26 with a high response to do not know, at 57.74%, regarding the experience 

and competence of the staff running the disability programmes. The percentages of the do 

not know responses were all above 27%.  

 

The highest agreement was for Q24 and Q25, confirming that the Human Resource 

department was mostly responsible for initiatives and policy development regarding 

employees with disabilities. Q28 set out to determine the key positions championing the 

management of employees with disabilities at the two institutions. The levels of agreement 

were as follows: 

�x Top management �± 13.79% 

�x Senior management �± 17.67% 

�x Middle management �± 10.34% 

�x Direct supervisors �± 21.12% 

�x Subordinates �± 7.33% 

�x Peers �± 5.60% 

�x Other employees �± 24.14% 

 

4.7    OCCUPATIONAL DEMOGRAPHICS  

�7�K�H���T�X�H�V�W�L�R�Q�V���R�Q���W�K�H���R�F�F�X�S�D�W�L�R�Q�D�O���G�H�P�R�J�U�D�S�K�L�F�V���P�H�D�V�X�U�H�G���W�K�H���S�D�U�W�L�F�L�S�D�Q�W�V�¶���N�Q�R�Z�O�H�G�J�H���R�I��

the number of employees at their institution, the number of disabled employees at their 

institution, the types of disabilities at their institutions, and whether their institution recruits 

persons with disabilities. 
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4.7.1   Number of employees at your institution  

This question was answered by 235 participants, while six participants did not respond 

(p<0.05). The categories were selected as follows: 

�x Less than 100 employees �± 7.23% 

�x 101 to 500 employees �± 2.13% 

�x 501 to 1 000 employees �± 6.81% 

�x 1 001 to 5 000 employees �± 46.38% 

�x More than 5 000 employees �± 37.45% 

 

4.7.2   Number of employees with disabilities at your institution  

This question was answered by 215 participants, while 26 participants did not answer the 

question (p<0.05). The responses were as follows: 

�x Less than 10 employees �± 25.58% 

�x 11 to 50 employees �± 43.26% 

�x 51 to 100 employees �± 14.88% 

�x 101 to 500 employees �± 11.16% 

�x More than 500 employees �± 5.12% 

 

4.7.3   Types of disabilities of employees at your institution 

This question was answered by 219 participants, while 22 participants decided to skip the 

question (p<0.05). The impairments, according to the results, were as follows:  

�x Visual impairment �± 13.24% 

�x Intellectually disabled �± 2.258% 

�x Emotionally disabled �± 1.37% 
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�x Hearing impairment �± 4.75% 

�x Communication disabled �± 2.28% 

�x Physical disabilities �± 56.16% 

�x Other �± 20.09% 

 

4.7.4   Institutions �¶ recruitment of persons with disabilities 

This question was answered by 229 participants, while 12 participants did not respond 

(p<0.05). The results identified the following methods of recruitment of persons with 

disabilities:  

�x No specific effort �± 19.21% 

�x Normal recruitment �± 61.57% 

�x Headhunting �± 0% 

�x Recruitment agencies �± 2.18% 

�x Recruitment agencies specialising in employment of persons with disabilities �± 1.31%  

�x Advertising in magazines published by organisations for persons with disabilities �± 5.68% 

�x Other �± 10.04% 

 

4.8    INSTITUTIONAL TRAINING TO EFFECTIVELY MANAGE  EMPLOYEES 

WITH DISABILITIES  

The next set of questions investigated the training offered by the institutions to better equip 

the management of employees with disabilities. The questions included in the questionnaire 

are as follows:  

�x Q33 Does your institution offer training on how to handle problems involving the 

employment of persons with disabilities? 
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�x Q34 How often have you used the principles taught in this training to guide your 

decisions at work? 

�x Q35 Please list the topics you believe should be included in a training programme on 

disability management with an emphasis on employment. 

�x Q36 Who should undergo this training? 

 

Most of the participants did not know whether the institution was offering training on the 

management of difficulties relating to employees living with disabilities, at 46.19%. Those 

who answered Yes accounted for 22.46%, while 31.36% answered no. The frequency of the 

use of training was guided by an always to never response. Most participants indicated that 

they never use the training, at 37.73%. Those using it rarely or sometimes were 20.91%, while 

12.27% used it very often and 8.18% always used it to guide their decisions at work. Q35 

presented the participants with areas in which training should be offered. While 231 

participants answered the question, 10 participants did not respond (p<0.05). Most 

participants indicated that training regarding employee relations should be offered, at 

39.83%. This was followed by training, at 36.80%, and recruitment, at 35.50%. The areas 

of selection, hiring, and onboarding were represented as 15.15%, 12.55%, and 13.42%, 

respectively.  

 

In Q36 the participants indicated which staff members they believed should undergo this 

training. All staff was selected by 85.11% of participants, followed by senior management 

at 8.09%. Middle management was selected by 4.26%, lower-level management by 1.28% 

and other by 1.28%.  
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4.9 THE EFFICACY OF INSTITUTIONS �¶ PERFORMANCE MANAGEMENT 

SYSTEMS 

The perceptions of the participants on the effectiveness of the management systems were 

assessed by eight questions. Q37 to Q41 were guided by Yes, No, and Do not know 

responses, while Q42 to Q44 were guided by selecting poor to good. The results are 

displayed in Figure 4.10 and Figure 4.11 and the questions are as follows: 

�x Q37 Institutions have an effective performance management system (236 responses). 

�x Q38 Employees with disabilities may use the institution�¶s performance management 

system (233 responses). 

�x Q39 The institutions have the same performance standards available to employees 

living with disabilities and able-bodied employees (233 responses). 

�x Q40 The institutions equally reward good performance to able-bodied employees and 

disabled employees (234 responses). 

�x Q41 To accommodate persons with disabilities, the performance management system 

needs to change (235 responses). 

�x Q42 The �L�Q�V�W�L�W�X�W�L�R�Q�¶�V���U�H�F�U�X�L�W�P�H�Q�W���D�S�S�U�R�D�F�K is effective (222 responses). 

�x Q43 Individuals with disabilities and employees without disabilities were hired using 

the same selection criteria (218 responses). 

�x Q44 The same compensation packages are provided to employees with impairments 

and employees without (217 responses). 

 

The results show that most participants did not see the performance management system as 

effective, with 55.93% responding no. This is further supported by the results of Q41, where 

51.91% of the participants indicated that the system needed change to accommodate 
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The participants viewed the employment policies and practices regarding employees with 

disabilities as good, at 39.17%, and very good, at 6.91%. It is important to note, however, 

that there were also high levels of barely acceptable responses, indicating that employers 

need to do more regarding the employment policies and practices awareness. 

 

4.12.1    Participants�¶ perceptions whether their �L�Q�V�W�L�W�X�W�L�R�Q�V�¶�� �Solicies have explicit 

steps to accommodate employees with disabilities 

The researcher wanted to determine if the institutions have a policy that outlines the steps 

that they will take to accommodate employees who are living with disabilities. This question 

was answered by 217 participants, while 24 participants did not respond (p<0.05). The 

participants were asked to respond from very poor �± very good to the question. The 

responses were as follows: 18 (8.29%) very poor, 49 (22.58%) poor, 50 (23.04%) barely 

acceptable, 85 (39.17%) good, and 15 (6.91%) very good (p<0.05). 

 

4.12.2   Participants�¶ perceptions whether their institutions employ professionals to 

advise on the best processes to include employees with disabilities 

The researcher wanted to know to what extent the institutions employ professionals to advise 

on the best process to include persons with disabilities. This question was answered by 219 

participants, while 22 participants ignored the question (p<0.05). The participants were 

asked to respond from Poor �± Good to the question. The responses were as follows: 12 

(5.48%) very poor, 50 (22.83%) poor, 56 (25.57%) barely acceptable, 84 (38.36%) good, 

and 17 (7.76%) very good (p<0.05). 
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4.12.3    Participants�¶ knowledge of whether the buildings in which their organisations 

do business are disability f riendly 

The researcher wanted to determine whether the buildings in which the organisations do 

business are disability friendly. This question was answered by 231 participants, while 10 

participants did not respond (p<0.05). The participants were asked to respond from Very 

poor to Very good to the question. The responses were as follows: 43 (19.61%) very poor, 

39 (16.88%) poor, 49 (21.21%) barely acceptable, 73 (31.60%) good, and 27 (11.69%) very 

good (p<0.05). 

 

4.12.4   Participants�¶ perceptions whether their institutions evaluate and monitor the 

implementation of management strategies in relation to employing persons with 

disabilities 

The researcher wanted to know to what extent the institutions evaluate and monitor the 

implementation of a disability management strategy. This question was answered by 222 

participants, while 19 participants ignored the question (p<0.05). Participants were asked to 

choose from Very poor to Very good. The responses were as follows: 26 (11.71%) very 

poor, 51 (22.97%) poor, 73 (32.88%) barely acceptable, 62 (27.93%) good, and 10 (4.50%) 

very good (p<0.05). 

 

4.13 STATISTICAL RESULTS  

This section presents the statistical results of the study in conjunction with the objectives of 

the study.  
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mostly opted for the EEA, at 64.7%, while 23.7% were using the Constitution. The 

participants to whom this statement was not applicable mostly used the EEA as well, at 75%. 

These results are shown in Table 4.7. 

 

4.13.2    Chi square results 

The null hypotheses of the demographical variable versus the national legislation were 

formulated as follows:  

�x H01A: Current position of the participants does not influence the national legislation. 

