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1. INTRODUCTION OF ANTECEDENTS AND OBJECTIVES OF THE RESEARCH
AND RESEARCH HYPOTHESES

Disability is a degree of health damage, which is lasting and influences both the everyday
life style and the working ability that is necessary for existence. The relationship of persons
with disability and other members of the society is fundamentally determined by relations
and attitudes that characterise the members.

It is hard for persons with disability to enter the economic life not only due to the limitation
of their own state of health, but also the distrust and rejection of economic organisations. It
Is the task of the management to make the first step in reception, nevertheless the successful

integration depends on the openness, empathy and accepting attitude of colleagues as well.

1.1. Antecedents of the research

The topicality of the subject is supported by the demographic trend that is characteristic of
both Europe and Hungary. The ever, higher life expectancy, the ageing population make it
evident that the number of those who have to live their daily lives with diseases, health
damage, or disability is increasing, which causes difficulty not only to the person, but also
to the society and the economy. Financing ascending healthcare expenses and rising
pension-like incomes heavily burdens the budget in every country. The state is not able to
meet these expenses without tax increase, which the private sector cannot always produce.
Therefor the state has to share its responsibility with citizens and the private sector.

On the basis of all these we can assume that the unemployment, which is at present one of
the biggest factors and it also prevents economic growth, would inspire economic
organisations to consider persons with disability as potential employees. It needs, however,
that persons with disability, the management as well as the collective would show readiness.
The role of this latter one is especially crucial as during the everyday work the most direct
and active connection is among the person with disability and the employees of the
organisation, and the conflict-free ground is guaranteed by accepting attitudes and well-
established knowledge.

Statistical examinations (KSH, 2009; KSH, 2012; KSH, 2014; KSH, 2016a; LAKATOS —
TAUSZ, 2009) highlight the fact that the employment of persons with disability and reduced



work capacity falls significantly behind the employment of the average population. (Figure
1, Table 1).
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Figure 1: Employment and unemployment rate of the disabled population based on
the national census data (%0) (in years 1990, 2001, 2011)

Source: Based on LAKATOS — TAUSZ, 2009 and KSH, 2014 compiled by the author

Statistical data that describes the labour market situation of the workforce support their
drawbacks that appear in the employment, in the background of which besides the poorer
state of health, a longer lifespan, lower school qualification and mobility difficulties can

charactarise them as a complex difficulty.

Table 1: Employment and unemployment rate of persons with reduced work

capacity and persons with non-reduced work capacity in years 2011, 2015

2011 2nd quater 2015 1st quarter
Employment | Unemployment | Employment | Unemployment
rate (%) rate (%) rate (%) rate (%)

Persons with

reduced work 18.1 24.9 20.8 18
capacity

Persons with non-

reduced work 60.8 10.2 66.4 7.7

capacity

Source: Based on KSH, 2012a és KSH, 2016a compiled by the author



For nearly 30 years there have been both international and national researches to explore the
reasons in the background of low employment willingness towards persons with disability
and reduced work capacity.
International researches (FUQUA ET. AL, 1984; COLLIGNON, 1986; MCFARLIN ET.
AL, 1991; LEVY ET. AL, 1993; BLANCK, 1998; THAKKAR, 1997; KELLY ET. AL,
2005; MCRAE — LAVERTY, 2006; DAVIDSON, 2011) drew attention to the importance
of attitudes influencing the labour market situation of persons with disability which
influence the employer’s decision making in the recruitment. In our country the research
into this topic, which started in year 2002, has confirmed that in the background of low
economic activity there is on one hand the prejudice of the management in the economic
organisations towards persons with disability and reduced work capacity, on the other hand
there is a stereotypical approach (KALMAN — KONCZEI, 2002; KESZI et. al, 2003;
SZABO — BERDE, 2007; TARDOS, 2009; CSILLAG — HIDEGH, 2013; TARDOS, 2012;
SZELLO et al., 2013; , SIMONOVITS — KOLTAI, 2013; DAIJNOKI, 2014a; SOLTESZ,
2017).
Empirical examinations (TARDOS, 2009; SZELLO et al., 2013; DAJNOKI, 2014b) draw
attention to the positive effect of the experience with the target group which supports the
importance of the sensitisation trainings that are provided for the management of economic
organisations.
Recognising the role of the management and employees in the organisation, methodological
publications help the integration practice of persons with disability and reduced work
capacity (DAVID et al., 2000; GERE, 2009; SOLTESZ, 2017).
In sum the low economic activity of the target group can be explained by the following
reasons:

« employer’s prejudice, ignorance, discrimination,

« technology of the production and service activity, safety requirements,

o current situation of workforce demand and supply, financial considerations,

« pressing and motivating effect of the state regulation

« corporate culture, organisation size, ownership structure

« corporate performance pressure

o attitude of co-workers



 Vvalue judgement of the society

« individual objective (school qualification, skills, etc.) and subjective (aims,
preferences, etc.) characteristics of persons with disability and reduced work capacity.
Research results suggest that employers can have corporate benefits from the employment
of the target group (SZABO — BERDE, 2007; DAJNOKI, 2012a; CSILLAG — SZILAS,
2009). These corporate benefits can be sum up as followings: the appearance of workplace
solidarity (supporting one another) and a receptive corporate culture (diversity, empathy);
loyalty, responsibility, low fluctuation and low salary requirement of persons with disability
and reduced work capacity; a competitive advantage in certain positions that require
monotony; the company’s external judgement becomes more positive (CSR); access to state
subsidy and possibility for tax allowance; lower rate of rehabilitation contribution, or

exemption of its payment.
Employees’ attitudes towards persons with disability are influenced by sociodemographic
features (sex, age), learned knowledge and personal experience related to disabled people
(AVRAMIDIS — NORWICK, 2002; AVRAMIDIS — NORWICK, 2002; CAMPBELL et
al., 2003; SHARMA et al., 2006; SZEGO, 2008; VIGNES et al., 2008, 2009; FORLIN et
al., 2009; NEMETHNE, 2009; DE BOER, 2011; HOLLINS, 2011; PONGRACZ, 2013;
SZABO, 2016). According to researches (SELVAMANI — RAJAN, 2017; EUBANK, 2010)
attitudes of social workers towards persons with disability are basically positive,
nevertheless they approach their problems with a view to their lacking needs and they can

rather imagine their employment in sheltered circumstances.

