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ABSTRACT

The foundation of this research is that disabled employees will engage with their job if
they receive support from each of the important elements in the workplace. There are
many researches that focused on investigating various outcomes of job embeddedness
but little is known on what makes PWD stay with their job. Understanding job
embeddedness among person with disabilities is very crucial as it focuses on the
factors that may influence their job retention. Hence, the Unfolding Model in this
study provides basic understanding on the relationships between variables that makes
people embedded to their job. Furthermore, Social Cognitive Theory is applied
according to the justification that individual behaviour could be explained through a
self-regulatory system. This system explains that individuals are believed to have
control over their own thoughts and behaviour. This system will be operated if it is
activated by the person. So, job embeddedness is the construct that describes the
activation or deactivation of an individual's self-regulatory system. This research
investigates specifically, (1) direct relationship between leader-member exchange,
emotional intelligence, organizational climate and job embeddedness, 2) direct
relationship between leader-member exchange, emotional intelligence and
organizational climate, and 3) organizational climate mediation relationship between
a) leader-member exchange, b) emotional intelligence and job embeddedness among
disabled employees in Malaysia by applying The Unfolding Model, Social Cognitive
Theory and supported by the Person-Environment Fit Theory. A two-stage sampling
technique was applied to randomly collect data from disabled employees in private
and public sectors at the operational level in Malaysia. Further, to examine the direct
and mediating effects of the hypotheses a structural equation modelling softWare
(Analysis of Moment Structure) or AMOS was used. Results showed support to the
direct hypothesized relationships between emotional intelligence, organizational
climate and job embeddedness. On the other hand, leader-member exchange was
found not to support the direct relationship with job embeddedness. Furthermore,
emotional intelligence and leader-member exchange were confirmed to have a
significant relationship with the organizational climate. Organizational climate was
also found to fully mediate the relationship between leader-member exchange and job
embeddedness. However, organizational climate was found to partially mediate the
relationship between emotional intelligence and job embeddedness. This research
makes several theoretical contributions and provides further insights on the
relationship between leader-member exchange, emotional intelligence, organizational
climate and disabled employees' job embeddedness, and mediating effect of
organizational climate on the relationship between a) leader-member exchange and
disabled employees job embeddedness, b) emotional intelligence and disabled
employees' job embeddedness particularly in Malaysia. Further, methodological and
practical implications are discussed. Besides, several potential possibilities for future
research are identified and discussed. In brief, this research helps to produce in a
more comprehensive view on the relationship between leader-member exchange,
emotional intelligence, organizational climate and job embeddedness and mediating
effect of organizational climate on the relationship between a) leader-member
exchange and job embeddedness, b) emotional intelligence and job embeddedness
which focus on disabled employees.
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CHAPTER ONE 

INTRODUCTION 

This chapter provides the background and justification of the study. It also 

contains the details of significant information regarding disabled employee 

environment, the issues, and the problems that led to the research, and subsequently 

the structure of the thesis. 

1.1 INTRODUCTION 

Person with disabilities (PWDs) have been referred to people with certain 

biological properties (Woodhams & Danieli, 2000). Based on their disabilities per se, 

the process of hiring and turnover among them has become an endless issue of 

concern in Malaysia (Adabi, 2011). This is due to the challenges in finding jobs that 

suit their capability. The empirical research findings showed that PWDs face 

difficulties in finding jobs to survive (e.g., Duckett, 2000; Ellsum & Pederson, 2005; 

Jarhag. Nilsson & Weming, 2009; Jones, 2008; Piggott & Houghton, 2007; Vila, 

Pallisera & Fullana, 2007; Wehman, Brooke, Green, Hewett & Tipton, 2008). 

There is an interesting statement quoted from Boyle’s article as stated by 

Schur, Kruse, and Blanck (2005; p.p 4) in his article concerning disabled stigma as 

perceived by one PWD. 

“When individual with disabilities attempt to gain admittance to most 

organizational settings, it is as if a space ship lands in the corporate 

boardroom and little green men from Mars ask to be employed.
” 

This statement shows how PWDs are negatively perceived by employers. This 

perception eventually has influenced their decisions and leads to the reluctance of 

hiring PWDs as well as understanding their needs at the workplace. 

There are many reasons as to why these problems become workplace issues. 

For instance, the research findings from Bricout and Bently (2000), Dench, Meager 

and Morris (1996), Sirvastava and Chamberlain (2005), Shier, Graham and Jones 

(2009), and Williams-Whitt (2008) found that the problems are primarily caused by
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