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ABSTRACT 

This article investigates the trends in the employment of people with 
disabilities within the Provincial Government of the Western Cape 
(PGWC) and proposes a normative model to address the matter of low 
employment and progression rates of people with disabilities within 
the PGWC. The proposed normative model presented in this article 
incorporates eight sets of criteria, identifi ed and defi ned from the literature 
and the empirical survey. The advent of democracy in South Africa in 
1994 witnessed the enshrinement of the fundamental human rights of all 
citizens with Government’s target for disability employment legislated at 
2%, in 1995. Yet, in spite of employment targets and disability rights being 
legislated for people with disabilities since 1995, such people within the 
public service represented only 0.15% of the total staff complement of the 
public service nationwide, as at December 2004. Hence, a compelling 
need arises for a structured approach to disability employment. The article 
accordingly refers to the subject matter relating to disability employment 
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INTRODUCTION, RATIONALE AND 
STATEMENT OF THE PROBLEM

The research investigates the rates of employment of people with disabilities 
within the Provincial Government of the Western Cape (PGWC) and aims to 
develop a normative model for the employment and progression of people 
with disabilities within the PGWC. The article accordingly refers to the subject 
matter relating to disability employment within the PGWC. The theme is 
conceptualised with the recording of the historical workplace and societal 
marginalisation of blacks, women and people with disabilities. Against this 
context, the post-1994 government has embarked on various legislative and 
other initiatives to redress past inequalities such as gender, race and disability 
discrimination. 

The research problem relates to a perceived need to review current workplace 
procedures and practices within the PGWC, against the legislative requirements 
for employment levels of people with disabilities. A major government objective 
within the above context is to increase the number of people with disabilities 
without impairing the quality of services that are offered to the general public 
and other stakeholders. 

The research problem has devolved into three sub-problems, which translate 
into the key questions for the research. 

What knowledge, skills and attitudes are necessary for human resource  ●

managers to willingly recruit people with disabilities?
What are the principal internal and external barriers for the PGWC that limit  ●

access and career progression for people with disabilities? 
How willing are human resource managers to incur additional costs related  ●

to reasonable accommodation measures necessary for the employment and 
retention of people with disabilities?

within the PGWC. The research problem relates to a perceived need to 
review current workplace procedures and practices within the PGWC, 
against the legislative requirements for employment levels of people 
with disabilities. A major government objective within the above context 
is to increase the number of people with disabilities without impairing 
the quality of services that are offered to the general public and other 
stakeholders. The article proposes that the identifi ed criteria in the model 
be adhered to in order to ensure a sustained increase in the employment 
and progression of people with disabilities.
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The scope of the research is limited to the provincial departments within 
the PGWC. Recruitment, selection and other policies and procedures are 
standardised and homogenous, in terms of both design and practice, within all 
provincial and national departments. 

BACKGROUND TO THE RESEARCH

Disability in people manifests itself in various forms such as mental or physical 
disability, or combinations thereof. People with disabilities in South Africa 
are confronted daily by diffi culties in accessing opportunities for entry and 
progression within the workplace of the PGWC. Blind or partially sighted people, 
for example, constitute one third of the disabled population in South Africa 
(Central Statistical Service 2001: Prevalence of Disability, 2005:5). Such a group 
faces strong challenges to overcome the myths and stereotyping which surround 
blind, partially sighted people, or people with other types of disability. However, 
The Bill of Rights contained within Chapter 2 of the Constitution of the Republic 
of South Africa, 1996 (Act No. 108 of 1996) prohibits unfair discrimination 
against any citizen based on disability. Section 2 of the Constitution (108 of 
1996) may therefore be interpreted as indicating that people with disabilities 
have claim to unalienable rights of access to employment opportunities.

Legislated defi nition of disability

An ethical and contemporary debate has emerged regarding the current defi nition 
of disability, arising from the lack of a country-specifi c or international defi nition 
for disability (Public Service Commission Report on Disability Equity in the South 
African Public Service, 2002:5) (PSC). Criticism that the legislated disability 
defi nition is fragmented, enjoys support from the Centre for Higher Education 
Transformation (CHET 2001:52). The results of a survey conducted into equity 
and diversity management have indicated that the current legislated South African 
defi nition of disability is “…extremely vague…” (CHET, 2001:52), thus creating 
problems in identifying disabled members of the designated group. 

The current legislated defi nition of disability in South Africa recognises 
people as disabled if they have a physical or mental impairment which is long-
term or recurring, and which “…substantially limits prospects of entry into, 
or advancement, in employment” (Employment Equity Act, No. 55 of 1998). 
Varying degrees of disability translate into a practice where people with severe 
and obvious disabilities do not receive employment, in preference to people 
with a limited disability, or one that is not easily perceived (PSC: Report on 
Disability Equity in the South African Public Service dated February 2002:5). 
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Target for disability employment

The Government has expressed its intention of transforming the public service, 
as espoused in the White Paper on the Transformation of the Public Service 
dated 15 November 1995. A 2% disability target forms part of the affi rmative 
action goals specifi ed in Section 10.6 of the above White Paper, which reveals 
that people with disability constituted 10% of the national population in 1995 
and stipulates that “…within ten years, people with disabilities should comprise 
2% of public service personnel”. 

According to the PSC: State of the Public Service Report (2006; 59), the 
PSC has been monitoring and evaluating the attainment of race, gender and 
disability representivity within the public service since 1999. As far back as the 
year 2000, the PSC published the fi rst of a series of reports, indicating minimal 
progress with disability representation within the public service, in terms of the 
targets prescribed for national departments and provincial administrations. At 
that stage in 2000, women represented at management level comprised only 
18%, instead of the 30% target set for that level. Similarly, the target for people 
with disability was not achieved, “… with a negligible 0.09% of persons with 
disability appointed at the time” (The PSC: State of Representativeness in the 
Public Service dated July 2000, as cited in the PSC: State of the Public Service 
Report dated 2006). By 2006, the status on disability employment had remained 
inadequate (PSC, 2006:9).