1.2. The main object of the research

The main object of my research was to explore relations and attitudes of employees to
promote a more effective economic integration and reception towards persons with
disability and reduced work capacity. A further aim was that based on my research results |
would draw up statements which can promote the liquidation of barriers that hinder equal
occupational opportunities for persons with disability and reduced work capacity, as well
as their labour market integration, possibility for a successful employment in economic
organisations and the development of an accepting approach on the employees’ party.

My aim was to examine in a questionnaire research the attitudes of two different test groups

towards persons with disability and reduced work capacity. | conducted the research among
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workers of social institutes run by the government and local governments in three districts
of Hajdu-Bihar County along with citizens living in the affected districts. The research
aimed at exploring how this special group of employees, who in the course of their studies
were given both theoretical and practical preparation regarding the needs of persons with
disability (which can be considered as a type of sensitisation), see persons with disability
and reduced work capacity as employees, how they relate to them, what kind of attitudes
they have regarding the employment of the target group and in what way it differs from the
approach and attitude of citizens. The research also touches upon the examination on the
kind of knowledge those who were asked have on the employment of persons with disability

and reduced work capacity.

Research hypothesis:

1. H1: In the approach of the employees in the social organisations under review,
the principle of equal treatment and equal opportunities was more dominant
than among residents of the district under review, therefore they judge the
employability and integrated work of persons with disability and reduced work

capacity more positively.

2. H2: The employees of the social organisations who participated in the survey are
more receptive than the residents of the districts under review, and they have a
more positive image of persons with disability and reduced work capacity as

employees.

3. H3: The employees in the social organisations and the district residents under
review regard persons with disability and reduced work capacity as two

different groups of employees with different and dissimilar abilities.

4. H4: Knowledge about disability and reduced work capacity that is gained in the
course of studies, as well as direct work experience influence the approach of
both the employees in the social organisations and the district residents under

review positively.

5. H5: Direct work experience with persons with disability and reduced work
capacity influences the approach of both the employees in the social

organisations and the district residents under review positively.
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2. DATABASE AND REVIEW OF THE APPLIED METHODS

| carried out both primary and secondary research in the course of my researches. | am
discussing relevant notions connected with the topic, the definitions related to disability,
reduced work capacity as well as the concepts of discrimination, equal treatment and equal
opportunities. To support the topicality and significance of the topic, | have analysed the
available statistical results concerning groups with disability and reduced work capacity, as
well as those affected by discrimination. | have examined, in the scope of secondary
research, the development, the history and the changes of the current legal, occupational,
sociopolitical, as well as occupational rehabilitation set of instruments in force in our
homeland that affects the target group from 1945 to present day. The institutional system
between 1945 and 1990 is represented in a process model.

To accomplish the aims, | selected a quantitative research method, the results of which |
compared to the available research results. The questionnaire survey is suitable to mesure
the attitude, relation, and opinion of both examination groups (FISCHER, 2001).

The self-completed questionnaires were compiled by the author, the organisation
questionnaires contained 41 questions, while the residential questionnaires 43 questions,
which focused on 5 areas. | explored the notion of disability and reduced work capacity in
the first part of the questionnaire, personal experiences and attitudes in the second part,
familiarity and approach regarding supports connected to disability and reduced work
capacity in the third part, | focused on experiences and attitudes related to the employment
of the target group in the fourth part, and the fifth part contained questions on general
sociodemographic features. The questionnaires included on one hand closed-ended
questions, where the “other” option made it possible to write an own opinion, on the other
hand there were rating scale questions using a scale of 1 to 5, which is suitable to measure
attitudes. To measure attitudes | used various types of scales, such as the Likert-type scale,
which measures how strongly the persons agree or disagree, the so called Bogardus scale
that measures the social distance, the Osgood scale which is a semantic differential scale
and measures values (FISCHER, 2001). The Bogardus-Scale, a one-dimensional social
distance measuring attitude scale, which aims at assessing the respondent’s attitudes that are
based on emotional aspects towards other people by questioning the respondent’s

willingness to participate in the highest degree of social contact with them. The attitudes



that are measured by this scale create a hierarchy based on the acceptable closeness and
distance of the social contacts (BABBIE, 2000). According to measurements connected to
attitudes, those who have attitudes without prejudice show higher acceptance in their more
personal contacts (HALASZ et al., 1979). Such important social contacts are: relationships
between married partners, among relatives, friends, neighbours, colleagues, and residents
(CSEPELLI, 2001).

The semantic differential scale by Osgood can measure the characteristics of a given group
or object by bipolar adjective pairs on a scale with 5 degrees. The median value can express
indifference, cautiousness, neutrality, uncertainty (CSEPELI, 2001). The scale derives
emotional relations, that is attitudes towards persons with disability and reduced work
capacity as colleagues (FISCHER, 2001). On the questionnaire the respondent had to value
work characteristics of persons with disability and reduced work capacity. These are such
general characteristics, which are suitable to measure emotional attitudes towards persons
with disability and reduced work capacity as colleagues. The characteristics are based partly
on previous research among employers, where opinions regarding employees with disability
and reduced work capacity were derived (sensitivity, diligence, reliability, etc.) (SZABO —
BERDE, 2007; SIMONOVITS — KOLTAI, 2013; DAJNOKI, 2014a). Based on the
Captain-test | completed all of these with other characteristics which are used to measure
the work attitude (persistence, speed of work, attitude to work, etc.) (BUDAVARI-
TAKACS, 2011).

2.1. Applied statistical methods

Applied statistical methods: descriptive statistics, frequency distribution, cross-tabulation
analysis, cluster analysis. | considered the results of statistical probes significant in case of
p<0.05. In the course of cross-tabulation analysis I applied Pearson’s chi-squared test.

