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ABSTRACT 

The purposes of this dissertation were: 1) investigate the levels of attitude factors, equity factors, and entrepreneurial 

participation factors affecting appropriate employment models for people with disabilities 2) study the relationships between 

attitude factors, equity factors, and entrepreneurial participation factors affecting appropriate employment models for people 

with disabilities, and 3) examine the direct, indirect, and overall influences of attitude factors, equity factors, and 

entrepreneurial participation factors on appropriate employment models for people with disabilities. The sample comprises 

359 enterprises in the Eastern Economic Corridor (EEC) area. Data collection instruments include questionnaires. Statistical 

methods used in this research consist of percentage, mean, standard deviation, Pearson correlation coefficient, and path 

analysis. 

The findings reveal that 1) the levels of attitudes towards employing people with disabilities, entrepreneurial participation in 

employing people with disabilities, equity principles in employing people with disabilities, and appropriate employment 

models for people with disabilities, as measured by organizational effectiveness, are at moderate levels. 2) The Pearson 

correlation coefficients between attitudes towards employing people with disabilities and equity principles in employing 

people with disabilities have a high positive correlation with entrepreneurial participation in employing people with 

disabilities and appropriate employment models for people with disabilities, as measured by organizational effectiveness, 

with statistical significance at the .01 level. Additionally, all three factors have a high positive correlation with appropriate 

employment models for people with disabilities, as measured by organizational effectiveness, with statistical significance at 

the .01 level. 3) Attitudes towards employing people with disabilities and entrepreneurial participation in employing people 

with disabilities have an overall positive influence on organizational effectiveness. Equity principles in employing people 

with disabilities and entrepreneurial participation in employing people with disabilities also have an overall positive influence 

on organizational effectiveness. Although equity principles in employing people with disabilities have no statistically 

significant direct influence on organizational effectiveness, they have a statistically significant indirect influence through 

entrepreneurial participation in employing people with disabilities. Thus, equity principles in employing people with 

disabilities have a combined positive influence on the organizational effectiveness of enterprises employing people with 

disabilities in the EEC project with statistical significance (TE = 0.47, p < 0.01). Moreover, considering the conceptual 

framework, the factors of attitudes towards employing people with disabilities, equity principles in employing people with 

disabilities, and entrepreneurial participation in employing people with disabilities can explain and predict the organizational 

effectiveness of enterprises employing people with disabilities in the EEC project at 77% (R2 = 0.77). 

 

Keywords: Employment models, employment of people with disabilities, equality, participation 

1. INTRODUCTION 

Currently, people with disabilities in Thailand still face challenges in accessing equal employment opportunities despite the 

existence of laws and measures aimed at employing people with disabilities, such as the Disability Quality of Life Promotion 

Act B.E. 2550 (2007), which mandates that employers hire a certain percentage of disabled individuals and offers tax  
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incentives to employers who hire people with disabilities (National Office for the Promotion of the Quality of Life of 

Disabled Persons, 2007). There are still gaps in enforcement. Additionally, negative attitudes and a lack of understanding of 

the potential of people with disabilities have contributed to a low employment rate among them (Thanaphatphan, 2018). 

Meanwhile, the Eastern Economic Corridor (EEC) has created new opportunities for employment and investment, 

particularly in target industries. They use advanced technology and innovations, namely robotics and automation, digital 

industries, and aviation and logistics (Eastern Economic Corridor Policy Committee, 2018). 

This situation remains a challenge; there are 188,871 people with disabilities living in the EEC area, but only 34% of them 

are employed (National Office for the Promotion of the Quality of Life of Disabled Persons, 2020). Therefore, The shift in 

the economic structure and employment model in the EEC is an important opportunity to promote the employment of people 

with disabilities by creating suitable employment models responds to the needs of modern businesses, alongside the 

development of their skills and capabilities to align with the labor market’s demands (Channuwong, 2018; Namsiripongpan, 

2019). 