Target not met

In the PSC: State of Representativeness in the Public Service Report dated July 
2000, the PSC concluded that the target of 2% representation “…set for 2005 
will not be met”. Progress in this regard has remained slow. The 2% target date, 
initially set for 31 March 2005, has been extended for fi ve years to 31 March 
2010. The PGWC has expressed concern that the “…established recruitment 
processes have not produced the desired goal” (PGWC Draft Affi rmative 
Action Framework for the Provincial Government of the Western Cape 
(2007:3). According to the PSC: State of the Public Service Report (2006:9), 
the Department of Public Service and Administration (DPSA) has deemed the 
current representation of people with disabilities within the public service to 
be unsatisfactory. The roles of both the PSC and the DPSA include leading and 
monitoring the transformation processes within the public service.

Hendricks, Deputy Director in the Offi ce on the Status of Disabled Persons 
within the Department of the Premier in the Western Cape, contended in an 
interview held on 04 May 2007 that a collective 2% level of representativity 
within the PGWC for people with disabilities, is an achievable task.
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RESEARCH METHODOLOGY 

The research approach is located within the parameters of a participative 
action research paradigm utilising the case-study methodology, towards 
the development of a normative model for the employment of people with 
disabilities within the PGWC. The research goal has been descriptive, 
using a narrative style of description, thus focussing on “…describing some 
phenomenon, event or situation” (Christensen 2001:32). Accordingly, the 
research examines the situation of slow progress concerning disability, in 
terms of the three research questions posed earlier and presents fi ndings and 
recommendations in this regard. 

Description of the research populations

Two separate research populations were identifi ed as follows:
Population One: All human resource managers employed by the PGWC  ●

within the twelve provincial departments, as well as all offi cials located 
within the corresponding components responsible for the recruitment and 
selection of employees; and
Population Two: The Western Cape Network on Disability (Disability  ●

Network) and its members who interact with the PGWC on matters relating 
to disability. The responses from the Disability Network have been analysed 
for purposes of cross-tabulation analysis and for validation of the PGWC-
related research fi ndings.

This article progressively examines a philosophical and theoretical approach to 
managing the employment and retention of people with disabilities within the 
public service, before providing a synopsis of the constitutional and legislative 
framework that supports access to employment for people with disabilities. The 
recruitment and selection practices within the PGWC are examined in order to 
determine whether or not, specifi c disability actions have been incorporated 
into the documentation. A description of the research design and methodology 
is followed by a qualitative and statistical analysis of the data collected. Finally, 
key recommendations and guidelines for implementation are provided.

RESEARCH DESIGN 

As stated earlier in the article, the research design utilises a case-study 
methodology for the purposes of the development of a normative model, 
towards achieving increased levels of employment with regard to people with 
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disabilities within the PGWC. The current representation of disabled people 
in the public service is not satisfactory. No signifi cant growth has occurred 
beyond 0,2 percent overall, compared with the 2% employment target 
demanded by the Government (DPSA Medium-term Strategic Plan: 2005 / 
2008) (2005:11). 

The utilisation of the case-study methodology in the research is justifi ed. 
Case studies are those that “…examine in some depth, persons, decisions, 
programs, or other entities that have a unique characteristic” (O’Sullivan, 
Rassel & Berner, 2003:39). The research is descriptive in character, employing 
a narrative style of description, thus focusing on describing the phenomenon of 
disability employment practices within the PGWC. The study is contemporary, 
with the researcher enjoying direct access to the people involved in the 
study.

A PHILOSOPHICAL AND THEORETICAL PERSPECTIVE 
FOR THE EMPLOYMENT OF PEOPLE WITH DISABILITIES 

The following paragraphs provide an explanation of the social sciences and 
the article continues by examining the subject of philosophy, as well as its 
relationship to disability employment. 

The research on disability and employment involves scholarly enquiry which 
includes searching the related literature, conducting an empirical survey and 
extracting normative criteria relevant to the research topic. Sogolo (1993:7 as 
cited in van den Berg, 2005:5) states that the question “What is philosophy?” is 
in itself, a philosophical question, for which a universally acceptable answer is 
not easy to fi nd. Sogolo (1993:7) adds: “It is easier to do philosophy than to talk 
about philosophy, easier still to talk about it in some other ways than to produce 
a defi nition.”

The Cambridge Dictionary of Philosophy (1999:240) reveals that the term 
philosophy has acquired many related meanings, some of which are:

A particular system of philosophical doctrine; ●

The critical evaluation of such fundamental doctrines; ●

A system of principles for guidance in practical affairs; and  ●

A philosophical spirit or attitude. ●

The word philosophy conveys no single meaning to scholars, but is 
generally construed as either the love of wisdom, or the wisdom of love 
(Parkinson, 1998:1). According to Starling (1993:168), those entrusted with 
public service responsibility have a duty to maintain appropriate standards of 
behaviour. 
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New public service behaviours tend to manifest after general elections, 
whenever a new political party assumes power in the public service environment. 
Accordingly, the nature of public management provided to citizens is shaped by 
the political ideology that is exhibited by the government of the day. The current 
African National Congress (ANC) government has introduced legislation which 
promotes the employment of people with disabilities. Hence, the PGWC as a 
public service identity should, in practice, be expected to react positively to the 
DPSA directives that relate to an increase in the rates of disability employment. 

A CONSTITUTIONAL AND LEGISLATIVE FRAMEWORK 
FOR THE RECRUITMENT OF PEOPLE WITH DISABILITIES 

This section provides reference to legislative support to the notion of a 
discrimination-free workplace environment for the employment and progression 
of people with disabilities within the PGWC. The added dimension of the 
absence of disability-specifi c legislation in the country is introduced.

