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ABSTRACT
This study is meant to be a contribution by part of a wider group of scholars towards
determining the perception of disabled empioyees towards human resource managers.
It also sought to find out some of the challenges disabled persons face in the workplace
and what their recommendations would be. The respondents were disabled persons who

are employed in Agrifresh Kenya iimited.

Data was collected using structured questionnaires. Fitteen of the sampted questionnaires
were compieted. The findings of the study suggest that the disabled persons who are in
employment perceive the human resource managers in varied ways and this is greatly
determined by the type of organization they are employed in and the type of disability
they have. Regarding the disabled persons challenges in the workplace, each disability
group is unique and has its special needs and challenges that are dictated by their

d i‘sability type.

The disabled persons to some extent do perceive the human resource managers negatively
because they feel that they do not understand their special needs. 57% of them believe
that they have been denied job due to their disability. They do not find it difficult to get in
paid employment because of the negative perceptions and altitudes towards them.
However, as disabled persons they feei that they do deserve to be employed like any

other person.

From the study the researcher highly recommends that massive sensitisation and
awareness on disabilities in all sectors of the economy is absolutely necessary to change

the negative attitudes and perceptions towards the disabled persons.

In conclusion. further research is suggested to determine what actually influences the

disabled persons perceptions of human resource managers.




CHAPTER ONE
1.0 Introduction
This chapter introduces the research by highlighting the aspects like background of the
study, the statement of the problem, purpose of the study. objectives of the study.

research questions and scope of the study and significance of the study.

i.1: BACKGROUND OF THE STUDY

In Kenya, disability and rehabilitation has been perceived by different implementers to be
diverse, varied and hence there may be no complete solutions fo the needs of persons
with disability. It mav also take a [ong time to mspire the stakeholders. The government
therefore faces a great chailenge of addressing the needs ot persons with disabilities in
the 21™ century. Some ol these include enacting comprehensive policies on disability.
parlicipation and involvement of persons with decision-making, breaking cultural barriers
that negatively impact on disability, poverty alleviation and HIV- AIDS among others

(disability workshop report; handicap international 2002)

According to world health organization (WHO 1981) disability was defined as any
restriction or lack (resulting from an impairment) of ability to perform activily in the
manner or within the range normal for human being. However, in Kenya. disability and
rehabilitation has been perceived by different implementers to be diverse, varied and
hence there may be no complete solutions to the needs of persons with disability. It may
also take a long time to inspire the stakeholders. The government therefore also faces a
ureat challenge of addressing the needs ol persons with disabilities in the 21 century.
Some of these include enacting comprehensive policies on disability, participation and
involvement of persons with decision-making. breaking cuitural barriers that negatively
impact on disability. poverty alleviation and HIV- AIDS among others (disability

workshop report; handicap international 2002)

According to (WHO, 1981) 10% of the Kenyan population have varied disabilities. Some
of the common causes of disabilities in Kenya include: -

s Trauma — road traffic accidents {about 2000-2500 deaths annually)




= Nutritional deficiency factors (mainly in children}
= Domestic violence, accidents or injuries

s Diseases (immunizable or non immunizable)

= RBirth trauma (mainly in children)

= Congenital causes (disabilities one 15 borm with}

s Jdiopathic (unknown causes)

% Aging (60yrs and above by UN standards)

»=  HIV/AIDS and high rate of opportunistic infections.

The Government together with other partners has worked in partnership to develop
Vocational Technical Programmes for the disabled. The following achievement has been

realized.

o Inereased the number of Technical trained teachers on pedagogical
training though regular admission of instructor certificate, technical
teachers certificate/diploma programme for people already competence in
their trade areas.

» Participation of informal sectors has increased through partnership
mobilization. ¢.z. Udugu Society. Action Ald, and National Christian
Council of Kenya {NCCK). Don Bosco, Voe-Tech Training Centres.

o Jua Kali sector has grown as a result of Government emphasis on the
sector development and hence formation of department of Applied
Technology (DAT) under office of the President. The sector has also
increased training and employment opportunities for the youth of this
country. Jua Kali training is based on "Job on Training" (JO'T}

o A Comprehensive scheme of service for Technical Teachers was put in

nlace m 1997,

Also the government of Kenya introduced voluntary counseling and training institutions
(VCT) to help the people infected with AIDS- HIV., in order to give them ideas of living
longer, getting medications, ways of avoidance of transmitting to others. It has also

facilitated the disabled by providing institutions purposely for the disabled for instance




Thika school of the blind, Kenya society for the blind, Kenya association for the welfare
of epiieptics that provides medications, advice and also where their taught how to be self
reliant by being offered courses like: carpentry. metal work. woodwork. tailoring.

knitting and general agricuiiure.

1.2 BACKGROUND OF THEE ORGANIZATION

Agrifresh Kenya limited is an organization located in the central province of Kenya
(Nairobi). It is a horticulture sector based organization. which started in the mid 1990s.
Since that time it has expanded to an extent of employing approximately 100 casuals and
40 permanent employees including the management. It has two branches one in Nairobi
which is the head office and another one in Timau which is in the eastern part of the
country and both have various departments like accounts, human resource. farm, packing
and disperse. Each of this department requires it own expertise. For instance the pack
house department requires physically fit casuals who can stand for long period of time
therefore age hear also matters. Agrifresh however faces a number of challenges
especially in the recruitment and selection depariment. Because mostly the casuals work
on contracts that are lor as few days as 7 dJavs. Therefore it’s a challenge for this
organization to select the rizht number and the riant peopie tor (he job. Which it has o do
al times on daily bases because at times these casuais terminate their contracts. Meaning

others are needed to do the job.

Generally the challenge of human resource department is the biggest because people of
different kind come to get a job. may be the blind, HIV positive, physically fit, fame, ete.
and all are qualified in terms of job requirement but only there disabilities that limit them.
As a human and a human resource manager i's a great challenge because these people
need a job for their survival. but are they going (o perform? Are they going to be denied a
job? He/she is in a dilemma most of the times. And that’s why this study needs to
determine the perception of disabled workers towards human resource managers in

Agrifresh Kenya limited.




1.3 CONCEPTUAL FRAME WORK
Functionalist theory and disability

Influential functionalists emphasize medicine’s role to cure and to maintain the “normal™
functioning of individuals and of society. [n this model, the “sick role™ involves being
compliant and wanting 1o ger well. This can make people with incurable conditions.
including disabled peopie who are classified as sick, and seem to be deviant. The Tink
between disability and social deviance that functionalists make influences health care and
research and supporis the continued dominance of professionally controlled health and
welfare services for disabled people. Thus, under current welfare arrangements. more
than 70% of spending goes on the salaries of proressionais working with disabled people.
Only recently has this been reduced through the funding of independent living schemes
controlled by disabled people. A variant of functionalism. normalization theory, underlies
some programmes that claim to enable devalued people to lead culturally valued lives.