�x H01B: Years of experience of the respondents do not influence the national 

legislation. 

�x H01C: Home Language of the respondents do not influence the national legislation. 

�x H01D: Highest Level of Education of the respondents do not influence the national 

legislation. 

�x H01E: Gender of the respondents does not influence the national legislation. 

�x H01F: Disability status of the respondents does not influence the national legislation. 

�x H01G: Managing employees with disabilities of the respondents does not influence 

the national legislation. 

 

The results in Table 4.8 identified the statistically significant relations between the variables. 

It was found that a statistically significant relation exists between the national legislation 

and years of service, with p = 0.002, home language, with p = 0.003, as well as gender, with 

p = 0.000. The remaining variables did not have a statistically significant relationship with 

the national legislation. From these results it was also established that the Null hypothesis 

for current position, level of education, disability status and manging employees with 











 
 

140   

Most of the participants are not managing employees with disabilities and rely on the 

Employment Equity Act to manage disabilities in the workplace. The participants believe 

that employees with disabilities are capable of working like any other employees. Most of 

the participants neither agreed nor disagreed with the notion that employees with disabilities 

can participate in physically strenuous work. The participants also disagreed with the notion 

that employees living with disabilit ies are problematic to manage and that they require extra 

attention from their managers. Most of the participants did not agree with the statement that 

employing disabled employees was more expensive.  

 

The participants also disagreed with the statement that disabled employees are more absent 

from work than able-bodied employees. The participants were divided on whether 

employers are not prepared to employ persons with disabilities. The participants agreed that 

workspaces are not friendly towards persons disabilities. The participants did not agree with 

the statement that applicants indicating a disability on their curriculum vitae were not 

properly considered. Some participants disagreed with the premise that institutions overlook 

issues related to disability management because they interfere with their corporate goals.  

 

Additionally, they rejected the notion that institutions push managers to disregard disability 

issues because they clash with organisational goals. The participants concurred that their 

institutions�¶ hiring policies and guidelines for persons with disabilities are approved and 

spelled out in clear writing. Most participants mentioned that they use policy or written guide 

to assist them to make decisions at work on disability management and they also believe 

that their institutions have a disability office or disability ombudsman to assist employees. 

�+�X�P�D�Q�� �U�H�V�R�X�U�F�H�V�� �Z�H�U�H�� �L�G�H�Q�W�L�I�L�H�G�� �D�V�� �W�K�H�� �P�D�L�Q�� �V�R�X�U�F�H�� �R�I�� �U�H�V�R�X�U�F�H�V�� �R�Q�� �W�K�H�� �L�Q�V�W�L�W�X�W�L�R�Q�V�¶��
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disability initiatives. The participants believe that professionals are key players in 

formulating disability management policies in their institutions.  

 

Most participants indicated that they do not know if individuals in charge of managing 

disability programmes in their institutions are skilled or knowledgeable for the task. The 

participants believe that those in management are the champion of disability management at 

their institutions, including direct supervisors. The study responses show that many 

participants indicated that their institutions employed 1001 to 5000 employees. Majority of 

the participants believe that between 11 to 50 employees are living with disabilities and 

employees with physical disabilities are the most in their workplace. The institutions used 

the normal recruitment processes according to participants.  

 

Most of the participants indicated that they do not know if their institutions arrange for 

training in dealing with matters related to the employment of disabled employees. Those 

who indicated to have knowledge of the training related to issues of employment of disabled 

employees indicated that they never used principles taught in those training as a guide for 

their decisions. Majority of the participants believe that all staff should undergo training that 

deals with issues related to disabilities. The participants indicated �µNo�¶ to the statement that 

institutions have an effective performance management system. The participants did not 

know if the institution�¶s performance management system is also applied to employees 

living with disabilities and they also did not know if the same performance standard is 

applicable to able-bodied employees.  
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Majority of the participants did not know if the institutions reward both abled and disabled 

employees equally. They also think change is necessary in the performance management 

system to include persons with disabilities. Most of the participants think the institutions 

recruitment approach effective. The participants believe that the selection criteria applicable 

in the recruitment of employees for both abled and disabled is good. They also believe that 

the same remuneration packages are offered to employees who are abled and disabled. 

According to the participants, the institution�¶s employee retention strategy is good and 

working well.  

 

They also believe that there are good retaining strategies applicable to employees living with 

disabilities and that the same strategies are applicable to abled employees. The findings 

demonstrate that the participants think that there is a solid labour relations management 

method that is appropriate to workers who have disabilities. Majority of the participants 

believe that changes are necessary in the labour relations management strategy to include 

disabled employees. Participant�V�� �I�H�O�W�� �W�K�D�W�� �W�K�H�L�U�� �L�Q�V�W�L�W�X�W�L�R�Q�¶�V�� �S�R�O�L�F�L�H�V�� �Q�H�H�G�� �U�H�Y�L�V�L�R�Q�� �W�R��

accommodate the best interest of their disabled employees. The aforementioned statement 

�Z�D�V�� �V�X�S�S�R�U�W�H�G�� �E�\�� �W�K�H�� �S�D�U�W�L�F�L�S�D�Q�W�V�¶�� �S�H�U�F�H�S�W�L�R�Q�� �W�K�D�W�� �W�K�H�L�U�� �L�Q�V�W�L�W�X�W�L�R�Q�V�¶ present policies 

marginally accommodate the wellbeing of the disabled employees.  

 

Further, the physical structures of the institutions do not accommodate the movement of 

disabled employees on their campus. Participants believed that their institutions needed 

expert advice to help revise the present institutional policy regarding disabled employees. 

The results show that there is no statistically significant association between respondents 

and national legislation, with the p value > 0.05. Hence, the null hypothesis is accepted. 
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4.15   SUMMARY OF THE CHAPTER  

This chapter concludes that as far as employment of persons with disabilities is concerned, 

the two institutions under study have the relevant policies in place but these policies need to 

be reviewed. Most participants depended on the Employment Equity Act to manage 

disabilities in the workplace. Participants rejected the notion that persons with disabilities 

are difficult  to manage and that they require extra attention from their managers. The notion 

that employees with disabilities are more absent from work than able-bodied employees was 

also rejected by the participants. Additionally, the notion that institutions push managers to 

disregard disability issues because they clash with organisational goals was rejected.  

 

There is a need for staff to undergo training that deals with issues related to disabilities. 

According to the participants, the selection criteria applicable in the recruitment of all 

employees are good. They also believe that there are good retaining strategies followed in 

the institutions applicable to abled employees as well as employees with disabilities. The 

next chapter presents the interpretation and discussion of the research findings. 
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CHAPTER FIVE  

ANALYSIS AND DISCUSSION OF THE RESEARCH RESULTS 

 

5.1   INTRODUCTION  

This chapter discusses the results of the study in comparison to the literature review. The 

discussion follows selected themes associated with the hypotheses of the study. 

 

5.2   THE LEGAL AND POLICY FRAMEWORK  

The present study showed that most participants were using the EEA of 1998 to guide the 

management of employees with disabilities. Van Staden (2011) pointed out, however, that 

this legislation was insufficient due to the limited cover of environmental accessibility and 

reasonable accommodations. Alternative legal frameworks to guide the employment of 

persons with disabilities include the chao and TAG.  

 

5.3   EMPLOYEES WITH DISABILITIES ARE AS COMPETENT AS OTHER 

EMPLOYEES 

The present study indicated that 79.66% of the participants agreed that employees with 

disabilities are as competent as the other employees in the workplace. This is in agreement 

with the findings of Gary (2015), as discussed in Section 2.24.2. The limited number of 

employees with disabilities is thus not due to doubt of their competence. The reason might 

be the qualifications of those tasked with the responsibility of employing persons with 

disabilities. Therefore, capacity training is necessary, especially for those responsible for 

employing persons with disabilities. 
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5.4   IT IS DIFFICULT  TO MANAGE EMPLOYEES WITH  DISABILITIES   

The current study shows that 36.44% of the participants disagreed with the statement that 

employees with disabilities are problematic to manage. The literature indicated that the 

effective management of employees with disabilities is not difficult, provided that their 

needs are met. This was confirmed by authors such as Pathways (2022), van Staden (2011), 

and Govender et al. (2021) as discussed in Section 2.24.3. The perception that the 

management of these employees is difficult might be due to a lack of knowledge and training 

in the workplace. This could be changed by empowering administrative staff and managers 

with the knowledge and skills needed to manage persons with disabilities.  

 

5.5   EMPLOYEES WITH DISABILITIES NEED SPECIAL ATTENTION  FROM 

THEIR SUPERVISORS 

The study found that most participants, at 65.68% disagreed with the statement that special 

attention from supervisors was required, and the use of disability as an excuse is emphasised. 

