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ARTICLE INFO ABSTRACT

Received: Oct 22, 2024 This study aimed to shed light on the difficulties encountered by persons with
. disabilities (PWD) in the labor market. Despite numerous legislation and laws
Accepted: Dec 27, 2024 to ensure diversity in the labor market, PWD do not experience the same access
to work opportunities as their counterparts without disabilities. Moreover, this
study seeks to investigate employer attitudes towards hiring PWDs, identify the
barriers and challenges PWD encounter in employment and their workplace,
Persons with Disabilities  and analyze proposed solutions from the point of view of experts, specialists in
special education and employers. The aim is to identify and recommend a
(PWD) suitable approach and procedure to assist graduated students with disabilities
Challenges in overcoming the challenges they face when transitioning to the labor market.
Data were collected and analyzed through questionnaires and interviews. Based
on the employers' responses, five main challenges and obstacles were found to
Labor market hinder the employment of PWD and prevent them from achieving success in the
labor market. The identified challenges include institutional and administrative
issues, accessibility and physical barriers, attitudinal, social and cultural
obstacles, lack of skills and assistive technology services, and misconceptions
surrounding disability inclusion. From the proposed solutions provided by
specialists, experts in special education and employers, it is recommended to
invest in comprehensive training programs and support will enhance their
understanding and empower PWDs with the necessary knowledge and skills to
*Corresponding Author: navigate the job market successfully and achieve remarkable success.
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INTRODUCTION

Persons with disabilities (PWD) are confronted with a large number of barriers starting in the early
stages of life, which can significantly impact their capacity to find decent work. The transition from
university to the labor market is critical in many students' lives since it relates to their economic and
psychosocial well-being (Gillies & Pedlar, 2003; Heckhausen, 2002) and it often determines their
future (Bynner & Parsons, 2002). PWDs are typically at risk of being marginalized in the workplace
and they usually expect unemployment, working in short-term or unskilled jobs (Bynner, Ferri &
Shephard, 1997). The disability rights movement asserts that PWDs should have equal access to all
facets of society, including education and employment (Oliver & Barnes, 1993; Rioux, 2002; 2003).
Despite these efforts, many graduated students are disappointed as they enter the labor market,
unable to get the jobs they aspire to and deserve (Bynner & Parsons, 2002).

Akhdar (2015) highlighted that many studies that indicate that public universities in Saudi Arabia
are not linked to the world of work, and those students do not receive sufficient preparation to
engage in the work field and public life. According to Akhdar, an analysis of educational outcomes
revealed clear and tangible weaknesses and a decline in productive efficiency. Additionally, there is
a notable inadequacy of the competencies and experiences provided by these educational systems,
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making them insufficient for meeting the demands of economic competition and not preparing
students for entry into the labor market.

Statement of the problem

PWD are over-represented among the world’s poor, and many experience multiple deprivations at
higher rates and in wider breadth, depth, and severity than people without disabilities (Mitra,
Posarac, & Vick, 2013; Samman & Rodriguez-Takeuchi, 2013). The lack of access to paid work and/or
wider economic activity is a significant social disadvantage, perpetuating the link between poverty
and disability across various national contexts (Braitwaite & Mont, 2009; Haveman & Wolfe, 1990;
Hoogeveen, 2005; Peiyun & Livermore, 2008; WHO, 2011; Zaidi & Burchardt, 2005). The Millennium
Development Goals (MDGs) on eliminating poverty, launched by the United Nations in 2000, are
unlikely to be achieved unless explicit and specific efforts are undertaken to support disabled
people’s participation in labor market activities (Department for International Development [DFID],
2000; Groce & Trani, 2009). For instance, in 2002, the World Bank initiated the integration of
disability considerations into its operations and analysis (Mont, 2007). A major catalyst in this
context is the Convention on the Rights of Persons with Disabilities (CRPD) adopted by the United
Nations in 2006. This marked a significant advance in the recognition of the rights of disabled
persons, including the right to work on an equal basis with others (United Nations [UN], 2006). With
increasing recognition of employment as a key factor of empowerment and integrating people with
disabilities into society, a shift to a broader framework for action has occurred. This shift underscores
the role of interventions to improve labor market outcomes, which is receiving increased
international attention (DFID, 2000; International Labor Organization [ILO], 2008; WHO, 2004).