NATIONAL LEGISLATION PERTAINING 
TO DISABILITY EMPLOYMENT

According to the White Paper on an Integrated National Disability Strategy 
(1997:57), South Africa lacks a single, coherent or comprehensive national 
piece of legislation that pertains exclusively to people with disabilities, as well 
as addresses their social and workplace rights. The White Paper (1997) states 
[in Chapter 2] that the rights of people with disabilities are protected by the 
Constitution of the Republic of South Africa, 1996, (Act No. 108 of 1996). As 
yet, there exists no disability-specifi c legislation” (1997:v). The view regarding 
fragmentation within legislation is shared by Tire (2003:83), who asserts that 
“…what is found in South Africa regarding the regulation of disability … are 
phrases in the Constitution, pieces of policies and comments from the experts, 
scholars, institutions, government offi cials…”.

The equal rights of people with disabilities who access employment and 
related opportunities are protected and guaranteed against the background of 
the provisions of the Constitution (108 of 1996) with regard to the related values 
enshrined within the Bill of Rights. The human rights that are found in the Bill 
of Rights may be limited “…only in terms of law of general application to the 
extent that the limitation is reasonable and justifi able in an open and democratic 
society based on human dignity, equality and freedom taking into account all 
relevant factors” (Constitution, 108 of 1996).
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Other relevant legislation 

Additional South African legislation exists, either explicitly or implicitly, which 
supports the promotion of employment and workplace rights for people with 
disability. This legislation is noted below without detailed discussion. 

The Public Service Act, 1994 (103 of 1994) “…provides for the organisation 
and administration of the public service…” as well as for the regulation of 
conditions of employment, terms of offi ce, matters of discipline and for related 
matters for employees within the public service in South Africa. . 

The Labour Relations Act, 1995 (Act No.66 of 1995) as amended, gives effect 
to Section 27 of the Constitution (108 of 1996) which, in turn, relates to the 
rights of all citizens with regard to basic access to facilities at the workplace. 

According to the White Paper on Transforming Public Service Delivery 
(1997:1), public services are not a privilege in a civilised and democratic society; 
they are a right and a legitimate expectation that is held by all citizens, including 
people with disabilities. 

The Promotion of Equality and Prevention of Unfair Discrimination Act, 2000 
(Act No. 4 of 2000) binds the Government and all persons. In meeting its main 
purpose, the Act (4 of 2000) gives effect to the Constitution (108 of 1996), with 
reference to the prohibition of unfair discrimination. 

The Employment Equity Act (55 of 1998) mandates equity in employment 
practices by requiring employers to set numerical targets for the employment of 
staff with regards to race, gender and disability. Section 2 of the Act (55 of 1998), 
provide for measures of affi rmative action that favour black people and women 
of all colours and provides for a situation of employment equity that should 
correct historical imbalances within society and in the workplace, in particular. 
The term, black people, which is defi ned in Section 1 of the Act (55 of 1998), is 
a legislated generic term which refers to Africans, Coloureds and Indians. These 
three population groups, together with women of all race groups, and people 
with disabilities, constitute the so-called designated group favoured by the Act 
(55 of 1998) for workplace employment and progression.

People with disabilities are those people who suffer from some “…long-
term or recurring physical or mental impairment that substantially limits their 
prospects of entry or advancement in employment” (Section 1 of the Act, 55 
of 1998). The Act (55 of 1998) refers to the elimination of unfair discrimination 
by any employer, namely any discrimination against an employee in any 
employment policy or practice, on a number of grounds, namely disability, race, 
gender, sex, pregnancy, marital status, family responsibility, ethnic or social 
origin, colour, sexual orientation, age, religion, HIV status, conscience, belief, 
political opinion, culture, language or birth or citizenship.
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RECRUITMENT AND SELECTION PRACTICES WITHIN THE 
PROVINCIAL GOVERNMENT OF THE WESTERN CAPE

This section examines the recruitment and selection practices within the 
PGWC. The overriding objective of the section is to determine whether or 
not, a disability perspective has been incorporated into the documentation. A 
disability perspective refers to the existence of specifi c actions and directives 
within the documentation aimed at promoting the employment rate of people 
with disabilities. In the case of such a disability perspective toward a successful 
interview process, the PGWC should, for example, ensure that the interview 
room is located in an area that is accessible to a candidate who uses a wheelchair. 
Similarly, in the case of a deaf applicant, the need for a sign language interpreter 
to accommodate a deaf applicant should be incorporated into the recruitment 
policies and procedures. 

Several sets of provincial and departmental documentation, which specifi cally 
address the recruitment and selection of persons for employment, exist within 
the public service. Such documents have mostly emanated from DPSA and 
the PSC. External partners, such as consultants, have prepared additional 
documentation. Many earlier public service policy frameworks and directives 
have been superseded by the work of consultants who possess expertise in the 
fi eld of recruitment and selection. One such organisation is PMA Consulting 
2000, which compiled a comprehensive report after being commissioned by 
the DPSA (PMA Research on Recruitment and Selection Best Practices, 2000) 
(PMA 2000).

One fi nding of the PMA (2000) research commissioned by the DPSA 
indicates that recruitment and selection methods are “…weak and limited” 
(PMA 2000:36). Recruitment and selection processes within the public service 
have, historically, been highly standardised. In practice, little or no fl exibility 
is permitted in the structure of selection interviews or the posing of follow-
up questions to candidates in these interviews. Standardisation is taken to 
inappropriate levels during interviews when probing questions are disallowed 
where candidates appear to be liberal with the truth. There is little or no scope 
for intuition or “gut-feel”. Generally, recognition is not awarded for previous job 
achievements obtained in the face of adversity. 

New interview panels are formed for each vacant position and are disbanded 
at the conclusion of interviews with short-listed candidates. Panel members are 
drawn from line management and receive no training in interview techniques. 
The DPSA agreed with the above fi ndings and reiterated that the current 
recruitment and selection processes within the public service are fl awed (DPSA: 
Managing Staff Retention, 2006:3). 
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QUALITATIVE ANALYSIS

The qualitative analysis in the study focuses on the research problem and the 
three research questions that relate to the employment and progression of people 
with disabilities. The research questions have been answered in the process 
of the literature review (fi rst data stream). The third of the research questions, 
namely that relating to the costs of reasonable accommodation measures, has 
been further addressed within the empirical survey. 