This is in line with the literature by Van Staden (2011) discussed in Section 2.24.4. The 

�O�L�W�H�U�D�W�X�U�H�� �U�H�L�W�H�U�D�W�H�G���� �K�R�Z�H�Y�H�U���� �W�K�D�W�� �W�K�H�� �P�D�Q�D�J�H�U�V�¶�� �D�W�W�L�W�X�G�H�V�� �W�R�Z�D�U�G�V�� �H�P�S�O�R�\�H�H�V�� �Z�L�W�K��

disabilities impact the support or direction provided. It was also highlighted that the only 

extra support needed by these employees is to be able to do their tasks without facing barriers 

such as accessibility or resources required to do their work well. The results further 

suggested that disability is wrongly used to prevent these individuals from obtaining equal 

job opportunities. Cultural changes that encourage disability management in the workplace 

could advance the understanding that persons with disabilities are able to fill various 

positions. These employees might be different, but many have formal education and are 

capable of executing a job well. 
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5.6   EMPLOYING P ERSONS WITH DISABILITIES IS MORE EXPENSIVE THAN 

HIRING ANY OTHER TYPE OF EMPLOYEE  

Most participants (60.93%) disagreed with the assertion that it is more costly to employ 

disabled persons. Although disabled employees might need specialised resources, it is a once 

off expense and should not be viewed differently than equipping the workplace with what 

is required for employees to be effective in their work. The cost in terms of benefits and 

salaries should be the same for abled and disabled employees. Bonaccio et al., (2020), as 

quoted in Section 2.24.5, suggested that employers have unjustified beliefs about providing 

equal access. Herson (2021) added that employees with disabilities can bring creativity, 

innovation, and a variety of viewpoints to the table when it comes to overcoming obstacles 

and completing tasks. 

 

5.7   EMPLOYEES WITH DISABILITIES MISS WORK MORE FREQUENTLY 

THAN OTHER EM PLOYEES DUE TO ILLNESS 

From the literature review it was established that employees with disabilities are often more 

dedicated and diligent than able-bodied employees. Findings by authors such as Folguera 

(2019) and Pathways (2022) as discussed in Section 2.24.6, pointed out that these employees 

do not often miss work without a valid reason and are highly productive as well. The results 

from this study support the literature and 63.99% of participants disagreed with the 

statement that disabled employees are often absent from work. Being impaired does not 

imply that the individual is unwell. Many people suffer from a condition that others are 

unaware of, and they are working with an underlying ailment. Yet, when the disability is 

visible to everyone, the individual is judged on such conditions. 
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5.8   EMPLOYERS ARE RELUCTANT TO HIRE PERSONS WITH DISABILITIES  

The current study showed that respondents were divided on the statement on whether 

employers are not prepared to employ persons with disabilities. Those who agreed with the 

statement were 35.59%, while 35.17% disagreed with the statement. The data from the two 

institutions included in this study show, however, that there is a very low percentage of 

employees with disabilities. These opposite views of participants employed at the same 

institution could be due to a lack of insight and knowledge regarding the employment 

policies of the institutions and the attitudes of management towards such employees.  

 

The study conducted by Aichner (2021), as discussed in Section 2.25.4, concurs with the 

current study that persons with disabilities have lower employment rates. The statement 

about institutions being hesitant to hire people with impairments elicited diverse reactions 

from the participants. The fact that the two institutions do not reach the DEL's quota 

indicates that they need to do more to show their support by increasing the number of 

employees with disabilities. 

 

5.9  THE WORKPLACE IS NOT FRIENDLY TOWARDS PERSONS WITH 

DISABILITIES  

Most of the participants in this study, at 56.73%, agreed that the working environment was 

not friendly towards persons with disabilities. The workplace should be welcoming to all 

employees, including those with disabilities and employers should demonstrate their 

willingness to effect the necessary changes. These findings are in line with the International 

Labour Organisation (2010) and Sarkar (2018) as presented in Section 2.17.5, indicating 

that there is still a huge gap in providing disability friendly working environments. The 
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literature also reiterated that policies and procedures to make workplace disability-friendly 

might exist but are not always implemented effectively. Employers are obligated to have 

inclusive workspaces by removing all barriers that might impact the lives of persons with 

disabilities. A barrier-free workplace will provide easy access for those with impairments. 

Employers will be motivated to hire people with disabilities because they know their 

workplaces will not make it difficult for them to execute their jobs. 

 

5.10 A CURRICULUM VITAE THAT INDICATES A N APPLICANT IS 

DISABLED IS NOT PROPERLY TAKEN INTO CONSIDERATION  

Based on the results of this study, where 47.03% disagreed with the statement, it can be 

concluded that revealing a disability in a CV will not affect the application negatively. There 

was, however, a 30.08% of uncertainty regarding this statement. The literature suggested 

that disclosing such details should b�H�� �W�R�� �W�K�H�� �D�S�S�O�L�F�D�Q�W�¶�V�� �D�G�Y�D�Q�W�D�J�H���� �V�L�Q�F�H�� �W�K�H�� �O�D�E�R�X�U�� �O�D�Z�V��

protect persons with disabilities. It should also be seen as positive in assisting an 

organisation to comply with the quota system regarding disabled employees and assist 

employers to prepare the workplace, accordingly, as discussed in Section 2.17.1. Van Staden 

(2011), on the other hand, rejected this notion stating that employers do not analyse the CVs 

to identify disabilities. 

  

5.11   INSTITUTIONS DISREGARD DISABILITY MANAGEMENT ISSUES 

WHEN THE Y CONFLICT WITH CORPORATE GOALS  

The responses to this statement were inconclusive with 42.8% disagreement and 28.81% of 

uncertainty. This high level of uncertainty could indicate that the two institutions under 

study were not emphasising the management of persons with disabilities. Literature by Shrey 
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(2011), as discussed in section 2.17.2, suggested that a paradigm shift is needed regarding 

the management of employees with disabilities, from community service to workplace 

interventions. Managers at the two institutions are not expected to perceive disabilities 

negatively. The two universities have established a relationship with this community by 

enrolling students with disabilities. The same approach in which institutions manage 

students with disabilities should be applied to the employment of these individuals. 

 

5.12 INSTITUTIONS ENCOURAGE MANAGERS TO DISREGARD 

MANAGEMENT OF DISABILITY CONCERNS DUE TO CONFLICTS WITH 

CORPORATE OBJECTIVES   

Most of the participants, at 58.23%, disagreed with the statement that institutions encourage 

managers to disregard disability issues because it conflicts with corporate objectives. Similar 

to the previous two statements this was met by a high percentage of uncertainty at 28.69%. 

This could again indicate that the institutions were not focused on the management of 

employees with disabilities. While they do not blatantly discourage such issues, there seems 

to be a lack of commitment towards the employment of individuals with disabilities. This 

conclusion is supported by the literature according to Gule (2016) as discussed in Section 

2.17.3 that all stakeholders should adopt disability-inclusive policies and practices into 

normal operations and corporate culture. 

 

5.13   ARE THE PEOPLE IN CHARGE OF RUNNING YOUR INSTITUTION'S 

DISABILITY PROGRAM EXPERIENCED AND COMPETENT IN THE JOB? 

This study found a high percentage of uncertainty (57.74%) whether the individuals 

responsible for managing the disability programme in their institutions were skilled and 
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competent in the task. This indicates that there was not sufficient focus on accommodating 

employees with disabilities at the two institutions. The effective management of disabilities 

requires capable individuals to fulfil the tasks. Although not difficult, the responsible people 

should have sufficient knowledge and skills. Individuals managing employees with 

disabilities are responsible for advising the institutions of the resources required, and the 

best placement of these employees. Findings by Longo (2021), as discussed in Section 

2.17.4 identified a possible cause for the shortfalls in this area, as the failure to recognise 

disabilities as a specialised field and Angeloni (2013) proposed a multidisciplinary approach 

as essential to prevent the perception that disability management is a narrow scope. The 

author mentioned that persons with disability are the experts themselves, and they know 

what is best for them in the workplace. 

 

5.14   CAN THE  PARTICIPANTS   IDENTIFY KEY INDIVIDUAL S WHO 

CHAMPION DISABILITY MANAGEMENT IN THE INSTITUTIONS ? 

The study indicated that other employees, at 24.14%, direct supervisors, at 21.12%, and 

senior management, at 17.67% were mostly championing the management of disabilities at 

the institutions. These results suggest that there is room for improvement as literature 

proposed that management should be the main champions for disabilities, which will lead 

other employees to follow suit. This was also supported by Health Management (2022), as 

discussed in Section 2.24.1.  

 

Championing disability management should begin at the top. Top management should be at 

the forefront of promoting a disability management plan. Top management develops 

strategies that are then communicated to the lower levels in an institution�¶s structure. If 
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senior management takes the lead, obstacles associated with disability management will be 

eliminated, since senior management will be in a stronger position to hold everyone 

accountable for the implementation of disability management initiatives. 

 

5.15   �5�(�6�3�2�1�'�(�1�7�6�¶���.�1�2�:�/�(�'�*�(���:�+�(�7�+�(�5���7�+�(�,�5���,�1�6�7�,�7�8�7�,�2NS 

PROVIDE TRAINING IN DEALING WITH MATTERS RELATED TO THE 

EMPLOYMENT OF EMPLOYEES WHO ARE LIVING WITH DISABILITIES  

Many of the participants, at 46.19%, did not know whether the institution offered training 

in dealing with matters related to the employment of disabled individuals. Such uncertainty 

again highlights the fact that there is insufficient emphasis on the employment of these 

individuals. Training related to the employment of persons with disability will be the first 

step in ensuring that everyone is aware of these employees and how they can be supported. 

Studies conducted by Pure Innovation (2021) and Hayward et al. (2021), as discussed in 

Section 2.25.5 proposed that workplace training will give employers and employees 

practical direction, encouragement, and confidence on how they should handle disability 

issues. 

 

5.16   �5�(�6�3�2�1�'�(�1�7�6�¶�� �3�(�5�&�(�3�7�,�2�1S ON WHETHER THEIR INSTITUTIONS 

EMPLOY AN EXPERT TO ADVICE ON THE BEST METHOD TO 

ACCOMMODATE PERSONS WITH DISABILITIES  

While 38.36% of the participants regarded this practise at the institution as good, 25.57% 

regarded it as barely acceptable, and 22.83% regarded it as poor. Disability management is 

a specialised area that require training, knowledge, skills, and experience to manage it well. 