The barriers faced by people with disabilities globally in accessing and sustaining paid work is a
profound social challenge. Various reasons are provided to explain why these barriers exist and new
policy visions are frequently offered up. Yet, efforts to promote development and poverty reduction
have not always adequately included disability; for instance, people with disabilities are not explicitly
included in MDG targets and indicators (WHO, 2011). The links between disability and employment
vary considerably across impairment categories, their severity and duration (WHO, 2011; World
Blind Union, 2004).

A range of environmental and personal factors can present barriers for persons with health
conditions to function and participate in economic life. For example, the physical accessibility of local
workplaces and transport facilities, available accommodations, and social attitudes can restrict
participation in the labor market (Baldwin & Johnson, 2006; Bound & Burkhauser, 1999; Mitra &
Sambamoorthi 2008). Lack of access to education and training or financial resources can result in
exclusion from the labor market, and social protection systems may create disincentives for PWD to
enter the labor market. There is evidence that people with disabilities face disadvantages when
seeking to access and sustain employment in competitive, tight labor markets (Mitra, 2009). The
particular educational facilities, employment support, health services, disability benefit systems, and
other interventions that are available in a given context can influence the extent of PWD employment
and its consequences.

Graduated students with disabilities who are marginalized, and lacking traits valued by employers
face difficulties not only in securing employment but also in achieving a rewarding career. This can
have far-reaching implications on their lives and futures. Although the transitional experience of
youth with disabilities is well documented (Davies & Beamish, 2009; Estrada-Hernandez,
Wadsworth, Nietupski, Warth & Winslow, 2008; Phelps & Hanley-Maxwell, 1997; Test et al., 2009;
Wagner & Blackorby, 1996; Winn & Hay, 2009), we still face many challenges when transitioning
students with disabilities from higher education to the labor market.

Despite work’s importance for mental, physical, and material well-being, many PWDs continue to
face multiple barriers in obtaining or returning to work (OECD, 2003; OECD, 2009b).
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PWD in many countries have much lower employment rates than the general population, leading to
poverty or low income and reliance on permanent disability benefits and a lower quality of life (Bloch
& Prins, 2000; WHO, 2011). At the same time, many countries, including Saudi Arabia, face workforce
shortages (particularly in some regions and especially for skilled jobs). This contributes to a
considerable rise in public expenditures for disability benefits and work incapacity pensions, which
threaten the sustainability of states’ social and financial systems (OECD, 2012; Praxis, 2011; Saar Poll,
2013). People with disabilities are too often overlooked as individuals who can make meaningful
contributions to the workforce and their communities.

Notwithstanding legislation specifically targeted at promoting and protecting the rights of people
with disabilities (e.g., Americans with Disabilities Act [1990] of 1991), the employment of people
with disabilities is still lagging when compared to their able-bodied, and comparably educated
counterparts (WHO, 2011; see also Colella & Bruyere, 2011; Kruse & Schur, 2003).

The percentage of employed PWDs in the Kingdom of Saudi Arabia who could work was 7.7% in
2016, increasing to 14.6% in 2022, according to the National Transformation Program. This was due
to the Kingdom seeking to create a PWD suitable labor market. However, it has not yet achieved the
desired goal in the Kingdom's Vision 2030.

A primary reason for the lower participation rates and underemployment of individuals with
disabilities is that employers often harbor pessimistic views about the work-related abilities of these
individuals. These pessimistic views have been well-documented in literature (e.g., Gold, Oire, Fabian,
& Wewiorksi, 2012; Hernandez et al., 2008; Kaye, Jans, & Jones, 2011; Lengnick-Hall, Gaunt, &
Kulkarni, 2008; see also white papers by Domzal, Houtenville, & Sharma, 2008; Gaunt & Lengnick-
Hall, 2014). An in-depth analysis of where in the employment relationship employers’ pessimistic
views appear, and whether these concerns are supported by empirical evidence is missing.

To address this gap, this descriptive and qualitative study was conducted in order to contribute to
understanding the challenges facing university graduates with disabilities as they move through the
transitional stage from higher education to the labor market; it identifies the challenges faced by
PWD for employment and the barriers they experienced in the workplace and social participation,
from both their perspective and from that of the employers. Finally, we aimed to identify different
recommended approaches and procedures for graduated students with disabilities to overcome the
challenges and achieve better success in transitioning to the labor market. Moreover, it provides
recommendations for organizations committed to creating more effective, equitable, and inclusive
workplaces for all. This is achieved through exploring proposed solutions from the point of view of
experts, specialists in special education and employers. It also involves determining the fields of
employment in which graduates with disabilities can work, which suit their abilities and capabilities
from specialists' perspectives in special education and related to their academic specialization.