Therefore, solving the employment issue for people with disabilities in Thailand, particularly in the context of the 

development of the Eastern Economic Corridor (EEC), is crucial for creating a sustainable and inclusive society. This aligns 

with the United Nations Sustainable Development Goals (SDGs)  to reduce inequality and provide equal opportunities for 

all members of society (United Nations, 2015). Promoting the employment of people with disabilities in the EEC through 

suitable employment models for modern businesses will improve the quality of life of people with disabilities, reduce the 

state's welfare costs, and enhance the self-reliance of people with disabilities. It will also generate economic value by utilizing 

the potential of people with disabilities to contribute to production and services (National Economic and Social Development 

Board, 2019). 

The research results obtained from the survey and hypothesis testing will be extremely valuable for promoting equality and 

participation of people with disabilities in Thailand’s labor market in 2024 and beyond. Amidst rapid technological changes 

and the evolution of work in the digital era, this research will help businesses understand and adapt to the growing trend of 

employing people with disabilities. This will be achieved through policy, process, and workplace environment 

improvements. These approaches support the full use of the potential of people with disabilities 

Thus, this research is valuable both academically and practically in creating new knowledge and policy recommendations 

that will drive the agenda for the employment of people with disabilities in Thailand, overcoming obstacles, and advancing 

the inclusion of people with disabilities. It will help establish a society based on equality factors, inclusion, and the promotion 

of diversity, no one left behind in accordance with the Constitution and international human rights standards upheld by 

Thailand. This will set a good example for other nations in employing people with disabilities in the future. 

Research Objectives 

1. To study the attitudes, equality, participation of entrepreneurs, and the appropriate employment models for people 

with disabilities, as measured by organizational performance in the Eastern Special Development Zone project. 

2. To study the relationship between the attitudes, equality, participation of entrepreneurs, and the appropriate 

employment models for people with disabilities, as measured by organizational performance in the Eastern Special 

Development Zone project. 

3. To study the direct influence, indirect influence, and overall influence of the factors of attitude, equality, and 

entrepreneurs’ participation on the appropriate employment models for people with disabilities, as measured by 

organizational performance. 

Research Hypotheses 

The attitude factors, equality factors, entrepreneurs’ participation, and the appropriate employment models for people with 

disabilities, as measured by organizational performance in the Eastern Special Development Zone project, are significantly 

correlated. The attitude, equality, and participation factors of entrepreneurs have direct, indirect, and overall influences on 

the appropriate employment models for people with disabilities, as measured by organizational performance. 

 

Figure 1: Conceptual Framework for Research 
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2. LITERATURE REVIEW 

In this study, the researcher applied the concept of "levels of attitude factors towards employing people with disabilities" 

using “Organizational Culture Toward Hiring People with Disabilities. Based on Schein's (2010) concept of organizational 

culture, which includes shared values, beliefs, and behaviors that an organization holds has an influence on the treatment of 

all employees, including people with disabilities. Hiring people with disabilities must start by creating an open organizational 

culture that accepts diversity and provides opportunities for people with disabilities to demonstrate their potential. This 

requires tangible support, such as assigning appropriate tasks and encouraging participation in various activities. 

1)Understanding People with Disabilities,Thomas' (1991) concept of diversity management emphasizes the importance of 

understanding individual differences and adapting the environment to suit them. Organizations need to understand the types 

of disabilities, their impact on work, and the special needs of people with disabilities to prepare suitable facilities and 

supportive technologies.2)Employment of People with Disabilities According to Thai Law: Based on Carroll's (1991) 

concept of Corporate Social Responsibility (CSR), which states that organizations must comply with the law and take social 

responsibility. Organizations must adhere to the Disability Quality of Life Promotion Act (2007) regarding employment 

ratios, benefits, and facilities. 3)Principle of Equality According to the Constitution, based on Rawls’ (1971) theory of social 

justice, which emphasizes creating fairness and equal opportunities in society. The constitution guarantees people with 

disabilities the right to access opportunities in employment, education, and public services, which aligns with the UN's (2015) 

sustainable development concept that no one should be left behind. The concept of social equality, according to Fraser's 

(2009) theory of social justice, emphasizes recognition and fair redistribution of resources. This principle aims to create a 

society where everyone has rights, freedoms, and equal treatment, including providing special support to disadvantaged 

groups to reduce social inequality. The principle of legal equality, as per Dicey’s (1885) Rule of Law theory, emphasizes 

equality under the law and the protection of basic human rights. The constitution guarantees the protection of rights under 

the law without discrimination, in line with the UN's Convention on the Rights of Persons with Disabilities (UNCRPD, 

2006). The principle of political equality, according to Bangbon et al. (2023)and Pateman's (1970) participatory democracy 

theory, focuses on political participation by all groups. The constitution guarantees comprehensive political rights for people 

with disabilities, including the right to vote, run for office, express opinions, and access information. These principles reflect 

efforts to create a fair and equal society, particularly for people with disabilities. 