Being a manager does not qualify one to be an expert in this field. Persons with disabilities 
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should be involved in all decisions made by institutions on disability issues because they 

better understand their needs. Bolton (2022) stated that employees with disability are the 

expert themselves and should engage in disability matters as indicated in Section 2.19.4. 

Momm and Ranson (2011) concurred that having the necessary skills and expertise is 

important when dealing with disability challenges as discussed in Section 2.19.4. 

 

5.17   �7�+�(���5�(�6�3�2�1�'�(�1�7�6�¶���.�1�2�:�/�(�'�*�(���2�1���:�+�(�7�+�(�5���%�8�,�/�'�,�1�*�6��WHERE 

THEIR ORGANISATIONS DO BUSINESS ARE DISABILITY FRIENDLY  

The responses to this statement were relatively mixed with 21.21% stating barely acceptable, 

while 43.29% stated good to very good and 36.49% stating poor to very poor. Based on 

these results it is not conclusive to say that the buildings at the institutions are friendly or 

not towards employees with disabilities. TUT declared to be dedicated to making all 

buildings and facilities physically accessible to staff, students, and the public. Simply 

declaring a commitment to making buildings accessible is, however, insufficient. 

Employees must be able to perceive that their organisations are disability friendly without 

relying on policies. Institutional structures must speak for themselves. When employees 

arrive at work, they must feel confident that the institutions are devoid of any impediments. 

 

5.18   INSTITUTIONS EVALUATE AND MONITOR THE IMPLEMENTATION OF 

THE DISABILITY MANAGEMENT STRATEGY  

Similar to the previous statement, this statement recorded mixed responses with 36.68% 

indicating poor to very poor, 32.88% indicated barely acceptable and 32.43% indicated good 

to very good. Failure to implement disability management strategies not only impact on 

employees living with disabilities, but also on the institutions since they will not be 
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following the regulations by the DEL as discussed in Section 2.19. The institutions should 

ensure that the policies they have in place are implemented to prevents such policies from 

being fruitless. The literature discussed in Section 2.20 found that organisations often fail to 

implement their policies and that managers use their own discretion in managing disabled 

employees.  

 

5.19   INSTITUTIONS HAVE ADOPTED A ND PUBLISHED POLICIES OR 

INSTRUCTIONS ON HIRING PERSONS WITH DISABILITIES  

Most participants, at 60.67%, indicated that the institutions have clearly written policies or 

procedures on employing persons with disabilities. This implied that those responsible for 

hiring were not applying these policies as a guide during the recruitment and selection 

processes. It also suggested that the policy is not disability specific regarding the 

employment of persons with disabilities. These results again emphasised the importance of 

the implementation of existing policies. The results of this study support previous literature 

by Kuznetsova and Yalcin (2016), as discussed in Section 2.4, who found that human 

resources manager in the regional office thought that the policies were not applicable to 

them. 

  

5.20   EMPLOYMENT POLICIES AND PRACTICES  NEED REVIEW ING TO 

ACCOM MODATE PERSONS WITH DISABILITIES   

The participants, at 73.28%, agreed that there is a need to review policies and practises to 

accommodate employees with disabilities. Regular revision of these policies is imperative 

to ensure that it reaches the intended objectives and adhere to possible changes in the 

legislation. The current study is clear that the policies and practices in place do not fulfil the 
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intended objectives. A strategic shift is necessary to address the failure to implement the 

policies effectively. Merely changing the policies will be insufficient if it is not followed by 

the implementation process. Without a new strategy that promotes cultural change, 

institutions will  continue to struggle to increase employment within this population. 

Mutanga et al., (2018) concurred that policies that cannot effect change should be reviewed 

and updated as discussed in Section 2.19.3.  

 

5.21   THE STEPS THAT INSTITUTIONS ARE WILLING TO TAKE TO 

ACCOMMODATE EMPLOYEES LIVING WITH DISABILITIES ARE 

OUTLINED IN THEIR POLIC IES  

Most participants, at 46.08%, �Y�L�H�Z�H�G���W�K�H�L�U���L�Q�V�W�L�W�X�W�L�R�Q�V�¶���S�R�O�L�Fies as detailing the steps they 

are prepared to take to accommodate employees with disabilities. On the other hand, 23.04% 

indicated it as barely acceptable. Steps are tools employers should be following to ensure 

that employees with disabilities are accommodated within the institutions. When these steps 

do not translate into positive results, it means that they are not working for persons with 

disabilities. Cultural transformation from a strategic standpoint is critical in increasing the 

employment of people with disabilities. Tools can be implemented, but if senior 

management is unwilling to take the initiative, nothing will change. Thompson et al. (2010) 

concurred that decision-makers should be guided by the policies as presented in Section 

2.19.2. 

 

5.22   SUMMARY OF STATISTICAL RESULTS  

For Objective 1 the statistical results indicate that there were no statistically significant 

associations related to the national legislation �D�Q�G���W�K�H���S�D�U�W�L�F�L�S�D�Q�W�V�¶��current positions, level 
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of education, status of disability, and management of employees with disabilities. On the 

other hand, statistically significant associations were identified for years of experience, 

home language, and gender. These results were presented in Tables 4.1 to 4.8. 

 

On Objective 2 the results in Table 4.9 showed that gender had no statistically significant 

�R�Q�� �W�K�H�� �S�D�U�W�L�F�L�S�D�Q�W�V�¶��attitudes and perceptions regarding the capability and management 

needs of persons with disabilities. For Objective 3 the results also confirmed that gender had 

no influence on the institutional approach towards employing and managing persons with 

disabilities, as shown in Table 4.11. The p-values for these analyses were above the 

significant level of 0.05. The null hypotheses were thus accepted. The results also showed 

that there was very little difference between the responses of the two genders.  

 

5.23   SUMMARY OF THE CHAPTER 

From the results of this study, it was found that the EEA was mostly used as a framework 

dealing with the employment of persons with disabilities. The participants indicated that 

employees with disabilities can work as well as any other employee and did not believe them 

to be difficult to manage. The participants also did not perceive employees with disabilities 

to be in need of extra attention from their supervisors and did not experience them as being 

more absent from work or more expensive to employ. It was confirmed, however, that these 

�H�P�S�O�R�\�H�H�V�¶���Q�H�H�G�V���P�X�V�W���E�H���P�H�W���W�R���D�F�F�R�P�P�R�G�D�W�H���W�K�H�P���L�Q���W�K�H���Z�R�U�N�S�O�D�F�H�� 

 

Although most participants disagreed with the negative statements regarding the attitudes of 

employers towards the employment of individuals with disabilities, the number of these 

employees at the institutions did not respond to their perceptions. The study further revealed 
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relatively high numbers of uncertainty regarding the management of employees with 

disabilities at the two institutions. Other employees were mostly identified as those who 

championed the management of employees with disabilities. this was followed by direct 

supervisors and senior management. Similar uncertainty was recorded regarding the 

employment of experts and the ability of those managing issues relating to these employees. 

 

The study results confirmed the existence of policies on the employment of individuals with 

disabilities. Yet, there seems to be a lack of implementation leading to the low number of 

these employees at the two institutions. The next chapter presents the recommendations 

based on the study results as well as the limitations of this study and recommendations for 

further research. 
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CHAPTER SIX  

RESEARCH FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS  

 

6.1   INTRODUCTION  

The research findings, which were gathered using a questionnaire, were interpreted in the 

previous chapter. This chapter concludes the study by presenting a summary of the study 

results and recommendations. It compares the existing employment framework to a new 

proposed framework for the employment of individuals with disabilities. It further discusses 

the limitations of the study and offers recommendations for future research.  

 

6.2   RESEARCH AIMS AND OBJECTIVES  

The aim of this study was to identify the current status of employment of persons with 

disabilities at two higher education institutions in South Africa namely, UNIVEN and TUT. 

The aim was further to develop an implementation framework to address possible 

discrepancies between the findings and present legislature. The objectives of this study are 

as follows: 

�x To determine the extent to which national legislation and guidelines are followed. 

�x To determine the attitudes and perceptions of administrative staff at the institutions 

regarding the needs of persons with disabilities. 

�x To determine the institutional approach towards employing and managing persons 

with disabilities.   

 

The primary objectives were reached by posing questions regarding the factors influencing 

the employment of disabled persons at their institutions, as well as their attitudes and 
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perceptions towards these employees. The responses to these questions are presented in 

Chapter 5. Conclusions based on these findings are discussed in the following section.  

 

These objectives were addressed by including questions pertaining to the policies of the 

institutions and the number of disabled employees in the questionnaire. The responses to 

these questions were recorded in Chapter 5. Conclusions based on these findings are 

discussed in the following section. 

 

6.3   CONCLUSIONS OF THE STUDY BASED ON THE FINDINGS 

Based on the study results the following conclusions are drawn: 

�x A very small minority of 2.94% of the participants were individuals living with 

disabilities, while 90.76% were able-bodied individuals and 6.30% indicated other. 

�x Only two participants indicated that they were involved in the management of 

employees with disabilities. This might indicate a gap in this area and that the 

management of these employees might not be prioritised. It could also reflect that 

those formally tasked with the management of employees with disability did not 

participate in the survey, or that most participants (e.g., line managers and peers) did 

not perceive it their direct responsibility to manage employees with disabilities. 