Table 2: Variation of reliability coefficients per questionnaire

Organisation questionnaire Resident questionnaire

Disability Reduced _Work Disability Reduced _vvork
capacity capacity
STRDILEGLE 0.926 0.966 0.922 0.960
Alpha value

Source: researched by the author (2016)




| examined the reliability of the questionnaire with reliability analysis which creates a
Chronbach Alpha index. The values of the indexes obtained from the testing are shown in
Table 2. Based on the results, the reliability of the data set can be ascertained as the testing

results exceeded the prescribed value of 0.7.

2.2. Characteristics of the research samples

The data collection took place in districts of Hajdubdszdrmeény, Hajdinanas and Derecske
between 1 July 2016 and 31 August 2016. The questionnaire survey was conducted among
employees of social organisations (basic, daytime, and boarding) run by the government and
local government in three districts, along with citizens living in the affected districts. |
obtained the list of names of the social organisations run by the government and local
government in the districts from the Szocialis Agazati Portal (Social Sectoral Portal)
database. | strived to interview 100% of the employees, but due to the voluntary
participation, and the fact that absent employees, who were having a notice period, or other
factors caused their absence (maternity leave, unpaid leave, sick leave, etc.), did not fill in
the form, | could get back 75-80 % (408 pieces) of the questionnaires. A total of 339

residents filled in the questionnaire. In total 747 questionnaires were processed.

2.2.1. Characteristics of employees in social organisations

Social organisations that were involved in the research fall under the effect of Act Il of
1993 on social management and social care, they are institutes that provide basic, daytime
and boarding care, and one scope of their duties is to take care of persons with disability. |
aimed at carrying out the research among all employees of the institutes, that is not only the
ancillary workers were asked, but also workers from auxiliary units (kitchen, laundry,
maintenance, etc.). Their number was lower than that of the ancillary staff so that those who
have social qualification. 75-80% of the workers in social institutes filled in the
questionnaire. It means 106 persons in Hajdunanas, 122 persons in Hajdubdszérmeny and
180 persons in Derecske. The female dominance in the social sphere is shown by the
significant difference in the proportion of the two sexes, 88.5 % were women and 11.5%
were men among those workers who filled in the questionnaire. Age distribution: 6.2% of
the samples were filled in by respondents who fell into the 16-25 age group, 12.9% into the
26-35 age group, 32 % into the 36-45 age group, 35.3% into the 46-55 age group, 12.9%



into the 56-65 age group and 0.8% were over 66; therefore most employees belong to the
middle-aged category. 16.4% of the interviewed employees have elementary qualification,
56.9% have secondary qualification and 26.7% have tertiary qualification. Based on the
hierarchical position 2.1% are senior managers, 8.1% are middle managers, 2.6% are junior
managers, 87.3% are subordinates.

In the course of their studies 75.1% of the interviewees gained knowledge about disability,
66.8% about reduced work capacity, 43.7% worked together with disabled people, 61.1%

worked together with persons with reduced work capacity.

2.2.2. Characteristics of the residential sample

339 residential questionnaires came back, out of these 116 from Hajdubtszérmény
township, 125 from Derecske district, 98 from Hajdinanas township. The sex distribution
of the interviewed residents: 40.8% male and 59.2% female. Based on the age distribution
18.3% of the respondents fell into the 16-25 age group, 21.1% into the 26-35 age group,
21.8% into the 36-45 age group, 17.4% into the 46-55 age group, 12.7% into the 56-65 age
group, 8.6% are over 66. Based on the school qualification distribution 26.2% of the
respondent residents have elementary qualification, 45.2% have secondary qualification,
28.6% have tertiary qualification. According to their labour market position most of them,
64%, are employees, 4.8% are leaders, 10.5% are pensioners, 8.4% are pupils or students,
5.1% are unemployed. Most respondents (49%) work in public sector, 34% in private sector,
11.5 % in the church, 5.5% in the non-governmental sector. According to the sectorial
distribution the interviewed residents in active age mostly work in the social sphere, their
proportion is 17.8%, 15.8% of them work in education, and 12.3% in the commercial sector.
One-third (34%) of the responding residents gained previous knowledge in the course of
their studies about disability, and another one-third (31%) about the reduced work capacity,
which falls significantly behind those of employees in social institutions. Only 22.4% of the
residents worked together with persons with disability and 38.9% with persons with reduced
work capacity. This proportion is very low compared to that of the employees in social

institutions).



3. MAIN FINDINGS OF THE DISSERTATION

The employment of persons with disability and reduced work capacity on the open labour
market is coming more and more in the focus of research. Primarily the examination of the
employers’s side is researched. The main aim of the research was to explore opinions,
realtions and attitudes of employees concerning persons with disability and reduced work

capacity as a special group of employees.

H1: In the approach of the employees in the social organisations under review, the
principle of equal treatment and equal opportunities was more dominant than among
residents of the district under review, therefore they judge the employability and
integrated work of persons with disability and reduced work capacity more positively.
Three-quarters (75.4%) of the employees in social institutions think that persons with
disability are able to work only with help, while 17.3% think that they can work alone, only
4.3% believe that they are unable to work. The residents of the districts judge the ability of
disabled people to work quite differently compared to organisational responses. More than
half of the residents (55.9%) finds that persons with disability are able to work with help,
and more than a quarter (25.4%) believes that they are capable to work individually. This
latter result could be seen positive, although the proportion of those (14.5%) who think that
persons with disability are unable to work is fairly high. Consequently there is a more
striking difference in the approach of the residential respondents (Figure 2).

More than half (50.9%) of the workers in social institutions consider that persons with
reduced work capacity are able to work individually, while 42.9% think they need help.
Only 4.3% think that they are unable to work.

More than half of the township residents find that persons with reduced work capacity are
able to work individually, while 37.5% believes that they require help. Compared to the
institutional respondents more residential respondents (6%) think that persons with reduced
work capacity are unable to work, meanwhile 3% of the respondents could not judge this

question.
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Figure 2: Judgement of workability of persons with disability and reduced work

capacity by social employees and residents of the districts (%)

Source: researched by the author (2016)

86.8% of the employees working in social institutions think that persons with disability are
able to work together with persons without disability, the proportion of those who don’t
think it is possible is very low (6.6%) or who cannot judge it (6.6%).