Connecting university to the labor market

The process of linking education and work can have great economic, social and educational benefits,
and that teaching work skills to those with a good basic education is easier and less costly than
training the uneducated or those with little education (Elshemy, 2020). Akhdar (2015) pointed out
that educating people with disabilities requires relevant stakeholders to focus on professional
guidance for learners, introducing them to the professions in the labor market, and instill the skills
required to work in them along with general academic education.

Unemployment of people with disabilities

Many college graduates often face difficulty in obtaining a job, and they unable to compete effectively
in the labor market. This difficulty increases with PWD, as there is often a mismatch between the
skills of many individuals with disabilities and the demands of the labor market (Akhdar, 2015).
Looking at the employment landscape for persons with disabilities in the Arab world reveals that a
significant majority suffer from unemployment due to various factors. Specifically, the
unemployment rate for the Saudi population aged 15 years and over for the second quarter of 2017
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is estimated at 12.8% out of the total Saudi population of 308,472, 31, which is an indication of the
high unemployment rate.

Obstacles to rehabilitation and employment of people with disabilities:

Some people don’t receive adequate education.

The inefficiency of training and skill development programs directed at them.

Some employers do not recognize the certificates granted to them.

PWDs are not keeping up with basic job requirements and professional growth,

especially regarding languages.

The need to make necessary adjustments in the work environment to suit the abilities

and capabilities of the disabled.

6. Low wages for PWDs compared to others, and lack of job security.

7. They are not sufficiently accepted as members with the same rights and aspirations
as ordinary persons.

8. Employers are not convinced of the capabilities of PWDs and view them as less
productive than others.

9. Modern technologies and the lack of training skills that are in line with the

requirements of the labor market.

W

i

This research will also address employment challenges faced by students with disabilities through
their transition from higher education to employment. It is recognized that students with disabilities
may need additional support to access employment (OECD 2011; AHEAD 2014); however, it is
unclear what support they should take. Therefore, this research explores the perspectives of
employers and graduates with disabilities who plan to access employment. It investigates the
support and skills that these students require before transitioning to the labor market, as well as the
training courses they need during their university education. These skills will be achieved through
the design of a higher education-to-labor market transition program, such as employment services,
in relation to job search, CV writing, job interview skills, technical skills, personal skills (Enhancing
self-confidence, developing creative intelligence, time management, and interacting with people in
the labor market community and others), foreign language learning skills and computer skills.

Research Questions
Q1. What are the most important employability challenges for people with disabilities?
Q2. What is the attitude of employers towards hiring persons with disabilities?

Q3. What are the suggested recommendations to meet the challenges of students with disabilities
upon graduation and before transitioning to the labor market?

Research Objectives
The following list provides the research objectives:

1. Identifying the attitude of employers towards hiring persons with disabilities.

2. ldentifying the most important employability challenges for people with disabilities

3. Determining the fields of employment in which graduates with disabilities can work,
which suit their abilities and capabilities from the point of view of specialists in
special education and related to their academic specialization.

4. Bridging the gap between the learning outcomes of academic programs and the
requirements of the labor market by identifying the most important skills that a
graduate with disabilities needs to develop to match the requirements of the labor
market.
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METHODOLOGY
Description of the study context

This study targeted persons with disabilities, employers who work with or possibly hire PWDs in the
Saudi labor market, as well as specialists and experts in the field of special education.

Participants

The participants were intentionally selected for the study from four regions in Saudi Arabia, namely,
Tabuk region, the central region, the easter region and the Makkah region. The criteria were as
follows:

1. The working employees are persons with non-multiple disabilities.
2. Employers, managers, and supervisors who work with persons with disabilities.
3. Specialists and experts in special education.

