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Abstract

Employability of persons with disabilities is rooted in the laws of Kenya, with the Disability Act of
2003 indicating that 5% of all jobs be reserved for persons with disabilities (PwDs). Previous
research elucidates that access and inclusion of PWDs in the labor force remains a global
challenge. The main objective of the study was to establish the influence of inclusion training
strategies and employability of persons with disabilities in state corporations in Kenya. The scope
of the study was limited to state corporations during the financial period 2022-2023. The study
sought to establish the influence of inclusive training strategies deployed by state corporations
towards employability of PwDs through document reviews, observation of facilities laid in place
for PWDs, and requiring key informants to relate their experiences in regard to disability inclusion
challenges. A descriptive survey research design was used, and 186 human resource professionals
were targeted. Data was collected from 117 respondents, yielding a response rate of 70%. Data
was collected using semi-structured questionnaires, Data was and analyzed using both descriptive
and inferential statistics. The study found that inclusive training strategies positively and
significantly influenced the employability of PwDs in state corporations in Kenya. The study
recommends that organizations create mentorship and sponsorship programs to support the
development of under-represented employees by pairing them with leaders who can provide
guidance and advocate for their advancement. The study additionally recommends that state
corporations should ensure that all employees have access to the resources and tools they need
to perform their jobs effectively.
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1.0 Introduction

Employability is an individual's ability to consistently learn and improve their talents in order to
remain relevant and appealing to the labor market. Employability of PwDs provides them with a
sense of identification, normalcy, and financial independence. PwDs perceive employment as a
way to express their real value in a society that places constraints of both education and
employment opportunities for minority (Maroto & Pettinicchio, 2014) Employers need to upsurge
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their inclusion knowledge and abilities in order to create a conducive work environment for PwDs
(Araten-Bergman, 2016). Arssi and Taib (2017) also share the view point that employability of
PwDs plays a significant role in overcoming barriers to disability mainstreaming. According
Kalargyrou (2014), employees with disabilities must be integrated into the workplace as a
standardized process aimed at encouraging PwD employment under the same conditions as other
workers. To facilitate this process, evaluation and reward systems can include PwDs treatment as
a criterion, as well as resources and incentives for employees to mentor and train PwDs to
comfortably adapt to the workplace.

Consideration of PwDs as potential talented recruits, opens up a variety of economic and social
prospects. Companies may need to adapt to the demands of consumers with disabilities, as they
may require specially designed products and services designed by their own personnel who are
familiar with issues impacting PwDs. Promoting of PwD employment as well as vocational
rehabilitation continue to add value to a company's corporate responsibility program. (Lindsay,
Cagliostro, Albarico, Mortaji & Karon, 2018). Aryani and Widodo (2020) assert that when
developing inclusion strategies, employability factors such as having the necessary skills and
experience, traits, a high motivation to work, and enthusiasm in the professional sector are
significant considerations. They further state that PwDs have the potential to perform various task
just as well as workers without disabilities, depending on the degree of qualification. Employability
of PwDs is influenced by the style of leadership, recruitment strategies, accommodation strategies
and training strategies. The recruiting of PwD reflects the diversity of the organization and leads
to competitive advantage (Houtenville &Kalargyrou, 2015).

1.1 Literature review

Human resources management specifically focuses on managing people strategically as business
resources. This includes identifying and hiring workers with certain skill sets to assist the
organization in meeting its present and future goals. Human resource (HR) practices play an
important role in the inclusion of PwDs in organizations. Inclusive strategies are actions put in
place by organization and include the practice of valuing and leveraging employee diversity in
order to create an environment that enables PwDs perform at the workplace. Inclusion culture in
the workplace can boost morale and contentment on the job for PwDs (Cavanagh et al. 2017). HR
practitioners are tasked with identifying and correcting potential flaws in their HR practices in
order to avoid inadvertently excluding PwD. This includes formulating corporate policies,
recruitment, accommodation programs flexible work schedules, assistive devices, or ergonomic
workstations and training, (Kulkarni, 2016). Inclusion strategies are dynamic process which are
concerned with hiring diverse employees, by embracing and promoting their unique
characteristics and traits. It starts with establishing clear policies and communicating them to all
employees.