The fi ndings noted in the following paragraphs relate to the normative criteria 
which emerged from the literature review.

Managers’ characteristics 

The required knowledge, skills and attitudes for human resource managers to 
willingly recruit people with disabilities are found to be lacking within the PGWC. 
The literature research indicates that such managers should possess certain 
traits or attributes, for the successful implementation of a normative model for 
the employment and retention of people with disabilities. The desired manager 
-characteristics are listed in the section on the guidelines for implementation of 
the model.

Disability perspective 

The PGWC recruitment policies and procedures lack a disability perspective. 
No meaningful disability-specifi c actions are incorporated within the relevant 
documents. 

Barriers

Previous paragraphs implicitly incorporate some of the key barriers to access 
and career progression for people with disabilities. The barriers are discussed in 
more detail in the later section on the qualitative and empirical fi ndings of the 
research. 

STATISTICAL ANALYSIS

The statistical analysis comprises four main elements, namely: internal (within 
the PGWC), external (within the Disability Network) and selected cross-
tabulation of fi ndings within the PGWC and fi ndings between the PGWC and 
the Disability Network.
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 Internal statistical analysis

The fi rst population, comprising the human resource managers and recruitment 
personnel, furnished the data for the internal statistical analysis. (The 11 tables 
refl ecting the PGWC, internal analysis of the fi ndings are not refl ected in this 
article, due to space limitations).

The 12 participating departments in the PGWC study are indicated in Table 1.

Table 1 PGWC – Responses categorised by Department 

Frequency Percent Cumulative 
Percent

Agriculture 7 8.2 8.2

Community Safety 4 4.7 12.9

Cultural Affairs and Sport 5 5.9 18.8

Economic Development and Tourism 11 12.9 31.8

 Education 8 9.4 41.2

 Environmental Affairs and Development Planning 4 4.7 45.9

 Health 11 12.9 58.8

Local Government and Housing 6 7.1 65.9

Premier 7 8.2 74.1

Provincial Treasury 5 5.9 80.0

Social Development 4 4.7 84.7

Transport and Public Works 13 15.3 100.0

Total 85 100.0

The results refl ected in Table 1 above indicate that all the existing PGWC 
departments are represented in the study.

Selected cross-tabulation of responses within the 
Provincial Government of the Western Cape

The cross-tabulation of responses within the PGWC has been limited in this 
article, to the groupings of manager and not-a-manager. In each of the tables 
below, the words: “PGWC Cross-tabulation” are utilised as the prefi x descriptor 
in order to indicate the relationships to the fi ndings of the PGWC internal 
statistical fi ndings (not shown in this article).
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Chi-Square test results are shown here in only two of the tables where 
signifi cant statistical differences were found to exist (Tables 2 to 15 below). 

Table 2 PGWC Cross-tabulation – Managers should not focus on the disability

 

Managers should not focus on the 
disability, but on the ability of the person

Total
Agree Unsure Disagree

Manager 24 1 7 32

Not a manager 48 3 2 53

Total 72 4 9 85

The results refl ected in Table 2 above indicate high levels of agreement with the 
statement, but also a high disparity between manager and non-manager with 
regards to levels of support (75% versus 90,56% respectively). 

Table 3  PGWC Cross-tabulation – Chi-Square Test: Managers should not 
focus on the disability

Value Degrees of 
freedom P- value

Pearson Chi-Square 14.746(a) 6 .022

N of Valid Cases 85

(a) 6 cells (50.0%) have an expected count less than 5. The minimum expected count is 1.04.

The results refl ected in Table 3 above indicate that there is a statistically signifi cant 
difference, in the percentage of respondents who agree with the statement: 
“Managers should not focus on the disability, but on the ability of the person”, 
between the two groups of managers (75,0%) and non-managers (90,56%).

Table 4  PGWC Cross-tabulation – Certain jobs are suitable for people with a 
disability

 

There are only certain jobs that are 
suited for people with disabilities Total

Agree Unsure Disagree

Manager 14 7 11 32

Not a manager 28 8 17 53

Total 42 15 28 85
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The results refl ected in Table 4 above indicate that non-managers provide 
greater support for the statement (52,83%), compared to managers (43,75%). 

Table 5  PGWC Cross-tabulation – Organisational culture should be 
supportive 

 

The organisational culture should support 
the employment of people with disabilities Total

Agree Unsure Disagree

Manager 31 0 1 32

Not a manager 49 4 0 53

Total 80 4 1 85

The results refl ected in Table 5 above indicate overwhelming support for an 
appropriate organisational culture from both managers (96,87%) and non-
managers (92,45%).

Table 6  PGWC Cross-tabulation – Not every type of disability can be catered for 

 

Not every type of disability can be 
catered for in the workplace Total

Agree Unsure Disagree

Manager 28 2 2 32

Not a manager 29 10 14 53

Total 57 12 16 85

The results refl ected in Table 6 above indicate signifi cant disagreement between 
the two groups. More than one-quarter of non-managers disagree (26,4%) with the 
statement, while only 6,35% of the managers disagree. Nevertheless, 93,75% of 
managers either agree or are undecided, compared to 73,58% of non-managers.

Table 7  PGWC Cross-tabulation – Chi-Square Test – Not every type of disability 
can be catered for 

Value Degrees of 
freedom P-value

Pearson Chi-Square 9.758(a) 2 .008

N of Valid Cases 85  

(a) 1 cell (16.7%) has an expected count less than 5. The minimum expected count is 4.52.
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The results refl ected in Table 7 above indicate that there is a statistically 
signifi cant difference, in the percentage of respondents who disagree with the 
statement: “Not every type of disability can be catered for in the workplace”, 
between the two groups of managers (6,25%) and non-managers (26,41%).