Almost three-quarters (72.1%) of the residents in the districts believe that persons with
disability are able to do integrated work. 14.8% of the residents answered no and 13.1% said
he/she didn’t know (Figure 3).
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Figure 3: How social employees and district residents judge the integrated work of

persons with disability and reduced work capacity (%o)

Source: researched by the author (2016)

Based on the research results the conclusion can be drawn that both test groups think that
disabled people need help with work, while persons with reduced work capacity are able to
work individually, although the employees in the social institutions compared to the
township residents judge the work and integrated work of persons with disability and
reduced work capacity more positively. The H1 hypothesis was supported by the research

results, therefore | accept it.

H2: The employees of the social organisations who participated in the survey are more
receptive than the residents of the districts under review, and they have a more positive
image of persons with disability and reduced work capacity as employees.

The attitude of the residents in the districts towards persons with disability appears to be
more positive in a number of social relations than the attitude of social employees to persons
with reduced work capacity. It is especially visible when it comes to the acceptance of closer

human relations such as with family, relatives, friends, colleagues/classmates (Figure 4).
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work ability .............. ?
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residents
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® Would you accept a
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.............. ? social
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100

Figure 4: The acceptance of persons with disability and reduced work capacity in
different social roles based on the comparison among the residents of the townships

and social employees who answered yes (%)

Source: researched by the author (2016)

The respondents could express their opinion by making a choice on a 5-point scale between
adjective pairs with opposite meanings, how much they characterise the respondents’
opinion (1 - I do not agree at all, 5 - | totally agree). The first adjective in the pairs described
a more positive aspect at work (e.g. persisten, hard-working), while the second adjective
described a negative feature (e.g. impatient, lazy). The average tended to disperse around
the median score, then again it can be also established that compared to the residents of the
townships, the employees of social institutions averagely rate the factors of the questionnaire
higher, but they are still around the median value of the scale, the value shifted towards the
negative side only at 1-2 factors (e.g. open - reserved, adapts well - adapts with difficulty).
Among the residents, however, the fluctuation was more significant into the positive

direction with regards to certain factors (e.g. friendly - unfriendly, sensitive - insensitive),
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but another factors shifted to the negative direction from the median value (e.g. works

independently - needs instructions) (Figure 5).

sensitive - insensitive 2.36 303
systematic - improvising 2.74 287
welcomes change - refuses change 3.24 3.17
planned - unplanned 3.05 3.05
works fast - works slowly 3.26 3.07
adapts well - adapts with difficulty 2.88 301
flexible - inflexible 2.96 3.04
ambitious - unambitious 2.84 302
works independently - needs instructions 3.24 3.03
finishes work - leaves work unfinished 2.81 3.08
friendly - unfriendly 2.51 3.04
open - reserved 2.76 313
cooperative - competitive 2.57 3.04
perfectionist - negligent 2.78 201
persistant - impatient 2.8 303
wants to do everything alone - makes.. 2.8 29
hard-working - lazy 2.55 599
motivated - unmotivated 2.6 597
reliable - unreliable | ‘ 2.72 ‘ [2.97
0 1 2 3 4 5

mdistrict residents  msocial employees

Figure 5: How social employees and township residents averagely judge the
characteristics of a disabled person as an employee

Source: researched by the author (2016)

Based on the results we can draw the conclusion that employees of social institutions and
the district residents have a different image of disabled employees. To be more precise in
case of the employees of social institutions we cannot tell exactly how they see persons with
disability as an employee, nevertheless on the grounds of the district residents’ judgement
we have an image of them.

Accordingly the disabled employee is a friendly, cooperative, sensitive and hard-working
person, who adapts with difficulty, works slowly and needs instructions for his/her work.
The image that the township residents have about persons with reduced work capacity is

also more positive than that of the social employees (Figure 6).
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friendly - unfriendly
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persistant - impatient
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Figure 6: How social employees and township residents averagely judge the

characteristics of a person with reduced work capacity as an employee
Source: researched by the author (2016)

| have created clusters to assess the questions that aim to characterise persons with disability
and reduced work capacity as possible employees. The variables of the clusters can be rated
on a 5-point scale by an average classification. On the grounds of assessing the responses in
both examination samples, three groups appeared regarding persons with disability.

By characterising disabled employees based on the variables of the clusters, | have created
three clusters and named them as followings: “accepting”, ‘“uncertain/indifferent”,
“rejecting” (Table 3, Table 4).

The “accepting” group has a positive, accepting attitude towards persons with disability, no
matter what the examined factor is. Almost one-third that is 29% of the social employees
and 27.1% of the interviewed residents belong to this group.
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Table 3: Clusters based on the attitudes of respondents in the organisations towards

persons with disability

How_do you see the person with Accepting pn(_:ertain/ Rejecting Average
disability as an employee indifferent value
Reliable - unreliable 2.07 3.11 4.16 2.97
Motivated - unmotivated 1.96 3.18 4.12 2.97
Hard-working - lazy 1.82 3.27 4.18 2.99
nakes others o uerything | 2% | 292 | 3@ | 2w
Persistent - impatient 2.09 3.16 4.35 3.03
Perfectionist - negligent 2,15 2,99 4,04 2,91
Cooperating - competitive 1.90 3.29 4.29 3.04
Open- reserved 1.93 3.42 4.35 3.13
Friendly - unfriendly 1.60 3.44 4.29 3.04
Frimishes work - leaves work 2.20 3.19 4.29 3.08
}'r\]’sotrr‘f;ii”o‘:fspe”de”“y - needs 2.93 3.00 4.00 3.13
Ambitious - Unambitious 2.45 2.94 441 3.02
Flexible - inflexible 2.86 2.83 4.14 3.04
Qgggm’;’e" - ERERIB T 2.70 3.20 4.24 3.21
\Works fast - works slowly 3.23 2.79 3.82 3.07
Planned - unplanned 2.95 2.79 4.18 3.05
\C"r’gr‘ig?es’ TN = (ELEES 3.28 2.91 3.94 3.17
Systematic - improvising 2.40 2.82 3.92 2.87
Sensitive - insensitive 1.63 3.43 4.25 3.03
In total (persons): 97 187 51 335
[Respondents’ distribution (%): 29.0% 55.8% 15.2%