Study approach and design

This study adopted the Triangulation Design: Multilevel Model (Creswell, Plano Clark, et al., 2003).
The model generally involves the concurrent, but separate, collection and analysis of quantitative
and qualitative data so that the researcher may best understand the research problem. The
researcher attempts to merge the two data sets, typically by bringing the separate results together in
the interpretation or by transforming data to facilitate integrating the two data types during the
analysis (Creswell, 2005; Dornyei, 2007). This is hoped to assist in achieving a fuller understanding
of a target phenomenon, besides improving the validity of the research and reaching multiple
audiences (Dornyei, 2007). Additionally, this study adopted the exploratory sequential design in
which the researchers collected qualitative and quantitative information sequentially in three phases
(as in Figure 1), with one form of data collection following and informing the other. In other words,
this design consists of first collecting qualitative data and next collecting quantitative data and then
collecting and analyzing qualitative data, which helps to explain or elaborate on the quantitative
results (Creswell & Plano Clark, 2011; Tashakkori & Teddlie 2008; Onwuegbuzie et al. 2010). In this
design, qualitative data is collected by interviewing employers, managers, and supervisors in order
to identify important points about the problem. In the next step, quantitative data is collected through
a survey questionnaire to participants in the study from hiring individuals with disabilities and
analyzing them After analyzing the quantitative data and discovering the research problem, the
researchers collected qualitative data again by conducting interviews and asking open-ended
questions to the participants ranging from employers, managers, specialists, and experts in special
education.

Level 1:
QUAL
Data collected from interviews, analysis, results

Level 2:
QUAN
Data collected from surveys, analysis, results

Level 3:
QUAL
Data collected from interviews, analysis, results

Investigation Stages

Figure 1: The exploratory sequential design (Tashakkori & Teddlie, 2003)

Given the primary aim of this study, two instruments were determined to be used for data collection:
an interview and a questionnaire. These are discussed next.
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Interviews

Semi-structured individual interviews were the study tool for collecting qualitative data in this mixed
study; To allow the natural emergence of topics during the interview.

An interview was conducted with the study sample of employers, managers and supervisors to
identify their attitudes towards employing people with disabilities and to identify the mostimportant
challenges and obstacles facing workers with disabilities in the labor market. Moreover, provide
some proposed solutions to meet the challenges of graduate students with disabilities before the
transition to the labor market.

The interview was applied in the first and third stages of data collection. In the first stage, the
interview consisted of two parts as follows:

The first part consists of (14) specific questions addressed to employers, managers and supervisors
who have employed people with disabilities. The answers to these questions are either positive or
negative, as the questions vary in terms of the employers’ point of view regarding the capabilities of
the disabled person, and the extent to which they perform the professional work required of them.

The second part consists of (8) questions addressed to employers, managers and supervisors who
have employed persons with disabilities. Questions varied about employers' tendency to hire people
with disabilities, and the most important challenges facing workers with disabilities in the labor
market.

The interview was applied in Stage 3, and it consisted of questions addressed to specialists and
experts in special education. During this stage, the questions focused on identifying key proposed
solutions for the employment and success of PWDs in the labor market. The focus was on how higher
education can offer vocational guidance and qualify graduate students professionally before they
transition to the labor market.

Questionnaire

The quantitative study relied on a questionnaire designed by researchers, as it is an appropriate tool
to obtain facts, data, and information related to a specific reality. It is in the form of several questions
that the research sample members are asked to answer (Obeidat, Abdel Haq and Adas, 2014). The
questionnaire was built according to the objectives and the study research questions, and with
reference to previous research related to the subject of the study (e.g., Al Sawaf, 2015; Bonner, 2017;
Behroz-Sarcheshmeh et al.,, 2017; Ju, 2012; Ju et al,, 2012; Kumin & Schoenbrod, 2015; Kim, 2018;
McGuirk, 2016; Vanitha & Ramaa, 2013)).

The questionnaire is divided into two parts; the first of which was concerned with the demographic
information of the study sample. The second part included five axes including institutional and
administrative challenges, accessibility and physical barriers, attitudinal, social and cultural
challenges, lack of skills and assistive technology services, and concerns about disability inclusion; to
identify the most important challenges and find ways to devise strategies to address these issues.
This effort aims to facilitate the rehabilitation of students with disabilities before they transition to
the labor market and to empower them in the Saudi labor market.

The questionnaire was presented to a group of special education experts and professors. Following
their review, the suggestions and recommendations were incorporated into the questionnaire before
finalizing it. The internal consistency of the questionnaire was determined through reliability testing.
Cronbach's alpha value was found to be a = 0.726. Although this value is slightly lower than the
expected value, it is acceptable and shows that all the items of the questionnaire provide answers to
the research question.
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Table 1: Summary of demographic information of questionnaire

Hearing Impairment Visual Impairment Physical disability
46 38 69
153

Study procedures

After ensuring the validity and reliability of the study tools, the researchers took the necessary
measures to apply them to the study sample as follows:

In stage One, structured interviews were conducted with (42) managers, supervisors, and employers
hiring for persons with disabilities. The responses were then collected and analyzed by the
researchers. In stage Two, the second study tool (i.e, questionnaire) was designed based on the data
collected and analyzed after applying the first study tool (i.e., interviews). Then the questionnaire
was distributed to persons with physical, visual and hearing disabilities who were enrolled in all
government sectors, centers and departments. A total of (160) individuals were invited, and 153
responded and completed the questionnaire. Next, the questionnaire data was tabulated, coded, and
entered into the computer, and then the data was processed statistically.