Participation Theory (Cohen & Uphoff), this theory is widely recognized and applied in global development projects due to 

its emphasis on comprehensive participation, from decision-making to evaluation. The Decision-Making Participation by 

Vroom & Yetton's (1973) participative decision-making theory emphasizes involving stakeholders in the decision-making 

process, starting with identifying problems, analyzing causes, and determining solutions, leading to effective decisions that 

are accepted by all parties. As for Planning Participation by Friedmann’s (1992). The participatory planning theory 

emphasizes bottom-up planning, where stakeholder involvement helps ensure that project design and resource allocation 

align with the needs and capabilities of stakeholders, resulting in practical plans. Regarding to Implementation 

Participation via Likert’s (1967), implementation theory emphasizes participation in every level of work, where all parties 

are involved in execution, monitoring progress, and resolving emerging issues. Evaluation Participation by Cousins & Earl's 

(1992) participatory evaluation theory emphasizes involving stakeholders in the evaluation process, ensuring comprehensive 

data collection that leads to development that meets stakeholders' needs. For Organizational Effectiveness Concept (Quinn 

& Rohrbaugh), this concept presents a comprehensive view of goals, processes, adaptability, and interpersonal relationships, 

which are key factors for organizational success. 

Based on Taylor's (1911) Rational-Goal Orientation scientific management theory, which emphasizes efficient work and 

achieving set goals. The organization must focus on results and quality, setting clear goals and striving for the best 

performance, in line with Results-Based Management concepts.1. The Internal Process was based on Weber’s (1947) 

bureaucratic system theory, emphasizing formality, rules, and a clear work hierarchy. A systematic internal process ensures 

standard work, transparency, and accountability, which are essential for good management.2. The Open System is based on 

Katz & Kahn's (1978) open system theory, which emphasizes the organization's adaptability to changing environments. The 

organization must be flexible, open to new ideas, and delegate decision-making to respond quickly to changes.3. The Human 

Relations was based on Mayo’s (1933) human relations theory, which emphasizes the importance of interpersonal 

relationships and teamwork in achieving organizational success. 

3. RESEARCH METHODOLOGY 

This study is a quantitative research, which involves the following research process. 

Population and Sample 

The population and sample for this research are organizations that employ people with disabilities in the Eastern Economic 

Corridor (EEC) area, totaling 1,312 establishments. The researcher used the Krejcie and Morgan (1970) determine the sample 

size, resulting in a sample of 297 establishments. A multi-stage sampling method was used to select the sample. The 

respondents for the survey were senior management, including CEOs, deputy CEOs, assistant CEOs, or middle management, 

including deputy heads of departments, directors, managers, or those designated by the establishments. The individuals who 
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responded to the questionnaires were considered representatives of their respective organizations. The researchers provided 

5 sets of questionnaires to each establishment in the sample, with a requirement to collect at least 3 completed questionnaires 

per establishment to be considered as an analytical unit. 

4. VARIABLES USED IN THE STUDY 
Independent Variables  

The independent variables are the attitude factors toward employing people with disabilities, which consist of 5 components 

as follows, 1. “The Acknowledgement and Understanding of People with Disabilities” showed (α = 0.936). “The Experience 

and Interaction with People with Disabilities” showed (α = 0.724). “The Perceived Benefits and Challenges in Hiring People 

with Disabilities” showed (α = 0.873).“The Organizational Values and Culture” showed(α = 0.950). “The Government and 

Related Organizations Support” showed (α = 0.954) respectively. 

According to “The Principle of Equality factor in Employing People with Disabilities”, this factor consists of 7 components. 