Source: researched by the author (2016)

Those who belong to the “uncertain, indifferent” group cautiously rated the factors and have
an uncertain point of view, their rating on the scale is close to the average value. More than
half (55.8%) of the social employees and 35.7% of the township residents belong to this

cluster.
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Table 4: Clusters based on the attitudes of district respondents towards persons with

disability
How do you see the person with . Uncertain .
disability as an employee EEIRING indifferent REEEII | AT Rl
Reliable - unreliable 1.66 2.70 3.52 2.72
Motivated - unmotivated 1.41 2.46 3.58 2.60
Hard-working - lazy 1.34 2.37 3.61 2.55
\Wants to do everything alone -
makes others do everything e el SELE 33
Persistent - impatient 1.72 2.85 3.53 2.80
Perfectionist - negligent 1.86 2.92 3.31 2.78
Cooperating - competitive 1.49 2.49 3.42 2.57
Open- reserved 1.61 2.83 3.53 2.76
Friendly - unfriendly 1.42 2.22 3.58 2.51
Finishes work - leaves work 164 294 353 281
unfinished
Works |_ndependently - needs 236 3.96 319 394
instructions
Ambitious - Unambitious 1.78 3.27 3.21 2.84
Flexible - inflexible 2.15 3.57 2.97 2.96
Adapts well - adapts with difficulty 1.86 3.21 3.31 2.88
\Works fast - works slowly 2.87 3.89 2.95 3.26
Planned - unplanned 2.29 3.71 2.97 3.05
\Welcomes change - refuses change 2.55 3.88 3.12 3.24
Systematic - improvising 2.14 2.90 3.02 2.74
Sensitive - insensitive 1.54 1.80 3.48 2.36
In total (persons): 85 112 117 314
Respondents’ distribution (%): 27.1% 35.7% 37.3%

Source: researched by the author (2016)

The “rejecting” group has a rejecting and negative attitude towards persons with disability,
they do not have a positive image of them, they consider them as burden and problem in the
employment. This view is supported by only 15% of the social employees and 37.3% of the
interviewed district residents, for the latter one it is the biggest cluster out of the three
(Figure 7).
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E district residents

accepting _
uncertain

indifferent rejecting

Figure 7: Distribution of the clusters on the grounds of the research into the attitudes

towards persons with disability (%0)

Source: Researched by the author (2016)

The clusters that were elaborated for characterizing the persons with disabilities draw
attention to the phenomenon that there are no shades at all in the attitudes to disability, or at
least these are not manifested in the evaluations made by the members of society or the
social employees.

It may be put down to several reasons that the majority of social employees and that of
society belong to the uncertain/indifferent sector. It is possible that cautious evaluations are
caused by the fact that they have no real-life experience regarding the employment and work
performance of persons with disabilities, this is why they are reserved in their evaluations,
or their real-life experience makes them think that every person with disabilities is different,
this is why such evaluations can only be set up on an individual basis. However, it also
comes up, especially in the case of social workers, that they think that they should
demonstrate a positive attitude towards the persons with disabilities but this is not clearly
the case, this is why they show neutrality or indifference.

In addition to all this, it can also be concluded that the largest proportion of the district
residents demonstrates a “rejecting” attitude to employees with disabilities, while only a
very small part of social employees behave like this. A larger part of the staff working in

social institutions can be listed in the “accepting” cluster, although with a smaller difference.
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In spite of this, it cannot be clearly stated on the basis of the results that the employees in
the social institutions have more accepting attitudes than the residents in the districts, as the

majority of social employees belong to the uncertain cluster.

Table 5: Clusters in the assessment of the characteristic features of employees with

reduced work capacity based on organizational responses

i e work Copacty | FA | qute | qute ||l | A
as employees?

Reliable - unreliable 1.26 2.20 3.26 4.50 2.93
Motivated - unmotivated 1.35 2.30 3.21 4.45 2.93
Hard-working - lazy 1.39 2.28 3.24 4.42 2.95
" makesothers docvenying | 202 | 287 | 305 | 38 | 208
Persistent — impatient 1.71 2.46 3.18 4.33 3.00
Perfectionist — negligent 1.58 2.66 3.19 4.05 2.96
Cooperating — competitive 1.45 2.33 3.25 4.25 2.94
Open - reserved 1.65 2.61 3.29 4.27 3.05
Friendly - unfriendly 1.52 2.30 3.25 4.25 2.94
Finjshes (he huoric~ leaves 1.35 2.49 3.26 4.39 2.98
}’xstrrﬁiino‘:fspe”dem'y —needs | 53 2.79 3.18 413 2.98
Ambitious - unambitious 1.50 2.70 3.12 4.33 2.98
Flexible — inflexible 1.90 2.77 3.08 4.03 2.99
';‘:ﬁgflg’;’e” RGBT 1.68 2.70 3.10 4.27 298
Works fast — works slowly 2.39 3.43 2.93 3.59 3.05
Planning - unplanning 1.90 3.25 2.86 3.94 2.96
l’}’}‘;’gg?es SEITEE = [ELERE 2.34 3.28 2.92 3.80 3.05
Systematic - improvising 1.95 2.87 2.90 3.91 291
Sensitive — insensitive 1.68 2.08 3.27 4.22 2.94
In total (persons): 62 61 146 64 333
?,Zif’onde”ts’ distribution 186% | 183% | 43.8% | 19.2%

Source: researched by the author (2016)
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Based on the evaluation of the responses, four distinct groups could be outlined in both
samples regarding the persons with reduced work capacity. The descriptions of the four
clusters based on the characterization of employees with reduced work capacity are as

follows: “fully accepting”, “quite accepting ”, “quite rejecting ",
Table 6).