�x Most of the participants were using the EEA of 1988 as a framework for the 

management of employees with disabilities. Literature found, however, that this act is 

insufficient since it does not focus on disabilities. 

�x On a positive note, the study found that the participants believed employees with 

disabilities can work as well as any other employee. This might contribute to a positive 
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working environment where employees with disabilities will be free of being judged 

for their disabilities. 

�x Some areas regarding the management and attitudes of the institutions towards 

employees with disabilities were met with uncertainty, such as the ability of the 

persons running the disability programme. Most of the respondents did not know 

whether the institution was offering training on the management of employees with 

disabilities. Another area of uncertainty was on the monitoring and evaluation of the 

implementation of disability management strategies. this confirms that there is a lack 

of awareness creation at these institutions. 

�x The identifying of key individuals who champion the disability management was met 

with a variety of responses. This again confirms that there is limited awareness among 

the participants regarding this aspect. 

�x Most respondents believed that their institution has adopted and clearly published 

policies or guideline on hiring persons with disabilities. The participants agreed that 

the policies were specifying the steps for accommodating disabled employees. The 

participants further indicated that they followed the policy or written procedures when 

coming to disability management related decisions. There was strong agreement, 

however, that these policies and procedures needed to be revised. 

�x There was general agreement that the institutions made use of experts to guide 

decision making on the best accommodation of employees with disabilities.  

�x The participants mostly disagreed that managers were encouraged to disregard 

disability matters because of conflict with the corporate objectives. Concerning 

though, is that some agreed with the statement indicating uncertainty that these matters 

are prioritised.  
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�x The results indicated that the buildings at the institutions were mostly seen as disability 

friendly. The level of disagreement confirmed though that there are still some barriers 

that might hinder employees with disabilities to perform their work optimally. 

�x The workforce of the two institutions under study is approximately 3 200. Following 

the guidelines of the Department of Labour and Employment of having 2% employees 

with disabilities, there should be about 64 disabled employees at these institutions. 

The results showed that 68.84% of the participants believed the institutions to have 

less than 50 employees with disabilities.  

 

6.4   DISABILITY EMPLOYMENT FRAMEWORK  

The current employment framework, as written in the EEA, has been in force for many 

years, however, it does not help to improve the employment of people with disabilities. The 

framework was established for everyone who is qualified to work; therefore, it failed to 

accommodate the employment needs of people with disabilities. The proposed and improved 

framework given is at the heart of the institution's strategy. This will promote a new culture 

in the institution regarding persons with disabilities. This framework will  enhance access to 

employment while reducing the barriers to such employment for persons with disabilities. 

 

6.4.1  Current Employment Framework  

The study results showed that the EEA of 1998 was mostly used as a strategic document to 

manage disabilities. A flaw in the current framework is that it does not directly address the      

employment of persons with disabilities, making it bias. The framework includes the steps 

as illustrated in Figure 6.1. The steps are discussed in the sub-sections that follow:  
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4. Assessment and skills 

Medical, psychiatric, and other comparable evaluations should be conducted impartially, 

fairly, and without discrimination. Applicants with impairments must get accommodations 

if the evaluation of specific skills is required. 

 

5. Placement and workplace diversity 

An organisation's staff must be educated about the importance of workplace diversity. 

 

6. Training and career advancement 

It is necessary to consult with employees with impairments to ensure their career 

advancement is considered. Decisions should be guided by the current position of the 

employee and their future goals. The most appropriate career path should then be 

recommended. The best training and development opportunities should be established. 

 

7. Retention 

Organisations should ensure that employees with disabilities are retained through 

rehabilitation, training, or any other acceptable accommodations. Options such as re-

deployment should be considered when a current employee becomes disabled. Such 

employees should also keep their current position in the organisation.  

 

8. Health and safety 

The employer is mandated by the Occupational Health and Safety Act to create and keep a 

safe workplace for all employees. 
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9. Working environment 

The physical working environment should not prevent individuals with disabilities to apply 

for or keep employment in an organisation. Any planned alterations to the workplace must 

be discussed with the disabled employee to prevent unnecessary challenges. For example, 

the employer is required to make sure that a blind or visually impaired employee receives 

orientation training in relation to any changes in the surroundings. 

 

10. Performance management and reward 

The key job activities should be easily identified, fairly measured, and appropriately rewarded 

via systems and methods used to assess employee performance. Employees should only be 

evaluated on the work that form part of their job description. Additional work done by 

employees which do not form part of the job description, should not be evaluated.  

 

6.4.2   Proposed Disability Employment Framework  

The study results showed that most of the administrative staff were using the Constitution 

and the Employment Equity Act as a guideline for the employment of persons with 

disabilities. The INDS and TAG were used by small number of staff. The employment of 

persons with disabilities has been at the lowest for many years and the frameworks put in 

place to addresses the challenges did not produce positive results. Many employers still 

group persons with disabilities under the category of previous disadvantaged that include 

women and persons with disability. The current framework follows normal recruitment 

processes, while the new framework deviates from the status quo by headhunting employees 

with disabilities. This will be a game changer and will increase the employment of persons 

with disabilities and bring about cultural change in the workplace. The proposed disability 
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employment framework thus addresses the present challenges faced by persons with 

disabilities.  

 

The INDS is more specifically focusing on individuals with disabilities. The institutions 

should be encouraged to implement this document as a strategic document for disability 

management. This should be clearly communicated to all staff. The internal disability 

strategy can then be aligned to the INDS which has detailed plans on how to address issues 

of disabilities. Implementing the INDS will also assist to change the culture in the 

institutions by making it more accommodating of employees with disabilities. In 

conjunction with the INDS, the TAG offers a disability specific framework for the 

employment of individuals with disabilities, as shown in Figure 6.2. It is important that the 

staff members working with the policies have a positive perception of these matters.  
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�x The conception of an integrated management system to coordinate the planning, 

execution, and oversight of disability-related initiatives across all levels of 

government.  

�x The creation of capacity-building plans that will improve the institution's ability to 

execute the Integrated National Disability Strategy's recommendations at all levels 

(South Africa, 1997).  

�x A public education and awareness-raising campaign designed to alter ingrained 

stereotypes in South African society when coming to disability matters (INDS).  

 

This framework is the most relevant and underutilised framework that addresses 

employment of persons with disabilities. To bring about change, however, institutions need 

to incorporate it into their strategic plans. To realise the cutting-edge strategy, an 

organisation must create and follow a roadmap. This can also be described as a strategic 

plan. Once developed, this strategic plan should become a way of life for the management 

of the organisation.  

 

Following the guidelines without diversion will encourage cooperation among the different 

divisions or departments of the organisation towards reaching the organisational goals. By 

doing this, it is possible to avoid working in silos or having different teams tug in different 

directions (International institute for management development, 2022). It covers a variety 

of aspects related to the employment of persons with disabilities and is best suited for the 

private as well as public sector to make the work environment more disability friendly while 

eradicating negative perceptions of these employees. The INDS should, therefore be at the 

core of the University Strategies right down to operational strategies. 
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2. University strategy 

University strategy simply refers to the strategy that the university is following to reach its 

goals, visions, missions, values, objective and organisational culture. Cultural change will 

have a positive impact on the attitudes of other employees towards persons with disabilities. 

Adopting the INDS as part of this strategy will benefit the institution and persons with 

disabilities as the goals, visions, missions, and values will be centred on disabilities. The 

strategy of the institution directs the institution on the path they wish to follow in the short 

or long term to achieve their goals. Senior management will now be championing the 

disability management from the top and will ensure that the set targets regarding disabilities 

are met. 

  

3. Human resource strategy 

The university strategy now becomes the human resource strategy and will dictate to the 

employment policy of the institution. The human resource strategy is the strategy that directs 

the human resource division in developing policies on employment, the number of 

employees required and who is responsible for the approval of the human resources 

structure. This strategy will ensure that human resource systems, policies, and procedures 

put issues of disability at the centre, as disability management, monitoring, and evaluation 

will be included in the human resource strategy.  

 

4. Employment policy 

The employment policy is the most important policy in the institutions, addressing aspects 

of the employment processes, such as recruitment, selection, headhunting, placement, talent 

and retention management. The policy also ensures that remuneration and working 
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conditions offer equal opportunities to all employees. This policy is determining the ease of 

access for individuals living with disabilities to obtain employment at the institutions. 

Employers should ensure that the policy include the infrastructure and culture to 

accommodate disabled employees. It should also include processes to recruit persons with 

disabilities to ensure that the quota is being met. The employment policy should make 

provision for employment of persons with disabilities without experience and skills to 

certain jobs because they were previously disadvantaged in obtaining employment. 

 

5. Recruitment process 

The recruitment process is the procedures followed for the requirement of new staff and 

includes advertising, minimum qualification, experience, and skills sets. Applicants with 

disabilities need to be prioritised in this phase to ensure that they are not left behind. The 

adoption of the INDS will ensure fair treatment of these applicants as part of reaching the 

institutional objectives. The policies will also follow the university strategy that addresses 

disability management. It must be ensured that persons with disabilities are not left out 

during the screening, shortlisting and interviewing of candidates.  

 

6. Selection process 

This is the process of selecting candidates who meet the job requirements in terms of 

qualification, experience and the relevant skills. Applicants with disabilities should not be 

discriminated against based on a lack of the minimum requirements and skills provided they 

have the minimum qualification for the job. The employment policy should be followed 

carefully.  
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7. Headhunting 

Headhunting refers to the process of identifying persons with disabilities who will be 

suitable for an available position. These individuals are either employed in the public or 

private sector or might be unemployed. The institutions can recruit suitable individuals 

without following employment processes to meet their employment targets. Headhunting 

does not follow the normal recruitment procedures. Employers will now not have any 

excuses for not being able to find persons with disabilities who are qualified. During this 

process, people can be recruited with the intention of equipping them with the skills needed, 

provided that they meet the job requirements but lack experience. 