An example of this controversial approach is cosmetic surgery for people with Down’s

syndrome.

Functionalism confuses impairment and disability with the sick role. By failing to
recognize that disabled people do not necessarily have “something wrong with them.™ it
simply reproduces discriminatory norms and vaiues—instead of addressing the culiural
and economic forces that precipitate them. The crucial problem is that disabled people,
regardless of the type or severity ol their impairment, are not a homogeneous group that
can be accommodated easily within a society that takes fittle account of their individual
or collective needs. As with the whoie population, disabled people differ widely in terms
of ethnic background. sexual orientation, age. abilities. refigious beliefs, wealth, access ©
worlk, and so on. Clearly. their situation cannot be undersiood or. indeed. transformed by
any policy based on narrow theories ol conventional normality or uniformity (Michael

Oliver, 1998).




Critical theory

Critical theory covers similar ground to the other theories discussed here. but it sees
disabied people’s problems explicitly as the product of an unequal society. It ties the
solutions to social action and change. Notions of disanility as social oppression mean that
prejudice and discrimination disable and restrict people’s lives much more than
impairments do. So, for example, the problem with public transport is not the inability of
some people to walk but that buses are not designed to take wheelchairs. Such a probiem
can be “cured” by spending money, not by surgical intervention, assertive computer

technology. or rehabilitation.

Ideojogies perpetuate proctica barriers ana exclusions. As fong as disability is assumed
to be an individual matter ot personal tragedy or heroie trimpi over difficulty, disabled
people are excluded [rom society. Ordinary education. employment, buildings, public
transport, and other things which most people can take for granted remain largely closed
(o disabled people. or at least they present obstacles which each person has to tackle
individually. By emphasizing deficiency and dependency, doctors tend to reinforce these

ideologies.

The impact of this critical theorizing on heaith care and research has tended to be
indirect. It has raised political awareness, helped with the collective empowerment of
disabled people, and publicized disabled people’s critical views on health care. It has
criticized the medical control exerted over many disabled people’s lives, such as repeated
and unnecessary visits fo clinics for impairments that do not change and are not illnesses
in need of treatment. Finally. il suggests a more appropriate societal framework for

providing heaith services for disabled peopie (Michael Oliver, 1998).




independent variables intervening variables Dependent variables

I.Disability Itaking medicine I.proper functioning

2. Notion of disability

.,.
E

(Which brings about 2.assertive computer 2.collective
Prejudice and technology. or empowerment of’

Discrimination) rehabilitation, usage disabled

1.4 Statement of the problem

There has been an on going change in the business environment that includes recruitment
sector (employment), selection and interviewing of physically fit and healthy candidates.
Much as there has been a global advocacy for the recruitment of the disabled persons
nevertheless in Africa employment of these kind of persons has not been easy for many
enterprises due to: lack of constitution that favors recruitiment ol disabled persons, lack of
home jobs (through the internet). poor economy of the country leading to unemployment
of many people, educated but jobless, overpopulation of the countries, filling of job
vacancies with only those qualified both physically and education wise which is
increasing in number. Although many disabled persons have moved a step ahead to get
employed, it is very diflicult to determine or understand the level of perception/ altitudes
of disabled workers lowards their human resource managers bearing the fact that they are
disabled and there are other physically fit cmployees in the organization. Therefore,
hased on the above accounts the researcher has developed an interest to investigate those
areas that have remained unfolded to many schotars as welil as the public/society.

1.5 Objectives of the study
I. To determine the perception of the disabled employees towards the human

FEsQuUIce 1manageis,

2. To investigate the extent of perception of disabled in 1erms of the following:
q)  Howy they are treated at worl
n) Bixperience ata formal interview
¢) Position in the organization

d) Any challenges

O
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. To determine if there is any relationship between disability and employment

opportunity.

T~

CTo determine the extent of disability and the tvpes that the disabled employees

sy

have.

h

. To determine the human resource manager’s sensitivity to the disabled persons’

special needs.

i.0 Research questions

. Whatis the perception of disabled workers towards human resource managers?

1~

What is the relationship between employment and disability?

3. Is there any discrimination of disabled workers at the work place?

1.7 Significance of the study

This study will be of importance to:
a)  Human resource managers
it is hoped that s will selp the human resouree manager’s change their attitudes
towards persons with disabilities and be more positive and accommodative n
employing them. The study will also serve as an “eye opener” o empioyers and
organizations so that they become more sensitive to the needs of persons with

disabilities. both as employers and as prospective employees.

b) The government
it is hoped that government will be sensitized to put in place policies that facilitate
the empowering of disabled persons in the workplace, strengthening and redressing

areas of focus.

¢) Scholars
The study hopes lo encourage researchers to undertake more research in this area.

document their studies and share their (indings.




1.8 scope of the study
The study will be conducted Agrifresh Kenya limited. located within Kenya's urban
area. 1t will focus on the perception of disabled employees towards Human Resource

Managers.

1.9 Definition of the key words
1) Perception - Perception is the process by which individuals organize and interpret their
sensory impressions i order to give meaning to their environment (Happer and Row,

fO81).

i1y Disabled workers- individuais whose prospects of securing, retaining and advancing in

suitable empioyment are substantiality reduced as a result of a duty recognized physical

or mental impairment (International Labour Organization. Convention No. 159, 1983)

iii} Human Resource Managers - The Human Resource Manager is the personnel

concerned with obtaining ol the proper kind and aumber ol personnel necessary 1o
accomplish organizational goals and objectives. The determination of human resources
required rests upon a prior design of job duties, a decision that is increasingly being

affected by the HR manager’s objective of meeting human needs,

1.9.1 Report/researcn organization
Chapter 1- is about the background of the study or the background of the research. It has

also got the background ol the organization to be researched on (case study).

Chapter 2 —is about what wiil 1ocus on the refated iiterature review and other researchers’

works.

Chapter 3 - will be about the modalities that the study will use during research in
effecting the key components of pereeption of disabled workers. These modalities will
include sample size, sample design, data collection and data analysis.

Then there will be references and questionnaires that will be used to collect the data.




Chapter 4 — will be about the results of the study or the finding ot Agrifresh Kenya
limited in Nairobi. And the interpretations of daia obrained ftom the questionnaires and

interviews.
Chapter 5 - This chapter discusses the findings of the study and gives some specific

recommendations. 1t also includes the conciusions, limitations of the study and

suggestions for future research.

9




CHAPTER TWO

TPTD L TTTITYIS WE?T,TYEXY*.‘"‘}

LETTERATIINE REVE
2.0 introduction
In-this chapter, the study wiil involve what other researchers have written about human

resource managers’, disability. perceptions, perception process, factors influencing

percepiion.