‘fully rejecting ” (Table 5,

Table 6: Clusters in the assessment of the characteristic features of employees with

reduced work capacity based on residents’ responses

How do you see the persons . .
with reduced work capacity | et | aocapting | rejecting | rejecing | value.
as employees? pting pting J g J 9

Re“able - unreliable 1.23 1.79 2.87 4.56 2.44
Motivated - unmotivated 112 1.89 2.98 4.31 2.46
Hard_Working - |azy 1.20 1.88 3.13 454 2.56
Wants to do everything alqne 200 2 60 3.00 4.00 281
— makes others do everything

Persistent — impatient 1.34 2.44 3.32 4.21 2.78
Perfectionist — negligent 1.34 2.31 3.10 4.26 2.67
Cooperating — competitive 122 1.98 3.06 4.23 2.52
Open - reserved 1.35 2.36 3.20 4.05 2.70
Finishes _thg work — leaves 1.28 216 3.13 459 2 66
work unfinished
Works independently — needs 1.72 244 3.24 403 280
instructions
Ambitious - unambitious 1.28 2.40 3.12 4.18 2.68
Flexible — inflexible 1.78 2.63 3.24 3.82 2.84
Adapts well — adapts with 1.37 2.36 3.21 3.90 2.68
difficulty
Welcomes change — refuses 215 289 2) 717l %, =6 291
change
Systematic - improvising 1.62 2.72 2.84 3.77 2.67
Sensitive — insensitive 1.35 1.90 3.00 4.15 2.50
In total (persons): 65 89 127 39 320
Respondents’ distribution 20.3% 27.8% 39.7% 12.2%
(%):

Source: researched by the author (2016)
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The group called “fully accepting” shows a high level of acceptance to the employees with
reduced work capacity, those who belong to this group do not see the health status of these
employees as obstacles and limits in their work. 18.6% of the employees in social
institutions, while 20.3% of the residents belong here.

The attitudes demonstrated by the persons who belong to the group called “quite accepting”
suggest caution but they basically have a positive approach to the members of this group of
employees. They do not regard their employment as an extra burden or difficulty but they
are aware of the fact that these persons may need help. 18.3% of the employees in social
institutions, while 27.8% of the surveyed district residents can be listed in this category.
The largest part of both the social employees (43.8%) and the district residents (39.7%)
belongs to the cluster called “quite rejecting”. They are not clearly negative but they see
these persons as a burden and a problem at the workplace, and they primarily approach this
question from the aspect of difficulties.

Those who belong to the “fully rejecting” cluster do not have a positive view of the
employment of persons with reduced work capacity, similarly to their attitudes to persons
with disabilities. Most probably, they also think that the presence of disadvantaged
employees in the world of labor means a source of problems and burdens. 19.2% of the
employees in social institutions, while a smaller part of the district residents, i.e. 12.2%
belong to this category.

Based on the established clusters, it can be stated that the view of the employees with
reduced work capacity is much more refined both amongst the employees of social
institutions and amongst the members of the society, there are no such respondents who
show caution, indifference or uncertainty. This shows as if the feeling “it is obligatory to
show acceptance or a positive attitude” was disappearing from the respondents and caution
was removed from their evaluations, this is why even the attitudes of those who are slightly
uncertain become clearly classifiable in some direction. Thus, it can be concluded that the
respondents of both samples are more open about their attitudes and opinions on persons

with reduced work capacity (Figure 8).
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Figure 8: Clusters based on surveying the attitudes to persons with reduced work

capacity (%)

Source: researched by the author (2016)

The results suggest that the scale is shifting towards the rejecting evaluations. There is a
higher proportion of those, especially among social employees, who attribute negative
characteristic features to the employees with reduced work capacity than those who attribute
positive features to them.

It can be concluded from the results that the workers of social institutions have a more
negative opinion on the work performance of the affected groups of employees. What may
be underlying this, in harmony with the earlier research findings, is that the social employees
view this issue from the aspect of the gaps in needs, from that of the need for help. This
highlights a problem that providing information in order to shape attitudes with a primary
focus on deficiencies will not reach the goals that have been set but will only strengthen the
fears and prejudice against the affected group of employees. This confirms the assumption
that a neutral, cautious position taken towards the persons with disabilities is rather a
response to a high-level professional, ethical and social expectation which they cannot meet,
even in their own opinions, and they see both the persons with disabilities and the persons
with reduced work capacity as “patients” who need care and support. Thus, their views

reflect the definition of a patient in the medical model and the view of a person who needs
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care, once the notions are examined from an ideological aspect. This is why, during
providing information, sensitization or training, special attention should be paid to the social
barriers encountered by the persons with disabilities or reduced work capacity, as well as
the value judgments defined from the aspect of the society without disabilities. In addition
to all this, the results also draw attention to that over-emphasizing equal opportunities in the
labor market may bring about the strengthening of negative attitudes, which is contrary to
the expectations. This is why it is proposed that the potential labor market roles, involvement
and work performance of this group of employees should be assessed in accordance with
the heterogeneity of this group, based on reality rather than principles. Hypothesis H2 was

not supported by the research findings this is why | have rejected it.

H3: The employees in the social organisations and the district residents under
review regard persons with disability and reduced work capacity as two different
groups of employees with different and dissimilar abilities.

As regards the working abilities of persons with disabilities, it can be concluded, both
amongst the staff of the social institutions and the district residents, that it is a commonly
voiced opinion that the persons with disabilities need help with their work, while the persons
with reduced work capacity are able to work independently, without assistance (Figure 2).
They think very differently about the integrated work performance of the two groups of
employees as well, they regard the integrated working ability of the persons with reduced
work capacity as more positive, as compared to that of the persons with disabilities (Figure
3). The differences between the persons with disabilities and those with reduced work
capacity are supported by the differences in the evaluation of employees’ characteristics
(Tables 3-6). Based on the findings, the conclusion can be drawn that both the district
residents and the staff of the social institutions look at persons with disabilities and those
with reduced work capacity as two distinct groups of employees. Based on these
conclusions, it can be proposed that focus should be placed on the common features of the
two groups, as well as on the meaning of the concepts used on the Hungarian and
international levels in the course of shaping attitudes and sensitization, in order to reduce or
eliminate this sharp distinction. Hypothesis H3 was confirmed by the research findings,

this is why | have accepted it.
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H4: Knowledge about disability and reduced work capacity that is gained in the course
of studies influences the approach of both the employees in the social organisations and
the district residents under review positively.