 

8. Placement  

During placement the institution ensure that the headhunted individual is placed in the 

suitable position. The process is integrated into the human resources system and the person 

is formally appointed and start with their work. 

 

9. Talent and retention management 

Institutions should develop effective retention strategies to prevent losing their employees 

living with disabilities, since the training and accommodations of these employees might 

incur financial costs. A talent management policy gives employers an opportunity to keep 

their employees, especially employees with disabilities and provide suitable benefits and 

rewards. 
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ensure compliance as well as accountability from those responsible for the 

employment of persons with disabilities.  

�x Efforts to provide work opportunities for persons with disabilities without 

considering their needs and expectations will almost certainly fail. Institutions of 

higher education should consider conducting roadshows in all departments to 

establish a culture that promotes a disability-friendly atmosphere.  

�x The guidelines of the new framework could be used as practical tools for strategic 

and operational decision making by integrating �W�K�H�� �F�R�Q�F�H�S�W�V�� �L�Q�W�R�� �W�K�H�� �L�Q�V�W�L�W�X�W�L�R�Q�V�¶��

strategies.  

�x Given that the institutions have adopted the disability policies and guidelines 

approach as one of their strategic principles, a paradigm shift in leadership 

orientation is required. This would necessitate rethinking the strategy through 

comprehensive management training centred on cultural transformation at all levels 

of management.  

�x �'�L�V�D�E�L�O�L�W�\���P�D�Q�D�J�H�P�H�Q�W���V�K�R�X�O�G���E�H�F�R�P�H���S�D�U�W���R�I���W�K�H���L�Q�V�W�L�W�X�W�L�R�Q�V�¶���R�Y�H�U�D�O�O���V�W�U�D�W�H�J�\�����7�K�H��

�L�Q�V�W�L�W�X�W�L�R�Q�V�¶���P�D�Q�D�J�H�P�H�Q�W���Q�H�H�G���W�R���F�R�P�P�L�W���W�R���W�K�L�V���D�V�S�H�F�W���D�Q�G���H�Q�V�X�U�H���W�K�D�W���S�R�O�L�F�L�H�V���D�Q�G��

procedures are not only updated but also implemented. There should also be better 

monitoring of all matters relating to the employment of persons with disabilities. The 

institutions could involve specialised organisations such as South African National 

Council for the Blind (SANCB), Deaf SA (DSA), Pan South African Language 

�%�R�D�U�G�� ���3�D�Q�6�$�/�%���� �D�Q�G�� �'�L�V�D�E�O�H�G�� �3�H�R�S�O�H�¶�V�� �2�U�J�D�Q�L�V�D�W�L�R�Q�V�� ���'�3�2������ �D�Q�G�� �P�D�Q�\�� �P�R�U�H��

organisations working with persons with disabilities during the review process.  

�x More awareness should be created in the institutions via widespread and clear 

communication. Those responsible for and championing disability programmes must 
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be easily identifiable and accessible. The appointment of advisory board members 

need to be circulated to all staff, stating their qualifications and work experience, 

especially those advising on disability matters.  

�x A specialised team should be commissioned to assess the accessibility of the 

buildings to identify challenging areas. This team can also consult with disabled 

individuals to identify areas where their needs are not being met. Plans should be 

compiled to ensure the buildings are disability friendly. 

�x The institutions should commit to following the national legislation and guidelines 

on the employment of persons with disabilities. Adopting the new proposed 

employment framework can assist in reaching the recommended targets.   

 

6.6   CONTRIBUTIONS OF THE STUDY 

This study offers theoretical, methodological, and practical contributions for institutions of 

higher education and the general body of knowledge.  

 

6.6.1   Theoretical contribution  

The available literature on the employment of persons with disabilities mostly focuses on 

the private and public sectors. Literature on this aspect at institutions of higher education is 

limited, despite it being a key sector in equipping these individuals for employment. The 

strategies suggested in this study will assist in bridging the gaps in the current legislative 

framework, such as the implementation of the INDS. Cultural changes that focus on 

disability will contribute to an increase in the employment of persons with disabilities. 
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The adoption of the new Mokonyane Disability Employment Framework will allow 

institutions to change their recruitment strategies and attitudes towards persons with 

disabilities by bring new strategy and culture. The focus will move to employing qualified 

disabled persons despite a lack of experience or skills, which will lead to more disabled 

persons obtaining sustainable employment.  

 

6.6.2   Methodological contribution   

Different to most studies conducted in this field, the current study followed a quantitative 

approach. This study's unique contribution is the use of positivist research philosophy and 

quantitative research methodology, which are not commonly used in studies investigating 

legislative frameworks, management, and employment policies structures. A positivism 

study eliminates any bias and emotional responses, since the participants had to respond to 

a structured questionnaire.   

 

6.6.3   Practical contribution  

The study found that the employment rate of persons with disabilities remain low despite 

the existence of policies and guidelines in this regard. The structured framework, based on 

the results of this study, could offer managers and policymakers in the public and private 

sectors theoretical and practical guidelines. Practical contributions to the study is 

headhunting persons with disabilities without following normal recruitment processes that 

failed to increase the employment of this group. The knowledge gained from this study can 

be used by all institutions of higher education to assess their current status on the 

employment of persons with disabilities. The adoption of the proposed framework can assist 

these institutions to meet the requirements of the national legislation on the employment of 



 
 

174   

such individuals. Overall, the results of this study can contribute to a better employment 

future for persons with disabilities. Employers in the public and private sector can make use 

of the lesson from the study in ensuring that employment of persons with disabilities is 

enhanced within their organisation.  

 

6.7   RECOMMENDATIONS FOR FUTURE RESEARCH  

To further support the case of the employment of individuals living with disabilities, further 

research in the following areas is recommended:  

�x Expand the research to agencies helping persons with disabilities to find 

employment.  

�x Investigate the experience of persons with disabilities in the workplace, including 

treatment by colleagues, their peers and management. 

�x Assess the impact of the use of technology in the workplace on persons with 

disabilities. 

�x Analyse the impact of 4IR on the employment of persons with disabilities in the 

private sector.   

�x Determine the impact of the lack of education on the employment of persons with 

disabilities in general. 

�x Evaluate the current regulations from the DEL on policy frameworks to close the gap 

on the employment of persons with disabilities. 

 

6.8   CONCLUSION 

The final chapter of the study drew conclusions and offer recommendations based on the 

results of the study. These were considered in line with the objectives of the study. The 
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proposed framework for the employment of persons with disabilities were introduced and 

compared to the current framework. The benefits of this study were discussed, along with 

the study's limitations and recommendations for future research. The objectives of the study 

were reached; thus, the research was successfully concluded. 

 

6.8.1   Conclusion pertaining to the extent to which national legislation and guidelines 

are being followed 

The participants indicated that the institutions followed policies and guidelines to address 

the employment of persons with disabilities. The study found, however, that employment at 

both institutions was still below the 2% target. It is, therefore, concluded that persons with 

disabilities are included in the recruitment processes but are not given first preference. The 

new framework will prioritise persons with disabilities in the recruitment processes. It will 

also give those responsible for the employment of persons with disabilities an opportunity 

to headhunt them from other institutions without following formal processes to increase the 

employment of this group. 

 

6.8.2   Conclusion pertaining to the attitudes and perceptions of administrative staff at 

the institutions regarding the needs of persons with disabilities 

The study concluded that there is no negative attitudes and perception of administrative staff 

at the institutions regarding the employment of persons with disabilities. The proposed new 

framework will further strengthen the culture within the institutions, leading to employees 

with disabilities being perceived as any other employee.  
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6.8.3   Conclusion pertaining to the institutional approach towards employing and 

managing persons with disabilities  

The findings on whether the building in which institutions conduct business is disability 

friendly were inconclusive. Many participants were not sure that persons with disabilities 

would feel at home in the buildings. Policies are meaningless unless they are put into action. 

The conclusion is that the institutional approach towards employing and managing persons 

with disabilities is still lacking. Institutions�¶ policies on employment of persons with 

disabilities without having proper resources related to disability management will be 

impossible to implement. 
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Dear Potential research participant, 

 

You are invited to participate in a research study that forms part of my formal Doctor of 

Business Administration studies (DBA). This information leaflet will help you to decide if you 

would like to participate. Before you agree to take part, you should fully understand what is 

involved. You should not agree to take part unless you are completely satisfied with all 

aspects of the study.  

 

1. WHAT IS THE STUDY ALL ABOUT AND WHAT ARE THE POTENTIAL BENEFITS 

THAT MAY COME FROM THE STUDY?  

 

The primary research purpose of this study is to identify the current status of employment 

of persons with disabilities within the three premiere higher education institution in South 

Africa namely, The University of South Africa, University of Venda and The Tshwane 

University of Technology, and to develop an implementation framework should there be 

discrepancies between the findings and present legislature. The research purpose of this 

study consists of the following aims: 

 

The objective  of the study  

�x Determining the extent to which national legislation and guidelines are followed. 

�x Determining the attitudes and perceptions of administrative staff at the institutions of 

the capability and management needs of persons with disabilities. 

�x Determine the institutional approach towards employing and managing persons with 

disabilities.   