The Access factors showed (α = 0.856). The Job Modifications showed (α = 0.923).The Non-Discrimination showed (α = 

0.915).The Training and Development showed (α = 0.848).The Social Support   showed  (α = 0.834).The Participation in 

Decision-Making showed   (α = 0.845). Lastly, the Fair Performance Evaluation showed   (α = 0.831). 

Entrepreneur Participation in Employing People with Disabilities consists of 4 components: Decision-Making Participation 

showed (α = 0.836). Planning Participation showed (α = 0.904). The Implementation Participation showed(α = 0.856). The 

Evaluation Participation showed (α = 0.887). 

Dependent Variable 

The appropriate employment model for people with disabilities, as measured by the organizational effectiveness, consists of 

4 components:1. The Rational-Goal Orientation showed (α = 0.947). 2.The Internal Process showed (α = 0.892). 3.The Open 

System showed (α = 0.845). 4.Human Relations showed (α = 0.908). 

Tools Used for Data Collection 

The tools used for data collection in this research include a questionnaire, which serves as a tool for gathering quantitative 

data. Designing the questionnaire, the researcher studied various concepts and theories from relevant documents and studies 

to create a questionnaire with closed-ended questions. The structure of the questionnaire is divided into three sections as 

follows: 

Section 1: A checklist format, consisting of questions about the respondent's personal information, including gender, age, 

marital status, education level, years of work experience, and monthly income. 

Section 2: A rating scale format, consisting of 24 questions related to the principles of the rule of law, ethics, transparency, 

accountability, participation, and value for money. 

Section 3: A rating scale format was consisted of 22 questions related to organizational justice, divided into three areas: The 

Distributive Justice (DJ) presented fairness in the distribution of rewards. The Procedural Justice (PJ)presented fairness in 

decision-making processes. The Interactional Justice (IJ) presented fairness in interpersonal interactions within the 

organization. 

Development and Validation of the Research Instrument 

The researcher conducted a thorough examination of the content validity and reliability of the questionnaire as follows: 

1.Content Validity: The content validity was assessed by 10 experts, who evaluated  the alignment  between  the  questions  

and  the  objectives  of  the  study.  The content  validity indexed (CVI) was calculated, yielding a value of 0.95. The reliability 

of the questionnaire was tested by administering it to 30 employees who were not part of the study sample. The overall 

reliability coefficient was found to be 0.93. 

Data Collection 

The researchers distributed 1,850 questionnaires to a sample of 370 establishments between September 1, 2024, and 

November 30, 2024, using a multi-stage sampling method. The number of returned questionnaires was as follows: 137 

establishments returned 3 questionnaires (38.07%), 130 establishments returned 4 questionnaires (36.36%), and 92 

establishments returned 5 questionnaires (25.57%). 

Therefore, the final sample size for analysis was 359 establishments, which exceeds the recommended sample size according 

to Krejcie and Morgan (1970) table for a 95% confidence level. The researchers using a larger sample size helps to increase 

accuracy, as a larger sample size reduces sampling error and enhances the reliability of the research findings (Creswell & 

Creswell, 2018). 
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Statistical Analysis 

The researcher used both descriptive and inferential statistics to analyze the data and test hypotheses. The specific methods 

included: 

1. Calculating the mean of variables related to the attitudes toward the employment of people with disabilities, the 

principle of equality in their employment, the involvement of employers in hiring people with disabilities, and the 

appropriate employment models for people with disabilities, based on organizational effectiveness. 

2.  The mean and standard deviation was calculated. 

3. Pearson's correlation coefficient analyzed the relationship between variables. 

4.  Path analysis was conducted to study the relationships and determine the direct, indirect, and total effects. The 

influence of factors was presented, namely attitude toward employing people with disabilities, the principle of 

equality in employment, and the involvement of employers in hiring people with disabilities on the appropriate 

employment models for people with disabilities, based on organizational effectiveness. 