External statistical analysis

A sample from the population of the Disability Network provided the data for the 
external statistical analysis. Selected analysis with respect to the Disability Network 
is indicated in the cross-tabulation between the PGWC responses. Selected data 
extracted from the biographical section of the questionnaire is indicated below. The 
item descriptions in each cross-tabulation table and the fi gure below have been 
prefi xed by the words ‘Disability Network’ to clarify that the fi ndings refl ect cross-
tabulation between the PGWC and the DN (and not internally within the PGWC).

Figure 1 above: Disability Network, categorised by disability / no disability
The results refl ected in Figure 1 above indicate that the overwhelming 

majority of the Disability Network respondents (93,7%) have a disability. 

Selected cross-tabulation between 
internal and external responses

The cross-tabulation between the PGWC and the Disability Network has been 
applied to a selection of ten questionnaire items, in the research study. [Only six 
of the ten questionnaire items are discussed in this article]. 

Figure 1 Disability network, by disability

Have a disability
93,7%

No disability
6,3%
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Chi-Square tests were conducted within four of the six tables where 
signifi cant statistical differences were found to exist. (Only two of the tables are 
shown in this article).

The item descriptors in each table below have been prefi xed by the words 
‘Cross-tabulation PGWC-DN’ to indicate that the fi ndings relate to the PGWC 
and Disability Network response cross-tabulation. Note that the tables and 
fi ndings below differ from the tables provided earlier in the PGWC analysis, 
although the item descriptors may be the same.

Table 8 Cross-tabulation PGWC-DN: Line managers require certain skills 

 

Line managers require special skills 
and knowledge to employ and 

manage people with disabilities Total

Agree Unsure Disagree

Disability Network
WC Employee 

58 4 1 63

52 7 26 85

Total 110 11 27 148

The results refl ected in Table 8 above indicate overwhelming support for the 
statement from both groups. The Disability Network agrees at 92,06%; the 
PGWC records high support with a result of 61,17%.

Table 9  Cross-tabulation PGWC – DN Chi-Square Test – Line managers 
require certain skills

 Value Degrees of 
freedom P-value

Pearson Chi-Square 21.498(a) 2 .000

N of Valid Cases 148

(a) 1 cell (16.7%) has an expected count less than 5. The minimum expected count is 4.68.

The results refl ected in Table 9 above indicate that there is a statistically 
signifi cant difference, in the percentage of respondents who disagree with the 
statement: “Line managers require special skills and knowledge to employ and 
manage people with disabilities”, between the two groups of the Disability 
Network (1,58%) and the PGWC (30,58%).
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Table 10  Cross-tabulation PGWC-DN: Certain jobs are suitable for people 
with a disability

 

There are only certain jobs that are 
suited for people with disabilities

Total

Agree Unsure Disagree

Disability Network 37 16 10 63

PGWC Employee 42 15 28 85

Total 79 31 38 148

The results refl ected in Table 10 above indicate that 15.87% of respondents from 
the Disability Network disagree that only certain jobs are suitable for people 
with disabilities, compared with one-third for PGWC employees (32,94%). The 
fi nding may refl ect a pessimistic view of reality (false or not), internalised by 
people with a disability, that there may be limits to what could be achieved in 
the workplace. 

Table 11 Cross-tabulation PGWC-DN: Blindness disability and performance

 

A person with a blindness disability can 
perform competently at senior manager 

level, even if he / she has one of the 
following categories of disability: Blindness Total

Agree Unsure Disagree

Disability Network 40 20 3 63

PGWC Employee 35 30 19 84

Total 75 50 22 147

The results refl ected in Table 11 above indicate that a large proportion 
of both groups of respondents are unsure. However, a marked disparity is 
evident regarding disagreement with the statement from both groups. The 
Disability Network indicates only 4,76% disagreement compared to that of 
the PGWC with 22,6%. The fi nding may be viewed as reinforcing the earlier 
conclusion with regard to the high level of pessimism held by the Disability 
Network. 



Administratio Publica | Vol 17 No 2 May 2009 89

Table 12 Cross-tabulation PGWC-DN: Physical disability and performance

 

A person with a physical disability 
can perform competently at 

senior manager level Total

Agree Unsure Disagree

Disability Network 63 0 0 63

PGWC Employee 62 16 7 85

Total 125 16 7 148

The results refl ected in Table 12 above indicate unanimous agreement among 
the responses from the Disability Network (100%), with 72,94% of the PGWC 
participants agreeing with the statement.

Table 13 Cross-tabulation PGWC-DN: Deafness disability and performance

 

A person who has a deafness 
disability can perform competently 

at senior manager level Total

Agree Unsure Disagree

Disability Network 36 23 4 63

PGWC Employee 36 31 18 85

Total 72 54 22 148

The results refl ected in Table 13 above indicate that 57,14% of the Disability 
Network and 42,35% of the PGWC support the statement, with a large 
proportion in both groups being unsure. 

Table 14  Cross-tabulation PGWC-DN – Chi-Square Test – Deafness disability 
and performance

 Value Degrees of 
freedom P-value

Pearson Chi-Square 6.978(a) 2 .031

N of Valid Cases 148

(a) 0 cells (.0%) have an expected count less than 5. The minimum expected count is 9.36.
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The results refl ected in Table 14 above indicate that there is a statistically 
signifi cant difference, in the percentage of respondents who disagree with the 
statement: “A person who has a deafness disability can perform competently 
at senior manager level”, between the two groups of the Disability Network 
(6,34%) and the PGWC (21,17%).

Table 15 Cross-tabulation PGWC-DN: Current legislation is adequate

 

Current legislation is adequate to 
facilitate an increase in the employment 

numbers of people with disabilities Total

Agree Unsure Disagree

Disability Network 31 14 18 63

PGWC Employee 48 22 15 85

Total 79 36 33 148

The results in Table 15 above indicate that the groups are divided on the question 
of legislation. Only 49,20% of the Disability Network agree, with 22,22% being 
unsure. The PGWC indicates more support at 56,47% with 25,88% being 
unsure.