In the Stage 3, structured interviews were then conducted with 21 experts and specialists who are
specialized in educating and training PWD. The responses were then collected and analyzed by the
researchers.

PWD hiring questionnaire

Data from the first qualitative phase were used to develop a questionnaire instrument for the second
quantitative phase of the study. Targeting hiring people with disabilities who face challenges in the
labor market, the following five dimensions arose from Phase I: 1) institutional and administrative
challenges; 2) accessibility and physical barriers; 3) attitudinal, social and cultural challenges; 4) lack
of skills and assistive technology services, and 5) concerns of disability inclusion. The questionnaire
was thus developed to measure the dimensions in a total of 35 statements on a five-Likert scale
divided into sections according to the dimensions, besides five questions at the very beginning for
eliciting demographic information. The questionnaire was developed in Arabic. Finally, Cronbach's
alpha coefficient (also known as the coefficient alpha technique) was tested for reliability as internal
consistency (Cronbach, 1951) and scored .854 which is high reliability (>.7) indicating that this
instrument was valid and reliable. Being validated, the surveys were distributed online using Google
Forms over the spring semester of 2022.

Ethical considerations

All ethical considerations were followed throughout the process of conducting this research. All data
was generated with explicit permission from the participants. No one was coerced into participating
in the study, and all were told they could withdraw from the study at any point in time without
repercussions. The online-based questionnaire was set to anonymize responses; therefore, 1P
address and location and other personal information were not collected.

Analysis of the interview transcripts

The qualitative phase of the study revealed interesting information about the experiences of
employing people with disabilities and the attitudes of employers, managers and supervisors about
their employment. To this end, interview responses were transcribed, summarized, and separated
into common themes, following the thematic analysis proposed by Braun and Clarke (2006).
Interrater reliability was calculated by the joint probability of agreement. Both authors coded the
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data objectively, and most subjects agreed. The dispute was determined after further discussion.
Frequencies and percentages were then used, as appropriate.

Analysis of the questionnaire data

The Statistical Packages for Social Sciences (SPSS) program was used to extract the arithmetic means,
standard deviations, and percentages of the study sample response, ANOVA analysis of variance, and
the Scheffe test.

RESULTS OF THE STUDY

This research intended to identify the attitude of employers towards hiring persons with disabilities.
This section commences with a qualitative analysis of the structured interviews followed by a

presentation of the quantitative statistical results and then a detailed exposition of the observed data
from Phase 3 interview transcriptions.

Phase 1 results
The primary purpose of conducting employers” interviews was to answer RQ.1. Six overarching
themes became apparent from the thematic analysis. These main themes are shown in Table 2 and

discussed next.

Table 2: Main themes of interview transcripts analysis

NO | Main Theme Frequency
1 Employers' perceptions of hiring PWDs 90.4%
2 Employment qualifications of PWDs 88.1%
3 The variables affecting the success of PWDs in the labor market 92.9%
4 Influence of the type of disability for employment opportunities 91.5%
5 Benefits of Hiring PWDs 82.7%
6 The most important employability challenges for PWDs 83.3%

Theme 1: Employers' perceptions of hiring PWDs.

This theme reflects employers’ views of whether they are with or against hiring PWD. The top
concern of hiring PWDs as shared by the majority (38 out of 42 respondents) is overcoming the
negative perceptions about hiring PWDs. Four respondents expressed this notion about hiring PWDs
with their full acceptant to hiring PWD. They felt that it is hard to persuade higher management and
get co-workers to accept the idea of hiring PWD. As pointed out by two respondents:

o “Getting other employees and customers to understand and accept why we hire PWDs
still presents some challenges to me. I guess it’s difficult to change the negative
attitudes and mindset of a person without disability about PWDs” Respondent #19
(male, 51, General Manager, Recruitment)

e “I'mall for hiring PWDs if they have the right qualifications and are able to do the job.
Unfortunately, some employers do not feel the same way...” Respondent #19 (male,
49, Senior Manager).