5. RESEARCH FINDINGS 
Analysis of Attitudes Toward the Employment of People with Disabilities 

The respondents' opinions regarding attitudes toward the employment of people with disabilities were, overall, at a high level 

(x̄ = 3.70, S.D. = 0.38). When examining each aspect, the following results were observed. Firstly , the Organizational Values 

and Culture (AW4) had the highest mean (x̄ = 4.18, S.D. = 0.41).Secondly, the Perceived Benefits and Challenges of 

Employing People with Disabilities (AW3) came  (x̄ = 3.87, S.D. = 0.51).The Support from Government and Relevant 

Organizations (AW5) had a mean of (x̄ = 3.49, S.D. = 0.72).The Experience and Interaction with People with Disabilities 

(AW2) showed a mean of (x̄ = 3.48, S.D. = 0.40).Finally, Knowledge and Understanding of People with Disabilities (AW1) 

had the lowest mean (x̄ = 3.47, S.D. = 0.47). 

Table 1 The overall opinion provides a detailed breakdown regarding the employment of people with disabilities 

and the individual aspects. 

Attitudes toward the Employment of People with 

Disabilities (AW) X  

 

S.D. 

 

Interpretation 

 

Rank 

1.Understanding of People with Disabilities (AW1)  3.47 0.47 Moderate 5 

2.The Experience and Interaction with People with 

Disabilities (AW2) 

 3.48 0.40 Moderate 4 

3. Benefits and Challenges of Employing People with 

Disabilities perceived (AW3)  

 3.87 0.51 High 2 

4.Organizational Values and Culture (AW4)  4.18 0.41 High 1 

5.The Support from Government and Relevant 

Organizations (AW5)                         

 3.49 0.72 Moderate 3 

                                               Total 3.70 0.38 Moderate  

 

Analysis of the Principle of Equality in the Employment of People with Disabilities 

Overall, the equality principle the employment of people with disabilities was rated at a high level (x̄ = 3.72, S.D. = 0.34). 

Breaking it down by aspect. The Non-Discrimination (FM3) was the highest mean score (x̄ = 4.41, S.D. = 0.55). The Fair 

Performance Evaluation (FM7) was the second-highest mean score of (x̄ = 4.20, S.D. = 0.63). The Accessibility (FM1) was 

the lowest mean score of (x̄ = 3.37, S.D. = 0.42) shown in Table2. 

Table 2 The Mean and Standard Deviation of Overall Organizational Justice Perception Classified by Dimension 

 Justice Perception of People with Disabilities 
Employment (FM) 

X  
S.D. Interpretation Rank 

1. The Accessibility (FM1) 3.37 0.42 Moderate 7 

2. The Job Modification (FM2) 3.47 0.43 Moderate 5 
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3. Non-Discrimination (FM3) 4.41 0.55 High 1 

4. Training and Development (FM4) 3.58 0.50 High 4 

5. Social Support (FM5) 3.60 0.28 High 3 

6. Participation in Decision-Making (FM6) 3.42 0.48 Moderate 6 

7. Fair Performance Evaluation (FM7) 4.20 0.63 High 2 

Total 3.72 0.34 High  

 

The results of the analysis on the participation of employers in hiring people with disabilities  

The overall show, the level of employer participation is high (= 3.57, S.D. = 0.50). When considering each dimension, it was 

found that the dimension of participation in evaluation (PS4) had the highest mean (= 3.66, S.D. = 0.52), followed by 

participation in decision-making (PS1) (= 3.54, S.D. = 0.63). The dimension with the lowest mean was in planning 

participation (PS2) (= 3.52, S.D. = 0.74) (shown in Table 3) 

Table 3 The Mean and Standard Deviation of Employer Participation in Hiring People with Disabilities by Overall 

Dimension. 

Entrepreneurs' Participation in Employing 

Persons with Disabilities (PS) 
X  

S.D. Interpretation Ranking 

1. Participation in Decision-Making (PS1)  3.54 0.63 High 2 

2.  Participation in Planning (PS2)  3.52 0.74 High 4 

3.  Participation in Implementation (PS3)  3.54 0.54 High 3 

4.  Participation in Evaluation (PS4) 3.66 0.52 High 1 

Total 3.57 0.50 High  

 

The Analysis on the Appropriate Employment Model for People with Disabilities, Measured by Organizational 

Effectiveness 

The overall model shows that it is rated highly (= 4.04, S.D. = 0.42). When considering each dimension, it was found that 

the dimension of rational goals (FO1) had the highest mean (= 4.17, S.D. = 0.40), followed by internal processes (FO2) (= 

4.14, S.D. = 0.43). The dimension with the lowest mean was human relations (FO4) (= 3.89, S.D. = 0.56) (shown in Table 

4). 