2.1 Definition of disability

Over the years there has been a big debate on defining and classitying people with
disabilities. What has clearly come is that lerminology used to reter to people with
disabilities often reflects the attitude or perception towards them, their culture and
knowledge of disabilities. [n many English speaking countries, the term “handicapped™ is
perceived as degrading is not liked because it tends to give more emphasis to the
disability than the person affected. In the U.S.A. U.K, Canada, Austraiia. one will hear
the expression such as physically or mentaily challenged persons. In Norway.
Netherlands they have adapied the term functionally impaired. Association representing
disabled persons prefer to use the term persons/people with disabilities (PWDs) and this
is gaining ground in specializing circles, fegislation and official documents {International

" session, Geneva. 1998).

Labour Oreanization, 8§60
According to the international labour organisation (International Labour Organization,
1998) there is no universal and absolute definition of physical and mental disability .In
deed, it would be pointiess to even attempt a precise definition of these two concepts. The
International Labour Organization’s convention no. 159 (1983) describe the term
disabled person as an individual whose prospects of securing, retaining and advancing in
suitable employment are substantially reduced as a result ol'a duty recognized physical or
mental impairment.  World heath organisation (WHO. [981) defined disability as any
restriction or lack (resuiting from an impairment) of ability to perform activity in the

manner or within the range normal for human being.




Historically. social-culture factors have defined the living standards of persons with
disabilities. Factors such as ignorance. negligence. superstition and fear has isolated and
stigmatised people with disabilities in the community. The society looks at disabled in
terms of peopie who are heipiess. dependent. nathetic victims needing a ot of suppoit.
With this kind of perception. people with disabilities with disabilities are often excluded
from the main stream ot social activities. People with disabilities (eel this should change
and instead more emphasis should be on integration and rehabilitation so that fuily
participate in socio-economic alfairs (national convention of people with disabilities

report 2002)

2.2 Overview of human resource management

Human Resource management involves planning, organizing. directing and controiling of
the procurement, development, compensation, integration maintenance and separation of
human resources to the end that individual, organizational and societal objectives are
accomplished. The modern Human Resource manager requires a broad background in
such felds as psychology. sociology. philosophy. government economics and
management among others. He or she must deal with issues and problems that often do

not have ‘right answers™ obvious to all (fillipo. 1984).

This study focuses more on the operative functions of Human Resources, which include
procurement, developiment, compensation, integration. maintenance and separation of

lhuman resources.

Precurement Uhe Human iKesource Manager 1s concerned with obtaining of the proper
kind and number of personnel necessary (0 accomplish organizational goals and
objectives. The determination of human resources required rests upon a prior design of
job duties. a decision that is increasingly being affected by the HR manager’s objective of

meeting human needs.

The objective of meeting society’s requirements olten atfects procurcment programs in

the forms of affirmative aciion and egual apportunny (Marcaret, 1982).



Development Alter persomnel have been obtained they have to some degree be
developed. Development involves increasing of skills through training for proper job
performance having considered the needs and interests of both individual and
organization. Training varies with changing technology, realignment of jobs, increasing

complexity of managerial tasks and even customers demands (Morgan, 1979).

fategration. This is concerned with the attempt 1o effect a reasonable reconciliation of’

individual, society and ovoanizadonal fnweresis, oo dere exists overlapping interests,
Feelings and attitudes ol employees in conjunction with the principles and poiicies of the

organization must be dealt with (skinner 198 ).

The work foree 1s an instrument ol the organization and the HR manager provides and
shapes that instrument. With time organization requirements change and they are faced
with challenges such as changing mix of the work force. changing personnel values of the
workforee, changing expectations and even government/legistative policies (lilipo, 1984).
The MR manager is therelore needed in assisting the organizations in adapting to changes
and challenges through programmes that have both the employee and organization
interests. 1n all these functions disabled persons should be considered and well integrated

in the work place.

2.3 Befinition of perception

Perception i3 the process oy wiich indiviaums orszinize snd iterpret their sensory
impressions 1 order to give meaning 1o their enviromeni. What one perceives can be
substantially difTerent from the objective reality. People oflen perceive things differently
and behave accordingly. We sce different things around us and attach different meanings

on them (happer and row. 1981).

Perception can be defined aiso as an attitude because through ones aftitudes you are able

o determine their perception. For example a worker distespects his/ her senior that




attitude of acting that way makes one perceive that may they don’t like him/her, or there
is a problem.

Human perception is an important part of the organizational behavior. Perception is a
[airly compiex process in that. what we perceive can be influenced in a variety ol ways
and this can lead to the possibility of the perceptual distortion and misunderstanding.
Both the physical and social environments, in which perception takes place, can influence
what is perceived and how it is perceived. Perception is therefore important in the study
of the organizational behavior since people’s behavior is based on their perception of

reality (Luthans 1992).

2.3.1 The perception process
The process of perception mvolves five major elements; reception. processing., influence.

output and reaction (iHapper and Row, 1981)

Reception
Perception inputs are received through sensory mechanisms. Events. objects and people
in the environment enter our perceptual field through senses of sight, hearing smell and

{aste.

Processing
The inputs are processed through perceptual mechanisms. They are selected, organized

and interpreted in order to give meaning to the perceiver.

Infivence

The mechanisms are affected by both internal and external factors. Internal factors are
characteristic of the perceiver's needs, learning acquired from past experiences. self-
concept and personality. External factors are the characteristics of the object perceived,

its size. intensity, contrast, reception, motion, novelty, status and appearance.




Ctput
Ouiput comprises wilituds. Spiions aad cenngs. which not only determine  the

perceiver’s behaviour but aiso influence the wav perceptuai inputs will be perceived in

[uture.

Keaction

The perceiver's behaviour generates responses from the perceived. These responses
constitute a new set of inputs that are processed to provide new meanings to be perceived.
People do nrot see things as they are, instead the things that they perceive are sefected,
organized and interpreted to give them useful information or meaning that may satisfy
their needs. People selectively group only those stimuli that they consider refevant for
their purposes, needs, wishes or desires. Once people have selected things to suit their
purposes, they organize or group them on the basis of proximity or similarity. Things that
are closer to each other or that share similar characteristics. are perceived o be the same
and treated the same. People are crouped 1n the same way and this is the basis on which
individuals are stereotvpea. itevardless of inaiviauad gifferences. peopie are often judged

according to the group. which they belong.

2.3.2 Internai factors influencing perception

Internal factors in perception are the characteristics of the perceiver. The perceiver has
the tendency to use himsell as the basis for perceiving others. Internal factors that
influence perception are needs and motives. past experience. self-concept and personality

{Luthans, 1992).