The views on the work carried out by persons with disabilities are greatly differentiated by
the knowledge gained in the course of studies. The opinions of the district residents and the
social employees who had preliminary knowledge are nearly the same about the working
abilities of persons with disabilities and those with reduced work capacity, the proportion
of those who are uncertain, as well as of those who think that these people are unable to
work, is lower in their groups, and there is a higher rate of such respondents who say that

they are able to work with support, or even without help (Figure 9).

have not gained any information on reduced |1.6% jo 37.5% 54.7% |—| 6.3%
work capacity '

have gained some information on reduced work 5_5%
capacity

social
employees

have not gained any information on disabilities

32.5%|{2.5%

district
residents

have gained some information on disabilities

have not gained any information on disabilities

social
employees

have gained some information on disabilities

B Unable to work = Able to work with help
@ Able to work independently O1 don’t know

Figure 9: The evaluation of the working ability of persons with disabilities and those
with reduced work capacity by the social employees and the district residents
depending on the knowledge gained in the course of studies (%) p<0.000, p<0.003,
p<0.000

Source: researched by the author (2016)
Similar tendencies can be traced in the responses to integrated work as well, based on
preliminary knowledge, related to persons with disabilities and those with reduced work

capacity. Those district residents and social employees who have no preliminary knowledge

show a higher level of uncertainty and rejection (Figure 10).
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Figure 10: The evaluation of the integrated work performed by persons with
disabilities and those with reduced work capacity by the social employees and the
district residents based on the knowledge gained in the course of studies (%0) p<0.000,
p<0.000, p<0.001, p<0.001

Source: researched by the author (2016)

Based on the research findings regarding the attitudes in the acceptance of social
relationships, it can be concluded that the level of acceptance of colleagues / classmates of
disadvantaged groups by the respondents living in the district and working in social
institutions who have gained some preliminary knowledge is higher than amongst those who

have not obtained any knowledge on disabilities or reduced work capacity (Figure 11).
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Figure 11: Comparison of the level of acceptance of colleagues / classmates with
disabilities and reduced work capacity based on the knowledge gained in the course
of studies amongst the district residents and social employees (%0) p<0.001, p<0.001,

p<0.001, p<0.007

Source: researched by the author (2016)

It can be concluded from the analyses that being informed on disability and reduced work
capacity helps the colleagues to get prepared for accepting and admitting the affected
employees and to make a realistic evaluation of the support provided to their work, their
work performance and to avoid that their thinking is driven by their fears, stereotypes and
assumptions. In relation to the knowledge, the differences in attitudes according to the level
of education also manifested themselves. A higher level of education supports the
knowledge of the target group, as well as the positive opinions on the affected group of
employees. This means that increasing the level of qualifications of the residents will also
result in the strengthening of accepting attitudes, and the idea also comes up that at those
workplaces where the staff members have higher qualifications, the accepting attitudes are
also stronger. This is why it is proposed that the managers of the economic organizations
should consider that in the case of employing persons with disabilities or reduced work
capacity, the successful inclusion of the latter will be facilitated by providing the staff with
the appropriate level of knowledge and information. It can be established from the findings
of the research that preliminary knowledge has a positive effect on the attitudes. Hypothesis
H4 was supported by the research findings this is why | have accepted it.
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H5: Direct work experience with persons with disability and reduced work capacity
influences the approach of both the employees in the social organisations and the
district residents under review positively.

Based on the responses, it was only amongst the district residents that there was a significant
difference in the opinions on the working abilities of persons with disabilities and reduced
work capacity but there are clear differences between the individual residents on the basis
of the work experience that they have gained. A lot higher proportion of those who have
already worked together with persons with disabilities or reduced work capacity think that
those affected can work with help or even without help, there is a very slight rate of

uncertainty or rejection among them (Figure 12).
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Figure 12: Assessment of the working ability of persons with disabilities or reduced
work capacity amongst the district residents, based on work experience (%) p<0.000,
p<0.005

Source: researched by the author (2016)

The significance of work experience is also manifested with regard to judging their
integrated work performance. Amongst those social employees and district residents who
have related work experience, there is a higher proportion of those who think that persons
with disabilities and reduced work capacity are able to work in an integrated framework,

while amongst those who have no such work experience, there is a higher proportion of such
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respondents who cannot judge this question, or who consider them unable to carry out
integrated work (figure 13).

Has already =~ Hasnotyet | Hasalready  Hasnotyet | Has already Has not yet
worked with a worked with a | worked with a worked with a \worked with a worked with a
person with  person with | person with  person with | person with person with

disabilities disabilities disabilities disabilities | reduced work reduced work
capacity capacity

social employees district residents district residents

Byes @Eno Ol don't know

Figure 13: Assessment of the integrated work of persons with disabilities and
reduced work capacity based on work experience, amongst social employees and
district residents (%) p<0.005, p<0.031, p<0.011

Source: researched by the author (2016)

The differences in attitudes that are manifested in the level of acceptance of social
relationships are also influenced by personal work experience. Those social employees and
district residents who have already worked together with persons with disabilities or reduced

work capacity have shown a higher level of acceptance than those who lack such work
experience (Figure 14).
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Figure 14: The impact of direct work experience on the acceptance of persons with
disabilities or reduced work capacity as employees/classmates amongst social
employees and district residents (%) p<0.005, p<0.001, p<0.004, p<0.000

Source: researched by the author (2016)

However, it is also suggested by the findings that in the case of the social employees, the
attitude shaping impact of the knowledge obtained in the course of studies is stronger than
in the case of the district residents. From this, it can be concluded that basically, it is
preliminary knowledge that creates the basis for positive attitudes, and the significance of
such knowledge is greater than that of the experience gained later, i.e. the fact that someone
gets in personal contact with a person with disabilities or reduced work capacity does not
mean that the accepting attitudes will be realized. In other words, the prejudices and attitudes
of awork staff will not change just because they get in contact with the disadvantaged groups
of employees in question but preliminary sensitization and conveying knowledge will be
necessary for this to happen.