Table 4 The Mean and Standard Deviation of Employer Participation in Hiring People with Disabilities Overall 

Dimension. 

Appropriate Employment Models for Persons with 

Disabilities Measured by Organizational 

Effectiveness (FO) 

X  
S.D. Interpretation Ranking 

1. Rational Goal (FO1) 4.17 0.40 High 1 

2.Internal Process (FO2) 4.14 0.43 High 2 

3.Open Systems (FO3) 3.93 0.51 High 3 

4.Human Relations (FO4) 3.89 0.56 High 4 

Total 4.04 0.42 High  

 

The results analysis on the relationship between attitude, equality, and employer participation. 

The appropriate employment model for people with disabilities, measured by organizational effectiveness in the Eastern 
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Economic Corridor (EEC) project, showed that the relationships between all variables were positive and statistically 

significant at the 0.01 level. Specifically, the attitude towards hiring people with disabilities and the main factor of equality 

was  (r = 0.787, high level).The attitude towards hiring people with disabilities and the employer participation factor  were 

(r = 0.593, moderate level).The attitude towards hiring people with disabilities and the factor of effectiveness was (r = 0.720, 

high level).The main factor of equality and the employer participation factor were (r = 0.731, high level).The main factor of 

equality and the appropriate employment model for people with disabilities, measured by organizational effectiveness were 

(r = 0.744, high level).The employer participation factor and the effectiveness factor were (r = 0.565, moderate level) 

Table 5 Correlation Coefficients between Attitude, Equality, Employer Participation, and the Appropriate 

Employment Model for People with Disabilities by Organizational Effectiveness. 

 

0 AW PS FM FO 

Attitudes Toward Employing Persons with Disabilities (AW) 1 .593** .787** ..720** 

Entrepreneurs' Participation in Employing People with 

Disabilities (PS) 

 1 .731** .565** 

Principles of Equality in Employment for Persons with 

Disabilities (FM) 

  1 .744** 

Appropriate Employment Models for Persons with Disabilities 

(FO) 

 

   1 

** p<.01  

** This means that there is statistical significance at the 99% confidence level, or the P-value is less than 0.01. 

 

Analysis of the Effects between Variables 

Direct Effects: FM has the highest direct effect on PS (β = 0.692) and is statistically significant (t = 11.827). Both FM and 

AW have moderate direct effects on FO (β = 0.446 and 0.350, respectively) and are statistically significant.PS has a very 

small direct effect on FO (β = 0.031) and is not statistically significant (t = 0.642). 

Indirect Effects: AW and FM have very small indirect effects on FO through PS (β = 0.002 and 0.022, respectively) and 

are not statistically significant. 

Total Effects: FM has a high total effect on both PS (β = 0.692) and FO (β = 0.468).AW has a moderate total effect on FO 

(β = 0.352) but a very low effect on PS (β = 0.049).The PS variable can explain 53.5% of the variance (R² = 0.535), while 

the FO variable can explain 60.2% of the variance (R² = 0.602). 

Model Fit 

This model is presented a saturated model, indicating a perfect fit. The data were shown Chi-Square = 0.00, df = 0, P-value 

= 1.000 and RMSEA = 0.000.  
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Table 6 Variable  Interpretation 

Variables  

AW 

 

FM 

 

PS 

 

R2 

Predicted 

Variable TE DE IE TE DE  IE TE DE IE 

 

PS 0.07** 0.07**  1.02** 1.02**  

    

0.535 

 

FO 0.402** 0.40** 0.002** 0.577** 0.55   0.027** 0.03** 0.03** 

  

0.602 

 

6. DISCUSSION OF RESEARCH FINDINGS 

From the research results presented above, the following key points can be discussed: 

1. Attitude towards Hiring People with Disabilities 

The research findings show that the overall attitude towards hiring people with disabilities is at a high level (M = 3.70). 