Theme 2: Employment qualifications for PWDs.

Employers discussed the employment qualifications of PWDs through five occupational
competencies, namely:(1) digital skills, (2) ICT skills, (3) interpersonal skills, (4) customer service
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and marketing skills, and (5) practical skills. Specifically, 88.1% of employers agreed that there were
deficiencies in digital skills, followed by deficiencies in information and communication technology
skills, and then deficiencies in interpersonal skills. Deficiencies in practical skills and customer
service and marketing skills were at the fourth level. Employers also confirmed that PWDs, upon their
transition from university education to the labor market, are not professionally qualified enough to
succeed in the work entrusted to them, and they also have a noticeable deficiency in professional
competencies.

Theme 3: Variables affecting the success of PWDs in the labor market.

Employers indicated a set of variables that negatively impact the success of disabled employees in
their work. The most important of which are:

The degree of disability

The type of disability linked to the type of work

The level of training and vocational rehabilitation before moving to the labor market
Finally, the community’s attitude towards accepting disabled people in the labor
market.

Theme 4: Influence of the type of disability on employment opportunities.

Thirty-nine employers agreed that the type and degree of disability greatly influence the employment
of persons with disabilities. People with hearing disabilities are one of the groups that face more
challenges than others, particularly with educational opportunities. Others emphasized that the
social, practical and academic challenges faced by people with disabilities require awareness of the
capabilities of this group, in addition to raising awareness in society about the rights of people with
disabilities.

One of the most important reasons that hinder people with hearing disabilities from working in
government departments is their lack of communication with the local community.

[t also means people with visual impairments encounter many challenges. This is mainly due to social
anxiety and weak technical capabilities, which are necessary for success in any job.

All participants explained that people with mobility disabilities are the least likely group of people
with disabilities to face challenges in the labor market.

Theme 5: Advantages of hiring PWDs.

Employers emphasized the importance of work and employment for PWDs, starting with preserving
their rights, and meeting their own legislation and laws, in addition to the following:

e  Work provides PWDs with an economic income that enables them to be self-reliant
in providing basic needs for themselves and their families, thus contributing to a
positive change in their lifestyle. Work contributes to improving opportunities for
social inclusion of persons with disabilities in society, which reduces feelings of
frustration and isolation, and contributes to building an independent family.

Theme 6: The most important employability challenges for PWDs.

Employers emphasized a set of challenges facing the employment of PWDs. It is not possible to ignore
the impact of the level of scientific capabilities and vocational skills based on the rehabilitation stage,
which in turn constitutes an obsession for them to engage in the employment of persons with
disabilities, and the lack of vocational programs related to job opportunities for students of those
with disabilities. The programs break the empowerment cycle upon rehabilitation. This is the same
for university graduates with disabilities who have academic degrees and are becoming job seekers.
In addition to the lack of comprehensive access and environmental equipment in the workplace that
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helps disabled people move freely and provides them with comfort while performing their jobs, as
well as the lack of appropriate assistive devices and services for people with disabilities.

Stage 2 results
The following sections present and discuss the results based on the stages followed in the research.
The results of the survey analysis will be presented according to:

1) The challenges faced by workers with disabilities in the labor market.

2) The challenges of persons with disabilities according to the type of disability.
Table (3) shows the frequencies and means of the most common institutional and administrative
challenges faced by PWDs in the labor market. The most common was “employers not accepting
workers with disabilities” with a mean of (4.1 out of 5.00) and the least common response was “Job

insecurity” with a mean of (3.38 out of 5.00).

Table 3: First axis: Institutional and administrative challenges

Phrase no. :tg?:;gly Agree Neutral | Disagree (Sitlgglglfg; M SD Arrangement
1 39 72 19 17 6 3.79 1.068 | 3

2 25 62 27 28 11 341 1172 | 4

3 40 73 23 10 7 3.84 1.033 | 2

4 22 52 49 22 8 3.38 1.064 |5

5 71 55 10 12 5 4.14 1.060 |1

Mean of first axis 3.71

Table (4) shows the frequencies and means of the most common accessibility and physical barriers
faced by PWDs in the labor market. The most common was “Lack of office equipment designated for
the disabled and suitable for their disability” with a mean of (3.8 out of 5.00) and the least common
response was “The lack of a designated parking space for people with disabilities that suits their
numbers” with a mean of (3.18 out of 5.00).

