


















Abstract 

Like everyone else, disabled people have natural rights. The rights to 
be employed, to have better life and inclome, and together contributing 
in developing their nation. However, many people with disabilities are 
still struggling to enter the labor market. Notwithstanding, Malaysian 
employers are found to be discriminative in hiring disabled workers. 
Presently, jobs offered to disabled workers are also normally for lower 
position. The Ministry of National Unity and Social Development 
through its working group on legislation had drafted a proposed Act to 
be called the Person with Disabilities Act. However, these federal 
initiatives, as important as they are, have not changed the way many 
employers feel about hiring the disableld people. The purpose of this 
study is to investigate the attitudes amd perceptions of Malaysian 
employers toward hiring people with disabilities. The study postulates, 
among others, that an organization’s training and development policy 
can give an idea, if not a total picture, of its attitude towards disabled 
people. It is acknowledged that policies, being major organizational 
documents, are usually well thought out prior to publication and 
enforcement. Hence, the blueprint should enable outsiders to gauge 
the commitment and conviction an organization’s management has. 
This should in turn reflect on its overall attitude. On the other hand, an 
organization unique workplace environment is generally designed and 
constructed with a certain purpose in mind. The final condition of a 
working environment depends a lot on physical infrastructure apart 
from manpower infrastructure. It has been suggested that the intention 
of the owner, designer and organization had been incorporated at the 
planning stage. Hence, whether the issue of providing a conducive 
environment to human in general and unfortunate human specifically 
should have been forethought. It is realized that the situation and 
condition of the workplace would also reflect an organization attitude 
towards disabled people. Lastly, the legal and ethical environment an 
organization operates in, is indeed influential on its attitude towards 
disabled people. The study also found that, those surveyed perceived 
their organizations had been unfair in offering jobs while at the same 
time do not provide special training programs tailored for disabled 
workers. On the positive side though, organizations gave the same 
benefits and salary schemes, equal opportunity for advancement and 
are socially responsible in term of employment opportunity given to 
disabled workers. However, employers do not really care about 
disabled people involvement in nation building! Moreover, 
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organizations seemed to prefer ‘normal’ prospective employees, 
during selection and recruitment, to disabled people. The cross 
tabulations revealed that the private sector’s employment of disabled 
workers declined sharply. The three hypotheses were then tested and 
found that training and development policy and the legal and ethical 
environment were proven to have significant relationships with 
employers’ attitude individually. However, an organization unique 
workplace environment was not. Although the strengths of each 
relationship were not established the significance of two out of three, 
are thought to be good for future research and prediction on 
employers’ attitude. In conclusion, it is proposed that a further research 
be conducted, to find out the exact nature of the declining trend in 
hiring disabled workers. Finally, the findings raised the need for a 
review of existing legal provisions to ensure equal employment 
opportunity for all. 
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A bs t ra k 

Seperti mana individu yang lain, Orang Kurang Upaya (OKU), 
seharusnya mempunyai hak-hak asasi. Hak-hak seperti hak untuk 
mendapatkan pekerjaan, kehidupan dain pendapatan yang lebih baik 
serta hak untuk sama-sama menyumbang ke arah pembangunan 
sesebuah negara. Walau bagaimana pun, masih ramai OKU yang 
berhempas pulas untuk memasuki pasaran pekerjaan. Akan tetapi, 
para majikan di Malaysia dilihat mengamalkan diskriminasi dalam 
pengambilan pekerja membabitkan OKU. Kelazimannya, jawatar: yasg 
ditawarkan kepada OKU pada masa kini biasanya merupakan jawatan 
peringkat rendah. Kementerian Perpaduan Negara dan Pembangunan 
Sosial melalui satu jawatankuasa kerja telah mencadangkan suatu 
Akta yang akan dikenali sebagai Akta Orang Kurang Upaya. Walau 
bagaimana pun, inisiatif ini tidak dapat rnengubah persepsi majikan di 
negara ini dalam pengambilan OKU bekerja. Kajian ini bertujuan untuk 
menyiasat atitud dan persepsi majikan-majikan di Malaysia terhadap 
pengambilan pekerja di kalangan OKU. Kajian ini mengandaikan 
antara lain bahawa polisi latihan dan pembangunan pekerja akan 
dapat memberikan ide, jika tidak secara keseluruhan pun, mengenai 
atitud terhadap OKU. Adalah juga dipercayai bahawa polisi merupakan 
suatu dokumen penting organisasi, biasanya disediakan dan 
diwartakan setelah satu pertimbangan mendalam dilakukan. Maka 
dengan itu, 'blueprint' tersebut seharusnya dapat memberi gambaran 
kepada masyarakat berkaitan komitmeri pihak pengurusan sesebuah 
organisasi. Selain daripada itu, rekaberituk persekitaran tempat kerja 
biasanya dibangunkan berdasarkan sesuatu tujuan. Persekitaran 
tempat kerja juga sangat bergantung kepada infrastruktur fizikal, selain 
struktur sumber manusia. Pada peringkat perancangan sesebuah 
organisasi, matlamat pemilik, juru rekabentuk dan arah tuju organisasi 
adalah digabungkan. Oleh yang demikian, isu sama ada suatu 
persekitaran kerja yang kondusif disediakan untuk pekerja secara 
umumnya, mahupun khusus bagi OKCJ, seharusnya telah difikirkan 
sejak dari awal. Adalah dipercayai bat-iawa situasi dan persekitaran 
tempat kerja akan turut mempengaruhi atitud organisasi terhadap 
OKU. Kajian ini juga mendapati organisasi tidak berlaku adil dalam 
menawarkan pekerjaan dan dalam masa yang sama tidak 
memperuntukkan program latihan khas yang sesuai untuk golongan 
OKU. Walau bagaimana pun, sesuatu yang agak positif ialah 
organ isasi-org an isasi mem beri kan kem ud a han , skim gaj i , dan pel uang 
kenaikan pangkat yang sama kepada semua pekerja-pekerja. 
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Sungguhpun begitu, para majikan tidak begitu mengambil berat 
tentang keterlibatan golongan OKU cialam pembangunan negara. 
Tambahan pula organisasi lebih berminat terhadap calon pekerja yang 
‘normal’ berbanding dengan golongan kurang upaya semasa pemilihan 
dan pengambilan pekerja. Ujian tabulasi silang mendapati bahawa 
pengambilan pekerja OKU di dalam sektor swasta menurun secara 
mendadak. Ketiga-tiga hipotesis kemuldiannya diuji. Hasilnya, polisi 
latihan serta pembangunan pekerja dan persekitaran perundangan 
dan etika mempunyai hubungan yang siltnifikan dengan atitud majikan. 
Akan tetapi, situasi persekitaran tempat kerja adalah didapati tidak 
siknifikan. Biar pun kekuatan korelasi antara pembolehubah tidak 
dibuktikan, tahap siknifikasi dua dari 1:iga hubungan pembolehubah 
adalah dianggap baik bagi tujuan kajian,-kajian di masa hadapan serta 
bagi meramal atitud para majikan. Sebagai kesimpulan, adalah 
dicadangkan bahawa kajian selanjutnya dilakukan bagi mengenalpasti 
sebab sebenar penurunan dalam pengambilan pekerja OKU. Akhirnya, 
penemuan-penemuan dalam kajian ini meningkatkan keperluan bagi 
suatu semakan semula peruntukan untlang-undang sedia ada untuk 
memastikan peluang pekerjaan yang sama rata kepada semua. 
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