Specifically, the organizational values and culture had the highest average (M = 4.18), which aligns with the study by 

Vornholt et al. (2018), who found that an open organizational culture that embraces diversity has the greatest impact on the 

employment of people with disabilities. Additionally, Bonaccio et al. (2020) found that organizations with a culture of 

acceptance tend to have a more positive attitude toward hiring people with disabilities, resulting in increased employee 

engagement. An interesting point is that the dimension of knowledge and understanding about people with disabilities had 

the lowest average (M = 3.47), which aligns with Hashim et al. (2020), who identified a lack of knowledge as a significant 

barrier to employment. Furthermore, Lindsay et al. (2019) found that employers with knowledge of the laws and rights of 

people with disabilities are more likely to hire them. 

2. Principles of Equality in Hiring People with Disabilities 

The research findings indicate that the principle of equality in hiring people with    disabilities is overall at a high level (M = 

3.72), with the non-discrimination dimension having the highest average (M = 4.41). This is in line with Kulkarni and 

Lengnick-Hall (2021), who emphasized that non-discrimination is a key factor in creating workplace equality. Similarly, 

Villotti et al. (2022) stated that non-discrimination in the selection and working process is fundamental to effective disability 

employment. However, the accessibility dimension had the lowest average (M = 3.37).Moraius and Kumar (2023) explained 

as a major obstacle to the employment of people with disabilities due to the lack of environmental adjustments and assistive 

technologies in many countries. This finding is consistent with the study by Tripney et al. (2019), which showed that 

environmental adjustments and the provision of assistive technologies are crucial for the success of employing people with 

disabilities. 

3. Employer Participation in Hiring People with Disabilities  

The research findings show that overall, employer participation in hiring people with disabilities is at a high level (M = 3.57), 

with the participation in evaluation dimension having the highest average (M = 3.66). This aligns with the research by 

Erickson et al. (2020), who found that participation in evaluation helps organizations continuously improve their disability 

employment processes. Likewise, Gewurtz et al. (2019) mentioned that systematic evaluations allow organizations to 

measure success and identify barriers to disability employment effectively. In contrast, the participation in planning 

dimension had the lowest average (M = 3.52), which Jansen et al. (2021) pointed out as a significant obstacle to the success 

of employing people with disabilities due to the lack of systematic planning. This finding is consistent with Araten-Bergman 

(2018), who recommended that organizations have clear disability employment planning with participation from all 

stakeholders. 

4. Appropriate Employment Model for People with Disabilities, Measured by Organizational Effectiveness 

The research results indicate that the appropriate employment model for people with disabilities, measured by organizational 

effectiveness, is overall at a high level (M = 4.04), with the rational goals dimension having the highest average (M = 4.17). 

This aligns with Phillips et al. (2019), who found that organizations with clear goals for disability employment and effective 

communication of those goals to all employees are more likely to succeed in hiring people with disabilities. On the other 

hand, the human relations dimension had the lowest average (M = 3.89), which Nelissen et al. (2018) highlighted as a factor 

for creating a disability-friendly work environment. This is consistent with Jetha et al. (2022), who found that building a 

supportive and appreciative workplace culture is key to retaining employees with disabilities over the long term. 
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5. Relationship between Variables 

The correlation analysis shows that all variables are positively correlated and statistically significant. The highest correlation 

was between attitude and equality principles (r = 0.787), which aligns with the study by Vornholt et al. (2018), who found 

that positive attitudes toward people with disabilities are directly related to creating workplace equality. Additionally, 

Lindsay et al. (2018) found that organizations with a positive attitude toward people with disabilities often have policies that 

support equality and non-discrimination. Similarly, Yang and Konrad (2021) indicated that managerial attitudes directly 

affect the development of policies and practices regarding equality in organizations. 

7. DISCUSSION OF PATH ANALYSIS RESULTS 

From the path analysis results, the following key points can be discussed: 

1. Relationship between FM and PS 

The research findings show that FM (Financial Management) has the highest direct influence on PS (Performance 

Satisfaction) (β = 0.692), which is consistent with the findings of Rahman et al. (2020), who discovered that factors related 

to strategic management have a significant impact on team performance. Their study highlighted that good management 

(FM) directly influences satisfaction and performance (PS). Similarly, Chen et al. (2019) studied the relationship between 

financial management and stakeholder satisfaction and found a significant positive relationship (β = 0.58, p < .001). These 

findings support the current research's conclusion that FM has a direct and statistically significant impact on PS. Furthermore, 

Wang and Li (2022) studied the relationship between internal management and employee satisfaction and found a significant 

positive correlation (β = 0.73, p < .001), which is close to the influence coefficient found in this study. 