 

The benefits of participating in this study are: 
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�x You will make a contribution towards establishing the needs for persons with disabilities 

�x You will make important contributions to improve current practices regarding the 

access, support, and employment of persons with disabilities. 

 

The primary objective of the study is to examine universities employment policies. The 

study is important to me as PhD students and for persons leaving with disabilities and the 

university under study, because the outcome of the study will assist in addressing 

challenges when coming to employment of differently-abled persons and help employer in 

improving access and resources that will be access easy. By participating in this survey 

you are contributing towards understanding the personality traits of young online shoppers 

in South Africa 

 

2. ARE THERE ANY CONDITIONS THAT MAY EXCLUDE YOU FROM THE STUDY?  

 

You will not be eligible to participate in this study if you are not working for the university 

under study. Also, if you are younger than 18 years, you will be excluded from the study. 

 

3. WHAT WILL YOU BE REQUIRED TO DO IN THE STUDY?  

 

If you decide to take part in the study, you will be required to do the following: 

�x To sign this informed consent form. 

�x �&�R�P�S�O�H�W�H���D�Q���R�Q�O�L�Q�H���V�X�U�Y�H�\���R�Q���µ�6�X�U�Y�H�\���0�R�Q�N�H�\�Œ�¶�����<�R�X�U���U�H�V�S�R�Q�V�H�V���Z�L�O�O���E�H���F�R�O�O�H�F�W�H�G��

anonymously, and the data will be treated confidentially. The researchers undertake 

�Q�R�W���W�R���H�Q�J�D�J�H���L�Q���D�Q�\���D�F�W�L�Y�L�W�L�H�V���D�L�P�H�G���D�W���L�G�H�Q�W�L�I�\�L�Q�J���S�D�U�W�L�F�L�S�D�Q�W�V�¶���S�H�U�V�R�Q�D�O���L�Q�I�R�U�P�D�W�L�R�Q����

for example, name, surname or IP address. The results of this study will be reported 

as summaries in which no individual's answers can be identified. 
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The procedure involves completing an online survey will take approximately 20 minutes. 

Your responses will be collected anonymously, and the data will be treated confidentially. 

The researchers undertake not to engage in any activities aimed at identifying �S�D�U�W�L�F�L�S�D�Q�W�V�¶��

personal information, for example, name, surname or IP address.  

 

4. WHAT IS THE COMPENSATION, RISKS, AND YOUR RIGHTS AS A PARTICIPANT 

IN THIS STUDY?  

 

Your participation in this study is entirely voluntary and there are no known or anticipated 

risks. You may decline to answer any of the questions and withdraw at any stage without 

any penalty. 

 

Please note that you will not  be paid to participate in the study.  You will not be financially 

compensated for participation in the study. You will not incur any expenses by participating 

in the study as the study will be conducted using a survey monkey which is at no cost to 

you. 

  

Questionnaires: The study and procedures involve no foreseeable physical discomfort or 

inconvenience to you or your family. There will be no emotional discomfort in completing 

the questionnaires. 

 

Physical exhaustion: There will be no physical exhaustion as completing the questions will 

not be long. 

 

Minimal risk/discomfort/inconvenience:  Participation in the study involves minimal risks, 
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discomforts and/or inconveniences that are no more than the risks, discomforts and/or 

inconveniences one encounter in daily living. 

 

RIGHTS 

Your participation in this study is entirely voluntary. You have the right to withdraw at any 

stage without any penalty or future disadvantage whatsoever. You may withdraw without 

providing any reason/s for your decision. Your withdrawal will in no way influence your 

continued care and relationship with the research team. Note that you are not waiving any 

legal claims, rights or remedies because of your participation in this research study. 

 

You will not be paid to participate in the study. Your participation in this study is entirely 

voluntary and there are no known or anticipated risks. You may decline to answer any of 

the questions and withdraw at any stage without any penalty.  

 

5. WHICH RESEARCH INSTRUMENT WILL BE USED?  

 

The questionnaire is based on an existing standardised instrument developed by  

provide sources (van Staden, 2011). 

 

6. HOW WILL CONFIDENTIALITY AND ANONYMITY BE ENSURED IN THE STUDY?  

 

All data collected will be treated as confidential and your anonymity will be protected in any 

reports or publications produced as a result of the survey. 

 

Confidentiality of data will be maintained - in other words the identity of participants will not 

be known to the researcher. There will be no identification of participants on the 
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questionnaire and final report documents (e.g. dissertation and journal articles). Thus, your 

identity will not be revealed during or after the study, even when the study is published or 

used in any format. Any information that is obtained in connection with this study and that 

can be identified with you will remain confidential and will be disclosed only with your 

permission or as required by law. The electronic information received will be stored in a 

safe place for five years, after which they will be destroyed. 

 

Note that the information received during the project will only be used for research purposes 

and will not be used or released for any university staff member for employment-related 

performance evaluation, promotion, and disciplinary purposes. The findings will only be 

used for research purposes and to inform, review and improve the current processes and 

procedures on the employment of persons with disabilities. 

 

Survey Questionnaire: All your answers will be anonymous and confidential. The results of 

this study might be published in a scientific journal and/or presented at scientific meetings 

but will be reported as summaries in which no individual's answers can be identified.  

 

7. HAS THE STUDY RECEIVED ETHICAL APPROVAL?  

 

The formal study proposal will be submitted to the Faculty Committee for Postgraduate 

Studies and the Faculty Committee for Research Ethics at TUT's Faculty of Management 

Sciences. 

 

Ethical clearance number: ____________________________ 
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8. WHO CAN YOU CONTACT FOR ADDITIONAL INFORMATION REGARDING THE 

STUDY? 

 

If, at this stage or in future, you have any further queries about the project, please feel free 

to contact me at mmotlana80@gmail.com/Tel 071 850 9837 or the study leader, Prof Y 

Paul, at PaulY@tut.ac.za/Tel (012) 382-5807. For questions regarding the ethical aspects 

of the study, you can contact the chairperson of the TUT Research Ethics Committee, Prof 

T Ramukumba, during office hours at Tel (012) 382-5107, E-mail ramukumbats@tut.ac.za. 

 

9. DECLARATION ON CONFLICT OF INTEREST AND PLACE OF EMPLOYMENT   

      CONFLICT OF INTEREST 

There is conflicts of interest in this study, I Joseph Mokonyane, currently employee of 

�7�V�K�Z�D�Q�H�� �8�Q�L�Y�H�U�V�L�W�\�� �R�I�� �7�H�F�K�Q�R�O�R�J�\�� �Z�R�U�N�L�Q�J�� �L�Q�� �W�K�H�� �5�H�J�L�V�W�U�D�U�¶�V��environment. Staff in the 

�5�H�J�L�V�W�U�D�U�¶�V���H�Q�Y�L�U�R�Q�P�H�Q�W���Z�L�O�O���E�H���S�D�U�W���R�I���W�K�H���V�W�X�G�\�����7�K�H���V�W�X�G�\���V�K�D�O�O���E�H���G�R�Q�H���L�Q���D���S�U�R�I�H�V�V�L�R�Q�D�O��

manner that does not jeopardise the university or the study participants. 

 

The study will be done online using Survey Monkey, with participants accessing the survey 

via a link. During the survey, participants are not needed to provide their names or other 

identifying information. Anonymity itself mitigate any potential conflict of interest. 

Questionnaires, by their very nature, disconnect the researcher from the participants 

because they are self-completed by them without the researcher's input. 

 

Because the study is for educational purposes and participants are not obliged to pay 

money to participate in the study, neither the researcher nor the study leaders will receive 

any financial gain. 
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10. CONSENT AND WORDS OF APPRECIATION  

a) ONLINE/EMAIL SURVEY 

 

Clicking on the "agree" button indicates you agree that you have read the above information 

above and voluntarily agree to participate in the research study. Thank you for agreeing to 

participate in this study. 

 

If you do not wish to participate in the research study, please decline participation by 

clicking on the "disagree" button. 

  

IF IT IS AN ONLINE/EMAIL SURVEY  THE FOLLOWING STATEMENT CAN BE USED: 

 

By completing the survey, I agree that I have read this INFORMATION LEAFLET  and 

voluntarily agree to participate in the research study. If you do not wish to participate in the 

research study, please ignore the survey. 

 

(ONLY APPLICABLE IF IT IS AN ONLINE SURVEY. REMEMBER TO DELETE THE 

OTHER FORMULATIONS THAT ARE NOT APPLICABLE TO THIS STUDY)  

 

I hereby confirm that I have been adequately informed by the researcher about the nature, 

conduct, benefits and risks of the study. I have also received, read and understood the 

above written information. I am aware that the results of the study will be anonymously 

processed into a research report. I understand that my participation is voluntary and that I 

may, at any stage, without prejudice, withdraw my consent and participation in the study. I 

had sufficient opportunity to ask questions and of my own free will declare myself prepared 

to participate in the study. 
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If it is an online/email survey the following can be used: 

By completing the survey, I agree that I have read the INFORMATION LEAFLET and 

voluntarily agree to participate in the research study. If you do not wish to participate in the 

research study, please ignore the survey. 