Needs and motives
Peoples needs play an important role in perception. For example a hungry person is more
sensitive to food than a person who has just eaten. A frustrated person tends to over

estimate the value of money less than a less Irustrated person.




Past experience
Past experience or learning influences perception by creating readiness to perceive an
object or a person in a certain way. If one has a good relationship with another. these

experiences affect the way in which he perceives that person even if he were to change.

Self-concept
Our seif-concept is the way we perceive ourselves 17 we perceive ourselves as
incompetent, the world around us is likely 1o be perceived as threat. Self-concept is also

related to all levels of aspirations. " we perceive ourselves as competent. we will set

ourselves high performance goals,

Personality
Personality affects the way people perceive others. Optimistic individuals see things in
favourable terms while the pessimistic ones see things in negative terms. Personality can
affect perception in one or more of the following ways.
= Secure individuals tend to perceive others as warm rather than cold.
« Thoughtful individuals are less likely to express extreme judgiments on others.
+  Persons who accept themseives tend to perceive others more favourably than
those who reject themselves.
= Self-accepting individuals perceive themselves as liked, wanted and accepted by
others.
People tend o pereeive athers more accurately when their characteristics are similar to

those of the perceived rather than when the characteristics are not similar,

2.3.3 Functions of perception

Perception carry and often do serve several different functions for the persons who hold
them. Sometimes they help the perception holders to organize and interpret diverse sets
of information. sometimes they permit individuals to express their central values or

beliefs, to maintain and enhance their self-esteem (Byime 19906)

Lt




Traditionally the functional approach (M.C. Gruive. 1969. Katz 1960, Smith ef af 1956)
Suggests that perception promotes the well being of an individual by serving essentially

[our functions. These are the adaptive function. self-expressive function. the ego-

defensive function and the knowledge function,

[t was the findings of re-known efficiency engineer Taylor of the (9 century in the
Hawthorne expertments, which brought into focus the importance of perception or
attitude in industry. Nobody can also deny the fact that to a large extent interpersonal

refations are determined by the attitude peonie hold {Mohanty, 1997),

Perceptions are imporiant in understanding stereotypes, prejudice, consumer behaviour
and interpersonal interaction to name but a few major areas. Altitudes are also simply
because people hold a very large number of them towards many object other than people
themselves (Pennington e af 1999) The ereater the importance of various attitudes. the
greater individuals™ tendency to make use of such aititudes in processing information,

making decisions and taking specitic actions (iKraus {995).

The basic idea is that perception helps a person to mediate between the inner demands of

the self and the outside world in virtually all aspects of our life continually. Favorable
attitudes tend to produce more co-operation and dissimilar perception produce more
friction among individual Hence there is an urgency in necessity to study the perception
of the employees and emplovers (o get a complete and accurate picture of the employer-
employee refationship.  The  wmporance oo perception has stimulated  various
organizations to develop training programmes ior supervisors. They are trained to be
more tolerant. understanding and considerate. They are also expected to give counseling
to needy workers. Since attitudes or perceptions lie at the root many industrial and
organizational problems, steps should be taken (o improve the perception of employees

towards employers and vice versa (Mohannty, 1997).




2.4 Perceptions irom emnloyers and emplovees perspective

According to the paper presenied by association of physically disabled persons of the
Kenya (APDK) to the international work congress of rehabilitation international:
(Seprember 1992) one cannot deny the existence of human resource managers’ varying
perceptions in the process of employment. When it comes to persons with disabilities, it
is important to understand the underlying perception and the reason of existence.

An employer will carry to the work place social perceptions or attitudes acquired
throughout life. Some of the attitude towards disabilities may consist or revolve around

such issues as (APDK, 1992).

v Fear or uncertainty associated with society’s inability to understand why disability
occurs and this leads to rationalization through religious or metaphysical forces
e.g. curses, displeasure ol gods. sins of forefathers etc. this perception may elicit

either pity or sympathy or a sense of duty to assist disabled persons.

¥

Resentment leading to abandonment from a belicve at oceuwrrence of disability is

an unfair punishment to the family or society.

¢« Natural or indifferent attitudes or perception resulting from an acceplance of

disability as inevitable in life. This leads to acceptance of” disabled persons for

what they are even if this acceptance is tingled with scepticism or doubt.

in turn the disabled persons present themselves with a bagful of attitudes some of the

predominant ones are; (APDK. 1992).
= Suspicion and hostility towards society.
< Resignation ~ acceptance of society’s view that they are incapable of doing

anything for themselves.

A disabled worker with a set ol attitudes or perceptions characterized by hostility and

suspicion will tend 1o be aggressive and at all times difficult to handle .A disabled worker

whose attitudes are characterized by resignation o fate is likely to prool’meek submissive

and facking forcefulness. Each of these groups requires specific work situations and work



support the provision of which may not encourage potential employers to offer
employment opportunities io disabled persons. it is imperative that both employer and the
disabled employee shouid be assisted to acquire positive perception towards either party

and to accept the challenges that a rise once a work situation is entered into.

o

2.5 The Constitution of Kenya and the Empioyment Act (Cap 226)

In regards to laws and policies in Kenya. it s noted that the current constitution has no
clause reference to persons with disabilities. Section 70 and 82 of the constitution of
Kenya outlaws discrimination on the basis of race, tribe. place of origin/residence: local
connection. political opinion, colour or creed but has no reference to disabilities as the
basis for discrimination. Thus the constitution does not cover the persons with disabilities
whom discrimination both institutionalised and subtle is a daily challenge in varying
degrees. Persons with disabilities feel that this would not be the case if they had been
involved in the formulation of that supreme law of the land. The dralt bill on disabilities.
which was dratted by varous stakeholders. still swaits partiameniary ascent (it inciuded
issues such as civie dohis for the persons with disabifities. vights and privileges, reliel’

and incentives among othier [ssUes.

Employment act (cap 22) law has made no attempt whatsoever in addressing
discrimination against people with disabilities even through affirmative action to create
equal; opportunities for persons with disabifities. Affirmative action could include

provision of a quota system in the employment of persons with disabilities.

2.6 The United Nations Standard Rules on Employment of Persons with Disabilities

According to the (ILO [998) the UN international standards employment of disabled
person’s are based on convention no.159 and recommendation no.168 which deal with
vocational rehabilitation and employment (disabled person’s), which was adopted in
1983, Further in the conventions [LO recommends that seleetive placement should take
place under supervision ot framed selective oiticars whose duiies mciude identifying the

occupational capabilities ot disabled persons and wying to place them in a suitable
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working environment and thereatter following up jobs for the disabled in normaj

competitive employment but also explore alternative such as self-employment.