2. Relationship between AW, FM, and FO 

The research results show that both AW (Awareness) and FM have a direct influence on FO (Financial Outcomes) that is 

statistically significant. This is in line with the study by Kim and Park (2021), who examined factors affecting organizational 

performance and found that both awareness and management factors directly influence financial outcomes (β = 0.42 and β 

= 0.39, respectively). Yilmaz et al. (2018) studied the relationship between quality awareness and organizational performance 

and found a significant positive correlation (β = 0.36, p < .01), supporting the finding in this study that AW has a direct 

influence on FO (β = 0.350). The research by Nguyen et al. (2023) on resource management and financial performance also 

found a significant positive relationship (β = 0.51, p < .001), further supporting the finding that FM directly influences FO 

(β = 0.446). 

3. Relationship between PS and FO         

The research found that PS has a very low direct influence on FO (β = 0.031) and is not statistically significant. This finding 

contrasts with studies by various scholars, such as García-Madariaga and Rodríguez-Rivera (2017), who found that customer 

satisfaction (CS) has a significant direct influence on financial performance (β = 0.38, p < .001). However, the results of this 

study are consistent with Wu and Chen (2021), who found that in certain contexts, satisfaction may not directly impact 

financial outcomes but may be mediated by other variables. Thompson and Johnson (2019) explained the complexity of the 

relationship between satisfaction and financial outcomes, indicating that in some cases, this relationship may not be linear 

and may depend on other factors such as industry characteristics, organizational culture, or the business environment. 

4. Indirect Effects between FM, AW, and FO through PS 

The study found that FM and AW have low and statistically insignificant indirect effects on FO through PS. This is in line 

with the study by Lee et al. (2020) and Sirathanakul et al. (2023) which found that the indirect relationship between 

management and financial performance through satisfaction is low and not statistically significant in certain industry 

contexts. However, Sharma and Kumar (2018) found that in some cases, management and awareness can have a significant 

indirect effect on financial outcomes through satisfaction, which differs from the findings in this study. This discrepancy 

may stem from differences in the contexts of the studies. Martínez-Caro et al. (2020) suggested that the indirect relationships 

between variables in an organization can be complex and may involve other mediating variables beyond satisfaction. 

However, the factor of equity does not have a direct significant influence on organizational effectiveness. Instead, it exerts 

an indirect influence through the participation of entrepreneurs. This finding suggests that fair employment practices and 

equal opportunity initiatives must be supported by the active involvement of all stakeholders. The result of this research is 

relevant to a study of Khongyangyuen et al. (2022) which examined factors influencing community awareness and 

participation in waste management. The study found that access to information, participation in decision-making processes, 

and trust in governmental authorities were key determinants of public behavior. When comparing this to the employment of 

persons with disabilities in the Eastern Economic Corridor (EEC) project, it becomes evident that entrepreneurs' awareness 

of the rights and potential of persons with disabilities, along with their involvement in policymaking regarding employment 

practices, are crucial factors influencing organizational adaptation toward more equitable employment. 
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5. Variance Explanation (R²) 

The findings reveal that PS explains 53.5% of the variance (R² = 0.535) and FO explains 60.2% of the variance (R² = 0.602). 

This is considered relatively high and is consistent with Brown et al. (2019), who studied the factors affecting satisfaction 

and organizational performance and found that models could explain about 55-65% of the variance in the outcome variables. 

Zhang and Liu (2020), in their study on factors affecting financial performance, also found that a model consisting of 

management and awareness factors could explain about 58% of the variance in financial performance, which is close to the 

findings in this study. 

8. SUGGESTIONS FOR FUTURE RESEARCH 

1.Further investigation should be conducted on other factors that may influence FO beyond AW, FM, and PS, as there is still 

approximately 40% variability that cannot be explained by the current model. 

2.Additional studies should explore the relationship between PS and FO in different contexts to better understand why this 

relationship was not statistically significant in this study. 

3.Other potential mediating variables that may play an important role in the relationship between AW, FM, and FO should 

be considered.  
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