FINDINGS 

This section presents a selection of the most salient fi ndings and analyses of the 
qualitative (fi rst data stream) and empirical (second data stream) surveys, with 
regard to both Population One and Population Two of the research. 

Knowledge, skills and attitudes

The research indicates that the workplace behaviour of managers should refl ect 
the following attributes, in order to willingly recruit and successfully manage 
people with disabilities:

Appropriate leadership skills (as opposed to management skills) as  ●

precondition for the successful employment of people with disabilities. 
Robbins (1986:532) defi nes leadership as “the ability to infl uence a group 
towards the achievement of goals”. Management, by contrast, is described as 
determining how to best attain goals in an organisation (Robbins (1986:532).
A genuine concern for subordinates in order to achieve higher levels of  ●

outputs;
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An understanding of the motivational needs of employees, which evidences  ●

a  clear link to the employment and progression of people with disabilities; 
and
The ability to connect disabled employees to themselves as managers,   ●

through shared organisational values which encourage employees to believe  
that they are part of a greater vision and goal.

Barriers to employment

The research indicates that the principal barriers, internally and externally, for 
the PGWC that limit access and career progression for people with disabilities, 
include the following: 

Internal barriers: ●

The failure of the PGWC to exploit the provisions of current legislation to  ●

fund Learnership programmes to a greater extent, in order to increase the 
levels of disability employment;
The tendency of departments to meet disability employment targets by   ●

restricting employment to people with minimal disability;
The propensity of departments to locate people with disabilities at the  ●

lower  post levels where there is little scope for advancement;
Inappropriate communication and language terminology, as well as the   ●

display of negative attitudes by managers, towards disability; 
Inappropriate technology and poor workplace ergonomics; ●

The lack of decentralisation and fl exible processes within the PGWC is   ●

maintained by a focus on formalised rules and procedures; and
The reluctance or failure by people with disabilities to espouse high  ●

levels of  assertiveness when interfacing with barriers to the access of 
employment  opportunities.

External barriers: ●

Public transport systems are inaccessible and inappropriate for the  ●

conveyance of people with disabilities. Hence, the access to employment 
opportunities is negated by the lack of effective transport systems; and
The current legislated defi nition of disability is restricted to the confi nes of  ●

the workplace and thus lacks an impact on relevant societal issues (such 
as accessible public transport systems) which facilitate the access to job 
opportunities.

Costs for reasonable accommodation 

The research indicates that the costs for reasonable accommodation varies 
from situation to situation and is dependent on the nature and complexity, 
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or otherwise, of the job and the individual disability. The costs of adjusting 
the individual workplaces for people with disabilities will not, in general, be 
signifi cant amounts of expenditure, provided the building infrastructure is 
universally accessible. 

Disability legislation 

In South Africa no single, coherent or comprehensive piece of legislation exists 
pertaining to people with disabilities and their social and workplace rights. 
Even common law does not adequately cover the rights of disabled people; 
however, existing legislation offers an important point for redress and furnishes 
enforceable support. 

Disability perspective

Provincial and departmental documents relating to selection and recruitment 
processes within the PGWC fail to incorporate any degree of the disability 
perspective. They are silent regarding matters of disability employment. 

Qualitative responses 

The qualitative responses gathered from the empirical survey serve to reinforce 
fi ndings emerging from the literature survey:

The public transport systems fail to provide a safe and accessible means of  ●

transport to and from the workplace;
The inappropriate attitudes held by PGWC managers militate against the  ●

employment and retention of people with disabilities;
Budget allocations for disability-related matters are inadequate; ●

The available supply in the labour market of competent people with  ●

disabilities is perceived as being inadequate to meet current demand; and
Current legislation needs to be reviewed, addressing the challenges  ●

faced by people with disabilities, both in the workplace and the social 
environment.

PROPOSED NORMATIVE MODEL

The proposal of a normative model for the recruitment of people with disabilities 
is presented in narrative style, incorporating eight sets of key criteria extracted 
from the literature and empirical searches. This section also investigates theories 
of models and various types of models. 
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Theory and use of models

Models are meant to represent the reality perceived by their developers. “All 
of us design models as we try to make sense of the everyday world” (Nadler 
& Nadler 1994:6). In a similar vein Ferreira (2007) remarked, in an interview 
with the researcher, that an effective model simplifi es the understanding of 
an essentially complicated process. A model is just a representation of reality, 
employing either a schematic or narrative method, or using a combination of 
both. Parker (1984:1032) provides a scientifi c explanation for a model which 
he describes as “a mathematical or physical system, obeying certain conditions, 
whose behavior is used to understand a physical, biological or social system to 
which it is analogous in some way”. 

The proposed model is based on the model developed by Rogers (1995) 
as cited in Tiffany & Lutjens (1998:219). The so-called diffusion model “…
is a time oriented, linear mental formulation that describes the spread of an 
innovation …through communication channels over time in a social system” 
(Tiffany & Lutjens 1998:233). As a diffusion model, it is designed to cause social 
[or workplace] change to occur. The model refl ects a planned process through 
which an organisation progresses from fi rst knowledge of an innovation, to 
forming an attitude towards the innovation, to a decision to adopt, followed by 
confi rmation of the adoption. 

The normative model, which is being proposed, is an open model in type. It 
acknowledges that organisations and individuals are complex; thus it recognises 
that the incorporation of every single variable into the design is not possible. 
Consequently, the proposed model will be subject to ongoing amendment 
during implementation.

 The proposed normative model for increasing levels of employment for 
people with disabilities within the PGWC is illustrated in Figure 1.

 An ongoing monitoring and evaluation process supports and complements 
the abovementioned fi ve phases, especially to ensure that variables not known 
in the design phase of the model are incorporated into the implementation 
processes. Thus, all elements throughout the diffusion of planned change are 
subject to constant refi nement. 

An overarching communication strategy creates channels of communication to 
all phases of the model in order to provide the appropriate information to move 
potential adopters progressively through the fi ve phases of the proposed model.