The [L.O arguments for maximum employment opportunities for persons with disabilities
are based on the following principles;
a) That disabled persons should be accorded equal opportunities to perform
Juties for which they are qualitied with the non-disabled.
b) That disabled persons should bave the opportunity to accept suitable
employment with empioyer of their choice.

¢) That emphasis is put on the abilities rather than their disabilities
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CHAPTER THREE
METHODOLOGY

3.0 Introduction
In this chapter will focus on the modalities that will be used in this research in effecting
the key components of perception of disabled workers. These modalities will include

sample size, sample design, data collection and data analysis.

3. 1 Population of the study
The population of the study wiil include all the disabied workers that work in Agrifresh

Kenya limited.

3.2 Sample design
The simple random sampling method will be used. Respondents from Agrilresh Kenya
limited will be randomly selected: a sampling (rame ol ail disabled employees in

Agrifresh Kenya limited will be obtained from the head oftice Nairobi.

3.3 Data coilection

Data will be collected using a structured questionnaire consisting of both open and
closed-ended questions. The open-ended questions will allow the researcher to gather
varied views without restriction. The closed —ended questions will administer the data
collection instrument personally to the respondents who are not able to fill it by
themselves due to disability iimitations.

The sampled respondents will constitute disabled workers and human resource managers.
The questionnaire will be divided into severat parts — the fivst part basically will
constitute identification and classification of information - that include aspects such as
the kind of disability one has, gender, position. education level.

The second part will be aimed at giving information fike it disability had made him be
denied a job. experience of formal interview. Part three wiit deal with the challenges

faced at work. any relevant intormation about the study.
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3.4 Sample size

Agrifresh iKenya 1imited within Nairobi area ana in this ereanization intends (o taik to

general manager. human resource manager and at least ten disabled workers. The study

intends to pick up a couple ol ideas or solutions from the educated to the less educated.

3.5 Data analysis

(ualitative data will be analysed using the content analysis technique. Analysis of the

qualitative data will be achieved through categorization ol the responses into themes.

Descriptive statistics such as mean, frequency, standard deviation and percentages will be

used.

3.6 Limitations of the study

I

E\J

"

Financiai problem

The study needs cash lor traveliing (o the sampled organization (o get the
Mndings. 10wl also nesd typing, prinung and of several copies.

Dealing with disabled

Might be difficult because some cannot be able to write, others cannot
communicate through talking, Therefore to get their views might be difficult.
Time constraing

Much time is required for research, being patient with the disabled and (o travel to

the specified organization,
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CHAPTER FOUR
RESEARCH FINDINGS

4.0 introduczions
[n this chapter we discuss the results of the study or the finding of Agrifresh Kenya
limited in Nairobi. The data was collected through questionnaires. A total of twenty (20)
questionnaires were distribuied to the sample. which consisted of persons with disabilities
and their general manager and human resource manager. Twelve (12) questionnaires
were completed representing u sixty percent (60%) response from the targeted sample.
The foilowing three categories of data were collected:

i) Background information about persons with disabilities such as types of

disability, education levels of those in employment, positions in employment.
ii) Disabled persons’ perceptions of human resource managers.
iii) Challenges faced by disabled persons in employment and their recommendations

on the same.

Table 1.1 Distribution of Responses by Type of disabilities

Type of disability No. Of responses Percentage
Hearing impaired 2 |7
Visually impaired 2 17
Physically impaired 4 335
‘Multiple impaired ! 8.3
Epileptics 3 25
Total 12 [00%

7
FE e,

Table 1.1 shows the percentage distribution of the responses by the type of disabifity.
The sample represented five different types of disabilities. 17% of the respondents
were hearing impaired, 17% were visually impaired, 33.3% were physicaily impaired.
8.3 had muitiple disabilities and 25% had epilepsy. And that meant that the multiple
impaired were less and physically impaired were more in number.

~ The hearing impaired refers to respondents who cannol hear or speak.

They use sign fanguage o communicale.




» The visually impaired refer to those that have no sight however; some
have partial blindness meaning they are able to sense some light while
others are totally blind.

e The physical impaired mostly have upper or lower limb or both parts of
the {imbs disabled in some way.

« The multiple impaired refers to a combination of disabilities such as deal
and blind, atbine and biind ete.

Those with epiiepsy refers w these that have a medical condition of the

brain. which manitests itself in seizures or fits (strange physical actions)

T'ablel.2 bio- data of respondents

Education primary secondary | college university others
Level
Number I 2 3 3 l
Percentage 8 . 17 42 25 3
Position management| support
Held in
Employment staff
MNumber 4 8

Percentagy a3 07

Type of { fnon-

Organization Hased disability

Employed in Based
Number - 12
Percentagd - 100

SE vz g |

Table 1.2 shows the demographic distribution of the respondents. From the analysis we

see that over 40% of the disabled persons in employment have studied up to college levei.




Regarding their positions in employment 67% of those in employment are support staff
while the other 30% are either in middle or top management positions.

The table also indicates that none are employed in organizations dealing with disabilities
and all are employed not dealing with disabilities since the case study was based on one

organization.

4.2 Respondents’ perceptions of human resource managers

This section captures the responses persons’ on questions concerning their perceptions of
human resource managers. The responses have been tabulated in several tables. (Some of
the tables have abbreviations for example HR which stands for human resource

managers)

Table 2.1 Perceived Discrimination in Hiring

Responses Frequency Percentage

Denied employment due to disability | 7 58

Not denied employment 3 42

Total 12 100%
S0 e\

Table 2.2 reactions of disabled person’s failure to obtain emplioyment

Reactions Frequency Percentage
Felt HRM discriminated them -+ 57
Felt the human resource managers 3 43

Lacked awareness on disability

Total 7 100%

Bovre. |

Table 2.1 and 2.2 indicate that 58% of persons with disabilities felt that they were denied
employment due to their disabilities, 57% felt discriminated against and 43% felt that the

human resource managers lacked some awareness/understanding of their disability.
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Table 3.1 disabled persons’ perception of human resource managers’ reactions

during employment interview

Perceptions Frequency Percentage
Disability was not a problem to HRM 4 33
HRM surprised that he/she called a 2 17
disabled person for an interview
HRM uneasy with the disabled 2 17
persons; disability
HRM sympathized with the disabled 1 8
person
HRM neutral / did not show much 3 25
expression
Total 12 100%
Figure 1:

Perceptions of Disabled Persons by
Human Resource Managers.
£ 40
- ‘
@ 307 B NTPROBLEM
S 20 B SUPRISED
§ 10 OUNEASY
s o O SYMPATHIZED
= Number of Respondents ENEUTRAL
(Frequency)
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Table 3.1 and figure | above shows that during an employment interview human

resource managers have varied reactions sueh as being surprised. sympathetic and uneasy

with the disabled persons however, 33% of the managers did not have a problem with

disabilities (NT PROBLEM) and 25% of them were neutral. And that indicated that the

managers have fewer problems towards the disabled.