Based on the findings of the survey, it can be established that the work experience with
persons with disabilities and reduced work capacity had a positive impact on the shaping of
the attitudes of both the district residents and those who work in social institutions.

Hypothesis H5 was confirmed by the research findings this is why I have accepted it.
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3. THE NEW OR NOVEL FINDINGS OF THE STUDY

1. | have concluded that the persons with disability and those with reduced work
capacity are assessed as employees with dissimilar characteristic features and
abilities by both groups taking part in the research this is why they demonstrate
different attitudes towards them. Respondents demonstrate more extreme attitudes,
I.e. rejection or indifference towards disabled employees. In relation to persons
with reduced work capacity, both groups of respondents are more open about their
opinions, and they are quite rejecting towards them. In the opinion of both groups
of respondents, persons with disability need help with their work, while the persons
with reduced work capacity are able to work independently, without help.
Integrated work ability of persons with reduced work capacity is also evaluated by

the respondents as more positive than that of the persons with disabilities.

2. From among district residents, those who work in the social and agricultural fields
get in work contact with disabled persons in the largest number, while there is no
such sectoral difference in the case of employees with reduced work capacity.
District residents demonstrate different attitudes by sectors, to the work ability, and
integrated work performance of persons with disabilities, and reduced work
capacity. It is in the educational and social sectors where there is the most positive
attitude to disabled persons, while it is in the info-communication and economic
fields that there is the most accepting attitude to persons with reduced work
capacity. The lowest level of acceptance of both disadvantaged groups of
employees is typical of agricultural workers. While it is the managers who
demonstrate more positive attitudes towards disabled persons, persons with

reduced work capacities are better tolerated by the employees.

3. In proportion to increasing qualifications, the positive attitudes of the respondent
groups to persons with disability and persons with changed work capacity will
increase. Those who hold academic qualifications are characterized by the highest
level of acceptance, while those who have elementary level qualifications show the

lowest level of tolerance.
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4. In both groups of respondents, preliminarily obtained information positively
influences the assessment of work ability, integrated work ability, as well as the
acceptance of persons with disability and reduced work capacity as employees. The
view of the district residents regarding persons with disabilities is shaped more
strongly by work experience, while in the case of social employees, the attitude

shaping impact of preliminary knowledge is more critical.

5. | have drawn the conclusion that the majority of both the employees of social
institutions and the district residents think that persons with changed work capacity
are able to work independently. Amongst both groups of respondents, the common
view is that disabled persons need help with their work. As regards disabled
persons, the social employees tend to demonstrate neutrality or indifference, while
the district residents show rejection. The attitude of social workers to employees
with reduced work capacity is more rejecting than that of the district residents. |
have concluded that the employees of social institutions consider persons with
disabilities and reduced work capacity from the side of gaps in needs, focusing on

their disadvantaged situation.

6. The findings have shown that there are fewer opportunities to get informed on
reduced work capacity from the news or films than on living with disabilities; this
is why the significance of personal contact is growing. As compared to the district
residents, a higher proportion of social employees have personal contacts with
persons with disabilities and reduced work capacity. As compared to the social
employees, there is a higher proportion of district residents who do not personally
know any persons with disabilities or reduced work capacities. The number of
social employees who get in work contact with persons with disabilities and
reduced work capacities is directly proportional to the number of years in

employment.
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4. THE PRACTICAL USABILITY OF THE RESEARCH FINDINGS

The research findings on the topic draw attention to the discriminative attitudes of the
employers towards persons with disability and reduced work capacity, which restrict the
higher level of employment of the group concerned in the primary labor market. The
research findings related to the employers’ side of the question contribute to the recognition
and elimination of the factors that prevent the employment of persons with disability and
reduced work capacity in the open labor market. The findings of my paper facilitate the
development of an attitude of acceptance in the corporate world, furthermore, they
contribute to the refinement of the information conveyed during sensitization, as well as to
that of the applied methods.

Through getting familiar with the opinions, attitudes and approaches of the employees’ side,
the members of the management may clarify the misconceptions and stereotypes related to
disability and reduced work capacity, through which the incorporation of these two
disadvantaged groups in the labor market into the organization may become successful.

In both groups of respondents, there are dissimilar views of the persons with disability and
those with reduced work capacity, this is why they approach the employment and work
ability of the two groups from different aspects. This draws attention to that the need of
disabled persons for help during work is assessed to be higher than that of those persons
who have reduced work capacity. This, in turn, hinders their economic and social
integration, as well as their equal opportunities.

The findings of the study draw attention to the significance of the knowledge conveyed in
school training programs, as well as the personal experience gained from work, which may
result in the spreading of the approach represented by the social model, the correction of the
problems arising from the specific mechanisms operating in society, as well as the reduction
of the exclusion of these disadvantaged employees from the sectors of the economy.

The district residents have different levels of work experience on the basis of the sectoral
classification of their work places and they also have a different opinion on the employment
opportunities of persons with disability or reduced work capacity. This calls attention to that
sector by sector, due to the different nature of the individual jobs, the burden on the

employees is also of a different extent, due to which the work capacity of persons with
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disability or reduced work capacity is assessed differently, and they also have a different
attitude to their employability and work performance.

During providing information, conveying knowledge or sensitization on disabilities, the
employability of persons with disabilities should be pointed out, in order to achieve that a
more realistic image of the strengths, abilities and work abilities of persons with disabilities
develop in the minds of the members of society without disabilities. In shaping the attitudes,
special emphasis should be put on interactive types of exercises and workshops, which are
suitable for promoting the development of tolerant attitudes, due to their experience-based
approach. In the framework of all these, opportunities should be created for overcoming the
fears and anxieties related to persons with disabilities, which may prevent the acceptance of
these persons as colleagues.

In order to change the misconceptions and beliefs related to the employment of persons with
disabilities, in preparing the employers and the employees for such colleagues, as well as in
the news and campaigns, it would be necessary to present the international and Hungarian
best practices related to the employment of disabled persons, which promote the application

of such practices and the deepening of the knowledge related to the target group.
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