The knowledge phase 

The knowledge phase is preceded by an analysis of the variables which impact 
on the employment of people with disabilities within the Western Cape and 
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“…determines the degree of innovativeness present …” (Tiffany & Lutjens 
1998:218). The poor public transport system in the Western Cape as indicated 
in the proposed model remains outside of the scope of the study and may 
represent a topic for future research.

The knowledge phase in the proposed normative model comprises the 
time period for managers (adopters) to develop an awareness of the need to 
increase the rate of employment for people with disabilities. They acquire some 
understanding of the meaning and function of the proposed innovation. 

The need to employ greater numbers of people with disabilities is 
communicated by the relevant public service bodies such as the DPSA and 
the PSC. This phase incorporates three elements of knowledge which must be 
imparted or acquired by managers:

Awareness: ●  Information, which brings about awareness of the innovation, 
namely the need to employ greater numbers of people with disabilities. 
How-to-use: ●  Information on how to use the innovation properly and to 
contribute to the successful employment and retention of people with 
disabilities; and
Principles: ●  Information that explains the reasons for the innovation to 
work as it does (explaining the recruitment and selection and other related 
processes).

The persuasion phase

The persuasion phase in the proposed model is the phase in which potential 
adopters form enduring attitudes towards the innovation, thus producing a 
strong predisposition to accept the innovation. Persuasion, in the proposed 
model, relates to the mental and emotional processes that are created within 
adopters; it does not aim to secure adoption at this early stage. Once potential 
adopters gain cognitive knowledge about an innovation from the knowledge 
phase, they develop attitudes and beliefs in the persuasion phase and actively 
seek additional related knowledge. 

The main desired outcome of the persuasion phase is the creation of a 
favourable attitude towards the innovation. Adoption relates to the decision to 
use an innovation, for example, to employ people with disabilities at a more 
rapid rate than before. Rogers (1995:205-208), as cited in Tiffany & Lutjens 
(1998:218), linked a series of variables to the rate of adoption of innovations. 
These include the nature of the communication channels present, as well as 
the characteristics of the innovation, as perceived by the potential adopter. 
Characteristics possessed by innovations include:

Relative advantage: ●  The degree of perceived superiority of a new innovation 
or idea over an existing one; 
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Relative disadvantage: ●  The converse of relative advantage, thus referring 
to the perceived inferiority of a new innovation over an existing one. The 
characteristic refers to the perceived inferiority of a person with a disability 
compared to an able-bodied employee;
Compatibility: ●  The extent to which the innovation is perceived as consistent 
with current needs, practices, as well as past experiences within the 
organisation;
Complexity: ●  The extent to which the innovation is perceived as relatively 
easy or diffi cult to understand and implement;
Experimental-ability: ●  The extent to which the potential adopter may 
experiment with the innovation for a limited period. It may follow that the 
employment of people with disabilities within a pilot project may present 
less risk. Such a project may solicit greater early adoption than would case 
with an innovation offering no opportunity for a test run; and
Observability: ●  The extent to which the potential adopter can visibly discern 
the results of an innovation. The employment of people with disabilities will 
create high levels of observability. However, high visibility may not necessarily 
increase the rate of adoption if, say, the nature of the disability is not compatible 
with the nature of the job, or for example, the person with the disability lacks 
appropriate skills and competencies to perform successfully in the post.

Decision phase

During the decision phase the potential adopter accepts (or rejects) the innovation. 
The adoption may occur incrementally with small-scale trials preceding full 
adoption. The proposed normative model to increase the rate of employment of 
people within the PGWC does not disregard the possibility of ultimate rejection, 
or extensively delayed adoption. Such possibilities are expected to be minimal in 
number and are catered for in the reward and sanction phase of the proposed 
normative model. The alternative of forced adoption is a consideration only in 
extreme situations. The role of the concurrent communication strategy, which 
pervades all phases of the normative model, is therefore viewed as a critical 
element in the diffusion process, to reduce the likelihood of rejection. 

The implementation phase 

The implementation phase of the normative model is the period of time within 
which “adopters end mental rehearsals and start behavioral use of an innovation” 
(Tiffany & Lutjens 1998:223). During this phase, the employment of people with 
disabilities will occur and they will be deployed to the various line managers within 
the PGWC. Line managers, as adopters, will actively seek information on matters 
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such as reasonable accommodation, appropriate language terminology and policy 
decisions on such issues as transport arrangements for employees with disabilities. 
Nevertheless, uncertainty and apprehension will still exist in the minds of adopters 
and probably in the minds of Human resource managers within the PGWC.

The phase of implementation ends when the use of the innovation becomes 
accepted as standard practice within the organisation. However, before the 
point of standardisation is reached, variables that were not catered for in the 
model design may emerge. Reinvention occurs and users modify the processes 
or the manner in which elements of the innovation are executed.

The proposed normative model depicts the existence of potential reward and / 
or sanction measures following positive adoption. If one views the employment 
and management of people with disabilities as a function of line and other 
management levels, the matter of choice / rejection is not a consideration.

Sanctions may be imposed on Senior Managers for misconduct in terms of 
the DPSA Code of Conduct located within the Senior Management Service 
Handbook (DPSA: 2003).

Continued adoption

During this phase in the process of planned change, line managers generally 
accept the reviewed recruitment and selection practices. The progress towards 
the achievement of the DPSA employment target is monitored and advertised 
within the individual departments and within the PGWC at large. Systems 
become routine, subject to refi nements to the normative model where new 
variables emerge. 

Monitoring and evaluation of the normative criteria 

The eight sets of normative criteria indicated in the proposed model require 
intensive monitoring and evaluation throughout the fi ve phases. The situational 
demands illustrated in the pre-knowledge phase will continually impact on 
progress, as will the perceived characteristics in the persuasion phase. The eight 
sets of normative criteria in the proposed normative model (Figure 1) are both 
sequential and concurrent. The criteria are indicated in the model as linear and 
unidirectional but interact within all phases of the proposed model. 