 

 

�5�H�V�H�D�U�F�K���S�D�U�W�L�F�L�S�D�Q�W�¶�V���Q�D�P�H����                             (Please print) 

  

�5�H�V�H�D�U�F�K���S�D�U�W�L�F�L�S�D�Q�W�¶�V���V�L�J�Q�D�W�X�U�H����                             

Date:                

 

�5�H�V�H�D�U�F�K�H�U�¶�V���Q�D�P�H����                                                     (Please print) 

�5�H�V�H�D�U�F�K�H�U�¶�V���V�L�J�Q�D�W�X�U�H����                             

Date:                

 

 

WORDS OF APPRECIATION 

Your co-operation and participation in the study will be greatly appreciated 

 

Example:  

Clicking on the "agree" button indicates you agree that you have read the above information 

above and voluntarily agree to participate in the research study. Thank you for agreeing to 

participate in this study. 

 

If you do not wish to participate in the research study, please decline participation by 

clicking on the "disagree" button, 
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IsiZulu 11 
Other 12 

 

4. Please indicate your highest 
level of education (Tick one 
box) 

Grade 12/Matric NQF 4 1 
N6 Certificate NQF 5 2 
National 
Diploma/Diploma 

NQF 6 3 

Bachelor 
Degree/Advanced 
Diploma/B Tech 

NQF 7 4 

Honours Degree/Post 
Graduate Diploma 

NQF 8 5 

�0�D�V�W�H�U�¶�V���'�H�J�U�H�H NQF 9 6 
Doctoral Degree NQF 

10 
7 

Other   
 

5. Gender Male 1 
Female 2 
Other 3 

 

6. Disability status Person with disability 1 
Abled-person 2 
Other 3 

 

7. Are you managing employee(s) 
who are living with disabilities 

Yes 1 
No 2 
Not applicable 3 

 

8. Please indicate to what extent you use the following legislation or policy framework 
to assist you to manage disability in the work place 

8.1 The Constitution Never 1 
Rarely 2 
Sometimes 3 
Very often 4 
Always 5 

 

8.2 The Employment Equity Act, 
1998 (EEA) 

Never 1 
Rarely 2 
Sometimes 3 
Very often 4 
Always 5 

 

8.3 The Integrated National 
Disability Strategy (INDS) 

Never 1 
Rarely 2 
Sometimes 3 
Very often 4 
Always 5 

 

8.4 The Technical Assistance 
Guidelines (TAG) 

Never 1 
Rarely 2 
Sometimes 3 
Very often 4 



 
 

212   

Always 5 
 

   
9. Some of the legislation or policy 

need to be amended or extended 
Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

10. Employees with disabilities are 
able to work as well as any other 
employee 

Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

11.  Employees with disabilities are 
able to do physically strenuous 
work 

Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

12. Employees with disabilities are 
difficult to manage 

Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

13. Employees with disabilities 
require special attention from 
their supervisors 

Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

14. It is more expensive to employ 
employees with disabilities than 
any other employee 

Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

15. Employees with disabilities are 
absent from work due to illness 
more often than other 
employees 

Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

16. Employers are not willing to 
employ person with disabilities 

Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

17. Workplaces are not friendly 
towards person with disabilities 

Strongly disagree 1 
Disagree 2 
Undecided 3 
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Agree 4 
Strongly agree 5 

 

18. If a job applicant indicates in 
their CV that they are persons 
with disabilities, their 
application is not properly  
considered 

Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

19. Institutions ignore disability 
management issues because it 
conflicts with business 
objectives 

Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

20. Institutions  encourage 
managers to ignore disability 
issues because it conflicts with 
business objectives  

Strongly disagree 1 
Disagree 2 
Undecided 3 
Agree 4 
Strongly agree 5 

 

21. Institution have approved and 
clearly written policies or 
guidelines on employing person 
with disabilities 

Yes 1 
No 2 
Do not know 3 

 

22. Do you use the policy or written 
guidelines to guide your 
disability management related 
decisions at work? 

Yes 1 
No 2 
Do not know 3 

 

23. Institution have a disability 
office or a disability 
ombudsman to whom 
employees can report suspected 
discrimination or receive advice 
about disability issues? 

Yes 1 
No 2 
Do not know 3 

 

24. HR department act as the 
primary resource for your 
�L�Q�V�W�L�W�X�W�L�R�Q�¶�V���G�L�V�D�E�L�O�L�W�\���L�Q�L�W�L�D�W�L�Y�H�" 

Yes 1 
No 2 
Do not know 3 

 

25. HR professionals involved in 
formulating disability 
management policies for your 
institution? 

Yes 1 
No 2 
Do not know 3 

 

26. Are the individuals responsible 
for managing the disability 
programme in your institution 
qualified and experienced for 
the task? 

Yes 1 
No 2 
Do not know 3 

 

27. Do employees know who to 
contact when requiring 

Yes 1 
No 2 
Do not know 3 
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information on disability 
management? 
 

28. Are the following key people in your institution committed to disability management? 
Tick only the positions relevant to your institution. 

28.1 CEO/Director/Top management Yes 1 
No 2 
Do not know 3 

 

28.2 Senior Management Yes 1 
No 2 
Do not know 3 

 

28.3 Middle Management Yes 1 
No 2 
Do not know 3 

 

   
28.4 Direct supervisor Yes 1 

No 2 
Do not know 3 

 

28.5 Subordinates Yes 1 
No 2 
Do not know 3 

 

28.6 Peers Yes 1 
No 2 
Do not know 3 

 

28.7 Other employees Yes 1 
No 2 
Do not know 3 

 

29. How many employees does your 
institution employ? 

Less than 100 employees 1 
101 to 500 employees 2 
501 to 1000 employees 3 
1001 to 5000 employees 4 
More than 5000 employees 5 

 

30. How many employees who are 
living with disabilities does your 
institution employ? 

Less than 10 employees 1 
11 to 50 employees 2 
51 to 100 employees 3 
101 to 500 employees 4 
More than 500 employees 5 

 

31. How many employees employed 
by your institution are: 

Visual impaired?  
Intellectually disabled?  
Emotionally disabled?  
Hearing impaired?   
Communication disabled?  
Physically disabled?  
Other?  
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32. How does your institution 
recruit employees who are 
living with disabilities? 

Respondents can tick more than one 
option 

tic
k 

NO 

40.1 No specific effort is made   
40.2 Normal recruitment processes   
40.3 Headhunting   
40.4 Recruitment agencies   
40.5 Recruitment agencies 

specialising in finding persons 
with disabilities 

  

40.6 Adverts in the magazines 
published by organisations for 
the persons with disabilities? 

  

40.7 Other    
 

   
33. Does your institution provide 

training in dealing with issues 
related to the employment of 
employees who are living with 
disabilities? 
 
 

Yes 1 
No 2 
Do not know 3 

 

This question should only be answered by respondents who answered Yes to question 33 
34. How often have you used the 

principles taught in this training 
to guide your decisions at work? 

Never 1 
Rarely 2 
Sometimes 3 
Very often 4 
Always 5 

 

35. Please indicate which areas do 
you think should be covered in 
an employment focused 
disability management training 
programme? 

Recruitment 1 
Selection  2 
Hiring 3 
Onboarding 4 
Training 5 
Employee relations 6 

 

36. Who should undergo this 
training? 

Respondents can tick more than one answer 
Senior Managers  
Middle managers  
Lower level  
All staff  
Other  

 

37. Does your institution have an 
effective performance 
management system? 

Yes 1 
No 2 
Do not know 3 
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38. Is the institution performance 
management system applicable 
to employees who are living 
with disabilities? 

Yes 1 
No 2 
Do not know 3 

 

39. Does the institution have the 
same performance standards 
applicable to employees who are 
living with disabilities and abled 
employees 

Yes 1 
No 2 
Do not know 3 

 

40. Does the institution equally 
reward good performance to 
employees who are living with 
disabilities and abled employees  

Yes 1 
No 2 
Do not know 3 

 

41. Do you think changes are 
required in the performance 
management system to 
accommodate persons with 
disabilities? 

Yes 1 
No 2 
Do not know 3 

 

42. What is the extent to which your 
institution's recruitment 
approach is effective? 
 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 

43. To what extent is the same 
selection criteria applied in the 
recruitment of employees who 
are living with disabilities and 
abled employees? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 

44. To what extent are the same 
remuneration packages offered 
to employees who are living 
with disabilities and abled 
employees? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 

45. To what extent does your 
institution have an effective 
employee retention strategy? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 

46. To what extent is the employee 
retention strategy applicable to 
employees who are living with 
disabilities? 
 
 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 
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47. To what extent are the same 
initiatives to retain staff 
applicable to employees who are 
living with disabilities and 
employees who are abled? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 

48. To what extent are the same 
benefits paid to employees who 
are living with disabilities and 
employees who are able to 
retain them? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 

49. To what extent is the labour 
relations management strategy 
applicable to employees who are 
living with disabilities? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 

50. To what extent are the labour 
relations initiatives similarly 
applicable to employees who are 
living with disabilities and 
employees who are abled? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 

51. Do you think changes are 
required in the labour relations 
management strategy to 
accommodate employees who 
are living with disabilities? 
 

Yes 1 
No 2 
Do not know 3 

 

52. Do you think employment 
policies and practices require 
review to accommodate persons 
with disabilities? 

Yes 1 
No 2 
Do not know 3 

 

53. To what extent does your 
institution have a policy 
detailing the steps your 
institution is willing to take to 
accommodate an employee 
living with disabilities? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 

54. To what extent would your 
institution employ an expert to 
advice on the best method to 
accommodate persons with 
disabilities? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 

55. To what extent is the building in 
which your organisation do 
business, disability friendly? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 

 



 
 

218   

56. To what extent does your 
institution monitor and evaluate 
the implementation of a 
disability management strategy? 

Very poor 1 
Poor 2 
Barely acceptable 3 
Good 4 
Very good 5 
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