Table 4: Second axis: Accessibility and physical barriers

Item no :g::;gly Agree Neutral Disagree (Sitl;g'glfz M SD Arrangement
1 32 61 29 23 8 3.56 1135 | 3

2 29 45 75 3 1 3.64 0.832 | 2

3 18 30 80 12 13 3.18 1.029 | 7

4 12 27 103 7 4 3.24 0.767 | 6

5 34 73 34 6 6 3.80 0960 |1

6 15 30 104 1 3 3.35 0.746 | 5

7 20 37 81 9 6 3.37 0923 | 4

Mean of second axis 3.45
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Table (5) shows the frequencies and means of the most common attitudinal, social and cultural
challenges faced by PWDs in the labor market. The most common was “Inability to communicate with
clients in the labor market” with a mean of (4.37 out of 5.00) and the least common response was
“Lack of acceptance of the local community for workers with disabilities” with a mean of (3.14 out of
5.00).

Table 5: Third axis: Attitudinal, social and cultural challenges

Standar
Item Strongly Agree | Neutral | Disagree St.rongly Means d - Arrangement
no agree disagree deviatio

n
1 48 30 8 30 37 3.14 1.489 7
2 113 8 16 8 8 4.37 1.307 1
3 84 15 11 15 28 3.73 1.552 4
4 15 47 52 23 16 3.14 1.205 7
5 34 73 34 6 6 3.80 0.960 2
6 35 59 30 20 9 3.59 1.490 5
7 27 60 36 22 8 3.49 1.101 6
8 35 71 33 10 4 3.80 0.953 2
Mean of third axis 3.64

Table (6) shows the frequencies and means of the most common challenges related to the lack of
skills and assistive technology services faced by PWDs in the labor market. The most common was
“Inability to use computers and technical devices at work” with a mean of (4.5 out of 5.00) and the
least common response was “Not obtaining prior training on the use of assistive devices and technical
tools before starting the job” with a mean of (3.52 out of 5.00).

Table 6: Fourth axis: Lack of skills and assistive technology services

:lt:’em ztgl;(:;gly Agree | Neutral | Disagree ztgggfz Means flﬁ:;::il(‘)i Arrangement
1 71 44 25 6 7 4.09 1.094 5

2 97 8 34 2 12 4.15 1.266 4

3 50 56 35 5 7 3.90 1.046 6

4 57 33 22 15 26 3.52 1.492 8

5 62 65 19 5 2 4.18 0.867 3

6 46 62 29 12 4 3.88 1.015 7

7 82 67 3 0 1 4.5 0.608 1

8 85 60 4 1 3 4.46 0.761 2

Mean of fourth axis 4.09
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As Table (7) illustrates about the frequencies and means of the most common concerns of disability
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inclusion faced by PWDs in the labor market, the highest rated statement was “Lack of access to job

opportunities that are suitable for my specific type of disability” with a mean of (3.81 out of 5.00) and

the least rated one was “Working hours are not appropriate” with a mean of (2.55 out of 5.00).

Table (7): Fifth axis: Concerns of disability inclusion

Item no gtgl::;gly Agree Neutral Disagree fi?s.g;f‘?; Means flﬁ:::il(;i Arrangement
1 43 41 38 17 14 3.54 1.262 2

2 56 50 21 14 12 3.81 1.245 1

3 37 30 46 21 19 3.29 1.312 4

4 20 18 108 3 4 3.32 1.245 3

5 18 30 80 12 13 3.18 1.029 6

6 12 27 103 7 4 3.24 0.767 5

7 6 45 31 16 55 2.55 1.342 7

Mean of fourth axis 3.28

Table (8): Results of a one-way ANOVA according to the disability type variable on the
dimensions of the questionnaire

Type of disability N Mean Std. Deviation F Sig
Hearing impairment | 46 20.2826 1.55868
Institutional and | Visual impairment 38 21.7632 1.10121
administrative 72.312 .000
challenges Physical disability 69 18.3478 1.10121
Total 153 19.7778 2.01384
Hearing impairment | 46 28.3696 1.71735
Visual impairment 38 29.9474 1.22909
Acce.551b111ty .and 73,645 000
physical barriers
Physical disability 69 26.3188 1.52906
Total 153 27.8366 2.12893
Hearing impairment | 46 32.3696 1.71735
?(f?i;‘idmal‘ g | Visual impairment | 38 33.9474 1.22909
’ 73.645 .000
cultural
challenges Physical disability 69 30.3188 1.52906
Total 153 31.8366 2.12893
Lack of skills and Hearing impairment | 46 32.5435 1.62899
Assistive 46.062 .000
Visual impairment 38 34.0263 1.26249
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Technology/ Physical disability 69 30.8261 1.90939
services
Total 153 32.1373 2.12770
Hearing impairment | 46 28.2826 1.55868
Concerns of | Visual impairment 38 29.7632 1.10121
disability 72.312 .000
inclusion Physical disability 69 26.3478 1.53226
Total 153 27.7778 2.01384
Hearing impairment | 46 141.8478 5.52959
Visual impairment 38 149.4474 4.83063
Total 131.368 .000
Physical disability 69 132.1594 5.65327
Total 153 139.3660 8.93747