Tabie 3.2 Disabied Persons’ Reactions after impiovment interview

Perceptions

Srequency

Percentage

HR managers impressed by the 4 33
disabled person’s attitude

HR managers expressed doubt 2 7
HR managers nol convinced the | 8
disabled could perform well

HR managers expressed 2 17
contentment with the disabled

HR managers unable to make 2 17
decision

MR managers neutral expression [ 8
Total 12 100%
Table 3.2 shows that the disabled persons feel that the human resource managers

perceptions do change posilively to some extent aiter interacting with them during an

empioyment interview. This shows that the human resource managers may ave some

pre-convinced negalive perceptions about the disabled persons seeking employment. For

exampie, out of the four (4) human resource managers who felt uneasy during the

interview. only one (1) was later not convinced.




Tabie 4.1 perceived reservations on the part of human resource managers

Perceptions Frequency Percentage
Reservations perceived 2 40

No reservations 3 60

Total 5 100%

Table 4.1 indicates that human resource managers do not have much reservation in
employing ihe disabled oersons once ey wee auadified awd thus meet the job
requirements.

These perceptions of reservations are analysed further according to the type of

respondents’ disabifity. The results are presented in table 4.2

Table 4.2 tvpe of disability and perceived aftitude of human resource managers

Type of disability seservations perceived Mo reservations perceived 3
Frequency percentage

Hearing impaired 2 50 2 25 !

Visually impaired 1 25 I 13

Physically impaired 0 0 3 38

Multiple impaired | 25 | 13

Eptepsy 0 0 I I3 !

Total > T, X 0,

Table 4.2 indicates that the physically impaired are the most acceplable to human
resource managers as they have minimal reservations in employing them. On the other
hand. human resource managers express the most reservations towards the hearing
impaired. The above indication show that the type of disabilily one has, contributes to the

extent of perceived reservation.




Table 5.1 disabled persons’ perceived human resource managers sensitivity to their

special needs

Perceptions Frequency Percentage
HRM sensitive to needs 7 58

HRM not sensitive to needs | 5 42

Total 12 100%
Figure 2

HRM sensitivity to the special needs of the

disabled
Bl HRM SENSITIVITY

42%I l
TO NEEDS
58%@ HRM UNSENSITIVITY
h d TO NEEDS

Table 5.1 and figure 2 above indicates that the disabled persons perceive that the human
resource managers are sensitive to their needs. Only 42% of the respondents perceived
insensitivity to their special needs while 58% perceived their special needs were
addressed. The perceptions of the human resource managers on sensitivity to the disabled

person’s special needs were further analysed according to the type of disability.

The results are presented in table 5.2
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Table 5.2 type of disability and perceptions of human resource managers’ sensitivity

to the disabied persons’ special needs

Type of disability frequency | ercentage Frequency Percentage
sensitivity sensitivity No sensitivity | No sensitivity

Hearing impaired l 14.3 I 20
Visually impaired 2 29 0 0
Physically impaired 2 29 i 20
Multiple impaired [ 14.3 I 20
Epilepsy : 14.3 2 40

Total 7 100% 5 100%

Table 5.2 indicales that human resource managers are most sensitive to the special needs
of persons with visual and physical impairment. On the other hand human resource
managers are least sensitive to persons with epitepsy. This could be attributed to the fact
that they cannot teil at a glance who has epilepsy. They could also not know how to

handle those with epilepsy when they are attacked by fits.

Table 6.1 disabled persons’ perception of the way the human resource managers

treat them

Perception Frequency Percentage
Treated like any other by HRM 8 06.7

FIRM unconcerncd 4 335

Total 12 1 00%

Table 6.1 indicates that the human resource managers generally treat the disabled persons
like any other person in the organization once they are employed. 66% of the disabled
workers perceive that the human resource managers wreat hem tike any other person in

the organization while only 33% perceive jack of concern.
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Table 5.2 type of disability and perceptions of human resource managers’ sensitivity

to the disabled persons’ special needs

Type of disability Frequency | Percentage Frequency Percentage
sensitivity | sensitivity No sensitivity | No sensitivity

Hearing impaired l 14.3 I 20
Visually impaired 2 29 0 0
Physically impaired 2 29 ! 20
Multiple impaired | 14.3 1 20
Epilepsy 1 14.3 2 40

Total 7 100% 5 100%

Table 5.2 indicates that human resource managers are most sensitive to the special needs

of persons with visual and physical impairment. On the other hand human resource

managers are least sensitive to persons with epilepsy. This could be atiributed to the fact

that they cannot tell at a glance who has epilepsy. They could also not know how to

handle those with epilepsy when they are attacked by fits.

Table 6.1 disabied persons® perception of the way the hiuman resource managers

treat them

Perception Frequency Percentage

Treated like any other by HRM 8 66.7

HRM unconcerned 4 33.3 }
Total 12 100% ;

Table 6.1 indicates that the human resource managers generally treat the disabled persons

like any other person in the organization once they are employed. 66% of the disabled

workers perceive thal the human resource managers treal them like any other person in

the organization while only 33% perceive lack of concern.




Table 7.1 disabled persons’ perceived over- reaction / uncalled for attention by the

human resource managers

Perception

Trequency

Percentage

Over- reaction by HRM 3 25
No —over —reaction by HRM 9 75
Total iz 100%

Table 7.1 indicates that disabled persons generally feel that there is little over- reaction /

uncalled attention by the human resource managers once they are accepted into

employment. These perceptions of over-reactions and uncalled lor atiention were

analysed further according to the type of disability. The resuits are presented in table 7.2

Table 7.2 Types of disabilities and perceived over —reaction / uncalled for attention

by the human resource managers

Type of disability Freguency Percentage [requency Percentage
Over- Over Mo over —reaction | No over —reaction
reaction reacrion sy HIRM By HRM
Gy ERM v ki

Hearing impaired I 33.3 2 22.2

Visually impaired ( 0 3 333

Physically impaired | 33.3 2 22.2

Multiple impaired | 333 | 1.1

Epilepsy 0 0 I Hl

Total 3 100% 9 1O0%

Table 7.2 indicates that the hearing and visually impaired persons perceived that the

human resource managers gave them the most uncaltled for attention. This could be due to

the desire by human resource managers to show sympathy to the disabled persons.
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Table 8.1 disabled persons’ perceived fairness in the awarding of organizational

Benefits
] Perception frequerncy Perceniage
Denied benefit due to disability 5 42
Not denied benefits 7 58
Totai 2 100%

Table 8.1 indicates that human resource managers are generaily fair in ensuring that the

disabled persons in employment get the organizational benefits they are entitled {o. These

perceptions of [airness in awarding organizational benefits were analysed [urther

according to type of disability. The results are presented in table 8.2

Table 8.2 Type of disability and perceived fairness in the awarding of organizational

benefits
Type of disability Frequency Percentage Frequency Percentage
Denied benefit | denied Mot  denied | not  denied
beneiit benefit benefit

Hearing impaired I 20 l 4.2

Visually impaired I 20 l 4.2

Physically impaired | O 0 3 43

Muliiple impaired ! 20 l 14.2

Epil_epsy 2 40 i 14.2

Total 5 100% 7 100%
i
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Types of Disability

Table 8.2 and figure 3 above indicates that the physically impaired persons perceive least
denial of organizational benefits while those with epilepsy perceive most denial of
organizational benefits.