SUMMARY 

The proposed normative model is based on a diffusion model which achieves 
planned change within an organisation such as the PGWC. The change is 
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communicated as an innovation and progresses over time, through the fi ve 
phases of knowledge, persuasion, decision, implementation and either reward 
or sanction. 

The introduction of the proposed normative model within the PGWC implies 
that confutation of current related processes is a necessary prerequisite in order 
to progress towards increased rates of employment for people with disabilities. 
As the chief motivators of planned change, human resource managers in the 
PGWC should use various strategies to create the appropriate environment 
which is supportive of change. Managers should take into consideration the 
perceived characteristics noted in the persuasion phase of the proposed model 
and construct appropriate communication networks for potential and confi rmed 
adopters. 

The proposed model accepts that individuals are complex and will respond 
differently to the introduction of change processes. Hence, it is an open type of 
model such that external factors do exist, that cannot be identifi ed at the outset. 
Consequently, the proposed model will be subject to ongoing amendment during 
implementation. 

PROBABLE LIMITATIONS IN IMPLEMENTATION 
OF THE PROPOSED MODEL

There are likely limitations that may militate against the seamless implementation 
of the normative model for disability employment, within the context of 
PGWC operations. These possible limitations have emerged from factors which 
characterise the PGWC as a public service entity currently in the throes of 
political, demographic and organisational transformation. 

High work demands on senior managers, compounded by a lack of supporting  ●

skilled human resources;
Managers who demonstrate little regard for so-called soft issues, such as  ●

disability employment;
Competing demands for managers’ attention from other perceived soft  ●

issues such as gender equality, human rights issues, occupational health 
and safety in the workplace, youth and children’s rights, mainstreaming 
HIV and AIDS in the workplace, employment equity and affi rmative action 
programmes; 
Low levels of morale and job satisfaction among managers in many departments,  ●

as found in separate scientifi c surveys conducted within the PGWC;
The PGWC, as a bureaucratic form of management, which militates against  ●

the quick implementation of any new programme, or one requiring a change 
in manager mindset and behaviours; 
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The tendency of managers to focus on people’s disability and not on their  ●

abilities;
Uncertainty at senior management levels, around the possible outcomes from  ●

a changing political dispensation in the Western Cape and forced changes in 
the administration of the PGWC.

RECOMMENDED GUIDELINES FOR 
MODEL IMPLEMENTATION

The following guidelines, which are framed as recommendations, are 
intended to facilitate the implementation of the proposed normative model 
in the workplace and thus increase the rate of employment of people with 
disabilities. 

Adoption of the proposed normative model

It is recommended that the proposed normative model, as illustrated in Figure 
1 in this article be adopted by the PGWC. The model incorporates eight sets 
of normative criteria, which were derived from the literature and the empirical 
survey. These sets of criteria should be put in place in order to achieve a 
sustained increase in the employment of people with disabilities.

Review the recruitment and selection procedures

The provincial and departmental documentation relating to the selection 
and recruitment of all employees should be reviewed to incorporate a highly 
developed disability perspective into the relevant documentation. A disability 
perspective refers to the existence of specifi c disability-related actions and 
directives within the relevant documentation, which aim at promoting the 
employment rate of people with disabilities. 

Training: Knowledge, skills and attitudes for managers

The Department of the Premier should provide appropriate workshops for 
managers to instil the following attributes, in order for managers to willingly 
recruit and to successfully manage people with disabilities:

Appropriate leadership skills (as opposed to management skills); ●

An understanding of the motivational needs of employees, especially those  ●

with disabilities; and



Administratio Publica | Vol 17 No 2 May 2009100

The ability to connect employees with disabilities, to themselves as managers,  ●

through shared organisational values.

Address barriers to employment

The PGWC should address the principal barriers that limit the access and career 
progression for people with disabilities (covered previously in greater detail): 

Exploit the provisions of current legislation to a greater extent, to secure  ●

funding for Learnership programmes, in order to increase the levels of disability 
employment; 
Reduce the tendency of departments to meet disability employment targets  ●

by restricting employment to people with minimal disability;
Address the propensity of departments to locate people with disabilities at  ●

the lower post levels where there is little scope for advancement; and
Promote appropriate communication and language terminology, as well as  ●

the display of positive attitudes towards disability. 

Costs for reasonable accommodation 

The research indicates that the costs for reasonable accommodation vary from 
situation to situation and is dependent on the nature and complexity, or otherwise, 
of the job and the individual disability. 

Human resource managers have expressed willingness to incur additional 
costs related to measures of reasonable accommodation for people with 
disabilities. In general, such costs are not deemed signifi cant, where the 
building infrastructure is universally accessible. There is general agreement 
among managers that disability budgets may be allocated appropriately within 
the PGWC budgeting cycles.

Legislation

It is recommended that legislation be drafted by the PGWC, which is dedicated 
to disability and employment, with the adoption of an unambiguous defi nition 
of disability constructed within the context of the employment setting.

Name changes for state institutions

It is recommended that the names of certain disability bodies which have 
been established by the Government, be reviewed and changed to remove 
inappropriate language terminology within its published documents. Bodies 
such as the DPSA, DPSA (Disabled People South Africa) and the PSC, have 
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a legal and moral responsibility to practise and promote appropriate language 
terminology. 

SUMMARY

This article investigated the trends in the employment of people with disabilities 
within the Provincial Government of the Western Cape (PGWC) and proposed 
a normative model to address the matter of low employment and progression 
rates of people with disabilities within the PGWC. 

This proposal of a normative model for the employment of people with 
disabilities was presented in narrative style. The key normative criteria have 
been extracted from the literature and the empirical searches. In the exploration 
of a model that is appropriate for the current undertaking, the research study 
investigated theories of models and various types of models. The proposed 
normative model presented in this article incorporates eight sets of criteria, 
identifi ed and defi ned from the literature and the empirical survey. The article 
proposes that the identifi ed criteria be adhered to in order to ensure a sustained 
increase in the employment and progression of people with disabilities.
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