Furthermore, it was found that there are statistically significant differences at the level of significance
0f0.001 less than 0.05 among hiring persons with disabilities according to the type of disability when
they respond to the scale as shown in Table (8). It was also found that the average scores of people
with visual impairments got the highest average value, and this confirms that they are the most
exposed to challenges in the labor market. While people with physical disabilities got the lowest
average value, and this shows that they are the least exposed to challenges in the labor market.

Stage 3 results

The researchers in Stage 3 interviewed 8 individuals whom they work for the Saudi Ministry of
Human Resources and Social Development and at Services Center for People with Disabilities and
with 11 University professors specialized in special education from different Saudi universities. The
most important key results from Stages 1 and 2 were first presented to them. This was to familiarize
them with the most important challenges that workers with disabilities face in the labor market.
Importantly, the interviews aimed and yielded interesting results in regard to the most imperative
solutions and suggestions to confront these challenges and ensure their success in the labor market.
Among the most important recommendations and suggestions:

e Itis necessary to training PWDs to acquire the essential skills for the labor market.
Designing training programs to develop the personal and social skills necessary to
integrate people with disabilities into the labor market.

e Designing training programs to develop language skills and acquire foreign languages
for people with disabilities before moving to the labor market.

e Designing training programs for people with visual impairment to develop the
technical skills necessary for the labor market, such as training on the use of the most
important electronic devices, such as the advanced Braille Sense device.

o Need to create a culture for inclusion that promote equal opportunities.

CONCLUSION, IMPLICATIONS, AND FUTURE RESEARCH DIRECTIONS

The study focused on addressing the challenges faced by persons with disabilities (PWD) in the labor
market, particularly during the transition from university to the workplace. The research
investigated the attitudes of employers, the barriers and challenges faced by PWDs in employment,
and proposed solutions from experts in special education and employers. The key findings from the
interviews with employers highlighted the challenges and variables affecting the success of PWDs in
the labor market. Employers expressed concerns about negative perceptions, employment
qualifications, and accessibility barriers. Moreover, the type and degree of disability were seen to
significantly influence employment opportunities. Interviews also revealed the potential benefits of
hiring PWDs, including economic independence and social inclusion.
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The questionnaire-based quantitative analysis identified several challenges faced by workers with
disabilities in the labor market. These included institutional and administrative challenges,
accessibility and physical barriers, attitudinal, social, and cultural obstacles, lack of skills and
assistive technology services, and concerns about disability inclusion. The results indicated that
workers with disabilities encountered varying degrees of challenges, with some challenges being
more prevalent than others.

Moreover, the analysis revealed significant differences in the challenges faced by workers with
different types of disabilities. For example, individuals with visual impairment appeared to face the
highest average level of challenges, while those with physical disabilities faced the lowest average
level of challenges. In conclusion, the study provided valuable insights into the employment
challenges for PWDs, shedding light on the attitudes of employers, the impact of disability type, and
the prevalent barriers in the labor market. The findings underscore the need for tailored support,
vocational guidance, and training programs to facilitate the successful transition of graduates with
disabilities into the workforce. This comprehensive approach aims to empower PWDs and create
more inclusive and equitable workplaces.

This research is hoped to pave the way for improved employment outcomes for PWDs and lead
fulfilling lives. The research outcomes have implications for policy development, vocational
rehabilitation programs, and organizational practices to enhance the employment prospects and
well-being of PWDs in the labor market. By addressing the identified challenges and
recommendations, organizations and stakeholders can work towards creating more inclusive and
supportive environments for PWDs in the workforce that promote equal opportunities. Additionally,
investing in PWDs through comprehensive training programs and support will enhance their
understanding and empower them with the necessary knowledge and skills to navigate the job
market successfully and achieve remarkable success.
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