The respondents who indicated that they had been denied benefits by their organizations
were further asked to explain the specific benefits they were denied. The visually
impaired persons said they mainly denied credit facilities because of the modalities
involved. Those with epilepsy said that they were mainly denied medical covers and
sometimes insurances as they were perceived to be at risk and this would mean that their

organizations pay extra costs for them to get medical covers or insurances.
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4.3 challenges faced by the disabled persons and their recommendations to human

resource managers on how to deal with them

The hearing impaired persons

The hearing impaired people find it difficult to communicate with other staff in
the organization because very few understand sign language which is their mode
of communication

They also feel they are left out in some organizational functions because their
organizations do not have sign language interpreters.

Others feel left out because they have no voice. They feel taken advantage of in
the work place, for example, being told to perform duties, which are not part of
their job description.

So as a result of the above the hearing impaired persons recommend a sign
language interpreter both at work and in public and basic awareness of sign

language by colleagues at work.

The visually impaired persons

The visually impaired persons feel that many organizations do not have
appropriate facilities for them to use hence they are denied job opportunities
which they could perform better if they were provided with appropriate facilities
such as Braille that help them overcome their limitations.

They also feel that the finance sector should device ways to enable them able to
access finance/ credit facilities so that they do not end up being denied because no

one wants to take responsibility on their behalf.

The physically impaired persons

The physically impaired persons feel that mobility is their greatest challenge. The
infrastructure in the workplace and in public domain is not user friendly to them,
For example, having offices in a storied building, lack of rumps, lack of parking
reserves near their offices and inappropriate sanitary facilities are the order of the

day
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- They recommend that organizations should ensure appropriate faciiities such as
rumps to ease mobility. provision ot transport. parking reserves. appropriate
sanitary facilities and sensitisation of thelr needs to persons responsible in

designing these facilities.

The epileptic persons
-Those with epilepsy feel that their greatest challenge is perceived as very delicate oy
people at high risk in the organization especially when it comes to having medical /

insurance covers and policies. which are friendiier 1o them.




CHAPTER FiVie
DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS.

This chapter discusses the [findings of the study and gives some specific
recommendations. It also includes the conclusions, limitations of the study and
suggestions for future research.

5.1 Discussions

This study shows that the disabled persons in employment are generally well educated
with about 42% of them having studied up 1o college. However. over 60% of those in
employment are in support statl positions in the organizations they are employed. This
may be reflection of the Human Resource Manager’s negative perceplion ol their
employability despite their education levels and quaiification levels and qualification
regarding the disabled persons™ perception of Human Resources managers, the study
shows that when they are being hired. they are perceived negatively as about 538% of the
respondent feel that they have been denied employmient at one time or another due to
their disability. However they have indicated that they do not give up because they have
confidence in themselves. The disabled persons’ perceive this discrimination as due to
the negative perceptions towards them and which arise mainly because the Human
Resources Managers are unfair and lack awareness on disability. It was noted that
generally during and after the employment interviews one couldn’t really tell the Human
Resources Manager stand on the disabled persons” employment. This feeling manifests
itself” in a variety of ways such as Human Resources Managers being uneasy. surprised

that they calied a disabled person for an interview and being sympathetic to the disabied.

It was however, observed by the disabled persons that after the Human Resources
Managers™ interaction with ihem. they (Human Resources Manager) were shockingiy
impressed by the way they handled themselves as it was far bevond their expectations.

The managers however, still express doubt and lack of contentment.



In summary the siudy generally indicates that once the disabled persons decrease
significantly, they also become fairly sensitive to the disabied persons special needs at
wark place, they have little overreaction or uncalled attention towards them and they
accord them the benefits they deserve and generally treat them just like any other person

employed in the organization.
5.2 Conclusions:

Generally the disabled persons are a special group of peopie in our society who need
to be acknowledged as part of the society. This is only possible through studying
their needs and putting in place appropriate facilities to meet such needs. Though few
perceive the disabled persons more positively at the workplace because they
understand their needs and actually do exist to serve them.

Organizations ke Agrifresh Kenya fimited that do not deal with dealings ol
disabilities as their business tend fo ignore to some extent the disabled persons
special needs hence offer limited or no appropriate taciiities and services needed by
the cisabled persons in the workplace. From the study it is not possible to tell what
actually influences the negative perceptions towards the disabled persons but
generally perceptions may be influenced by individual’s objectives needs past
experiences level awareness ol exposure and personality. among others. However
from the study 1t 15 noted that there could be some types of disabilities that are
perceived to be more acceptable in employment than others. This was however not
demonstrated clearly by the study. The disabled persons on the other hand are
generally confident about themselves and not ashamed of their disability. They feel
they should be given equal opportunities like the non-disabled persons. They feel
they do not need sympathy but understanding of their special needs n the worlplace.
They greatly feel discriminated in many areas of their lives and that lack of

awareness and stiemanzatton could be atiributing o this
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5.3 Recommendations

Y

For the hearing impaired basic sign languages should be introduced in

learning Institutions to facilitate communication with other members of
the sociely.

Orpanizations should have policies of employing/ integrating persons
with disabilities in the workplace

Organizations shouid provide career counselling for the persons with
disabilities in learning Institutions to facilitate interaction with the
society at large so that they accept the disabled persons and perceive
issues as they do.

Appropriate technology should be made available and affordable for the
persons with disabilities.

Generally Human Resources Manager and public at large need to be
sensitised on the varied disabilities so that they know how 1o handle the
disabled workplace and in public at large. From the study the researcher
highly recommends that massive sensitisation and awareness on
disabilities in all sectors of the economy is absolutely necessary to
change the negative atfitudes and pereeptions towards the disabled
persons. From the study we note that the type of disability plays a big
role in terms of how persons. The disabled persons should come up
boldly and air their needs and views because “only the wearer of the
shoe knows where it hurls most™ On the other hand the non-disabled

should give them a chance.

5.4 Limitations of the study

The major limitation of the study was the sample size. [t was relatively small but |

believe sufficient enough for breaking ground in this area of study. Due to the sample




921

Lh

size 1t was not possible to determine the statistical tests of significance, which would
have been appropriate for the study.

Due to time and financial constraints the study only captured responses from the
disabled persons’ in Agrifresh Kenya limited in Nairobi province. | also fee! that a

lot of other disability groups were not captured in the study.

Suggestion foy further researchs:
From the study it was not possible to Iind out the reason that actually influences the

disabled persons’ perceptions of the Human Resources Managers. Further research

should be conducted to determine what influences these perceptions,

Other studies | would suggest would be on the level of awareness ol” Human
Resources Managers about disabilities. the policies in place tor the disabled persons
in the workplace and the FHuman Resources Manager experiences with the disabled

persons and whether the disabled persons disabilities influences their performance.



REFFERENCES
Abdi O, (April, 2003). Daily Nation Newspaper. Nation nublishers, Nairobi

Aleke 1.D Oketch H.0 (1994), Swrvey of employment of people with disability in Kenye

World Health Organizations (W.H.0)

Associations for the physically disabled of Kenya (APDK) 1992), 17TH world congress

Rehabilitation International, H andicapped International.

Byrne B. {1996) Social psyehology 8 edition Usa
Desai H.J.M (1990), Humen rights of the disabled, united Nations
Filippo B.E, (1984), personnel management 6" edition. me Graw hili, New York

HAPPER A and row, (1981} organizational Behaviowr: Developing managerial skills,

New York

Hellricgel D, Slocum Tnr. John W. Richard W, (1983), organizational behaviour., west

publishers
[LO (1989), employment of disabled persouns, manual on selective placement, Geneva
ILO (1989). vocational rehabilitation and emploviment of disabled persons, Geneva

(LO (1997), Affirmation action in employment of ethuic minorities and persons with

disabilities, Geneva India
Kotler p, {1997). marketing management. 9" edition. prentice hall New Delhi
K reinter R, Kinick A (1998}, organizational Behaviour, Boston MA

Pennington, Gillen and Hill, (1993), social psychology. Oxford University press, New

York, USA




Luthans T, (1992), oreanizational behaviour. 6™ sdition, MC GrawHill New York
Mbagathi conference. (2002) disabled person’s conventions of constitution review, report
Nzuve S.N.M, (1999) elements ol organizational behaviour, Nairobi University press.
Sills, d. 1. (1968), international encyclopaedia of social sciences, Macmillan Company
and free pre New York

Smoking w, kivutha k, (1997) democratisation and law reform in Kenya. claripress lid.,

Nairobi Kenya

Malsud N, (March 8. 2002}, Wednesday magazine, nation publishers, Nairolbi

40



APPENDIX ]

List of organizations for il disabled persons i e onvin

)

s

Sousces Kenya IDisability Lirectory 200

African Medical and Research Foundations (AMREL)
Association for the physically Disabled in Kenya (APDK)
Cerebral Palsy Association for the Welfare of the Epileptics
Kenya National Associations for the deal (KNAD)

Kenya Society for the blind (KSB)

Kenya Society for the Mentally Handicapped (KSMI)
Kenya Union of the Blind

Sight Savers International (VSO)

United disabled Persons of Kenya (UDPK)

Voluntary Services Overseas (VSO)

women Challenged to challenge (WCC)

“
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APPENDIX 11

KAMPALA INTERNATIONAL UNIVERSITY

QUESTIONNAIRE:

IDENTIFICATION NUMBER

Your organisation has been randomly selected to participate in an inquiry about the
perception of disabled workers towards human resource managers. The purpose ol this is
purety academic and vour answers shalt be used for academic purposes only,

Confidentiality

Your completed returned remains contidential to the researcher alone.

MBOBUA DOREEN MIRIKO.

KAMPALA INTERNATIONAL UNIVERSITY



QUESTIONMNAIRE
SECTION 1

| .Name of your disability Organization or Association ........................coiiii.

I~

-What kind of disability do you have?
Hearing impairment [ ]
Visual impairment [ ]
Physical impairment | ]
ARY Other (SPECIIY Y Lo

3. When did vou deveion( Tick appropriawe one)
At birth |}
Acquired in childhood ||
During teenage (13-19 veard) | ]
Youth (20-29) [ |
Above 30 years) [ |
Any other (SPeCity ). o,

4. Please state vour gender the disability? Male | | Female [ |
5.Please indicate your educational level

Primary | ]
Secondary | ]

College [ ]
University [ ]
Any other Specify. ..o

6.1f you have ever been employed or are currently employed. what was the nature of
the organizations?

Digability Oriented (that is deals with disabilities) | |

Or

Fog-disaniiity oriented (that s soenn s deal wath disabilityy ]

7. What position do vou hotd or have vou ever ield in an organization?
] . A 4

Top management ]

Middle Management | |

Support stalt [ 1

Any other specify. ...
SECTICN I

I, 1f you were to apply fora job would you mention vour disability YES | | NOT |

Please give reasons fOr YOUr WISWET .. ..ottt e e et e e
2. Have you ever been denied employment due to your disability? YES{ | NO|[ |



How did vou feal? L
3.Have you ever had a formal interview? YES | | NO| |
IFYES. what were the interviewers reactions towards disability?
a) Before the interview

d) if afier a job interview you were offered a job how would you teel?
That you deserve it []
That you were favoured | |s
ANY OTher (SPECTIY ) o

4. 1 you have ever been in employment did your employer ever had reservations in

employing you! YES |} NGO
[Fyoun answer YES state your reServalions ... o

5. 1T you are or have been in employment are there times you have been burnt from
performing your duties or assignment Due to your disability even though you
felt you were capable of performing it? YES{ ] NOJ |

a) If your response is YES state the duties / assignment you were burnt
from Performing ...

6. Have you ever been denied any organization benefit?  YES{ ] NOJ
Please
R ] 2

7. Is the organization you are empioved in sensitive (o vour needs as a person
with disability? YES [ ] NO | |
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If your answer is YES) in what ways is your organization sensitive?

8. How does your employer generally treat you in the work place?
As a special person | ]
[s unconcerned [ 1
Like any other person | ]
Any other ( SPecIiy) ..o

9. Are there times or occasions you have felt that your manager or supervisor is
overreacting by giving you special treatment or attention that you think was
uncalled for?

YES] ] NOI ]

Give an example if your response is YES
SECTION I
1. (a) what problem or challenges have you face in your work place?

2. Please provide any other information you think may be important and relevant to this
study.

Thank you for your patience and co-operation
God bless you

L
'_J‘
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