A truly inclusive workplace must put into place strategies that reduce bias, by allowing employees
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to express themselves and connect with one another. Leaders must advocate for fair treatment of
PwDs, by promoting organizational strategies and practices that embrace inclusivity (Arssi & Taibi,
2017). Inclusion strategies will ensure all PwDs are treated respectfully and have equal access to
the same resources and opportunities given to "able employees”. The strategies will in turn help
organizations recruit employees with competencies and abilities to meet their organization goals.
For PwDs the degree to which they fit into the organizational culture is key to their performance
(Gazzaz, 2021).

Kurumei, Ogogo, Kochung, and Kimani (2021) assessed the impact of employment on the personal
development of disabled youth in Elgeyo-Marakwet County, Kenya. A total of 289 youths with
disabilities, 175 parents, and 19 policymakers participated in the study. Data was collected through
the use of questionnaires, interview guides, and an observation checklist. The Pilot research was
undertaken before the main study to check the precision and accuracy of the data collection
methods. Both quantitative and qualitative data were evaluated, with the former using descriptive
statistics and the latter employing theme analysis. The study found that training improved the
employment prospects of young people with disabilities. The research also indicated that youth
with disability may benefit more if they interacted with other experienced people in the
organization with disability, as they are positive role model who can help them develop and
advance in their profession. The study recommends that organizations provide disability mentors
for the youth with disability in order to help them realize their potential at the workplace.

1.2 Statement of the problem

Globally, slightly over a billion people amounting to 15% of the world’s population experience a
form of disability (ILO, 2022) People with disabilities are bound to experience more challenges
economically, socially and otherwise than their counterparts without disability (Iwanagaa et al.,
2020). For instance, in the United States PwDs represent one of the most marginalized segments
on employability and employment opportunities (Livneh, Chan, & Kaya, 2014). Their employment
participation rate is three times lower than that of “able employees” (Disabled World 2022,
Bonaccio et al 2020). Elsewhere, in the UK,14.1 million PwDs, with 19% of those being working
aged adults (Goggin & Ellis, 2020, world Bank 2018). The United Nations puts the population of
PwDs in ASIA at over 400 million, with 22.5% of these being workers. In Africa, about 300 million
people live with disability with close to 20% of these being workers (UNHCR, 2021). Locally, the
2019 census put the number of Kenyans living with disability at 0.9 million, reflecting 2.2% of the
total population of the nation, with over 60% of these working in various sectors of the economy
(Population Council,2020).). This number may be far from the actual number owing to challenges
in regard to establishing the correct disability prevalence (Owino, 2020).

The foregoing challenges arise from data collection methodological hitches, access to the
respondents and size of administrative units in the country. In Kenya, unemployment is a barrier
to the rehabilitation and well-being of PwDs. As of now, only 1% of Kenya's PwDs in adulthood are
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working, compared to 57% of Kenyan adults in the overall population, with women having higher
levels of systemic exclusion in work and employment than males (Owino,2020). The Kenyan law
under the PwDs Act, 2003, International Disability and Development Consortium (IDDC) the United
Nations Convention on the Rights of Persons with Disability (UNCRPD) in line with International
Labor Organization (ILO) provides for protection of PwDs including at the workplace. The rights of
of PwDs have also been safeguarded under Article 54 of the Constitution of Kenya, 2010. The
clause stipulates that individuals with disabilities have the right to reasonable access to all
locations, public transportation, as well as access to educational institutions and services.

PwDs often remain in the same job for many years, perhaps decades, without being promoted or
otherwise recognized for their contributions. (Verulava, & Bedianashvili, 2021,; Opoku et al, 2016;
Maina, 2016). The COVID pandemic further escalated the plight of PwDs with approximately 20%
losing their source of income (Verulava & Bedianashvili, 2021; Rohwerder, 2020). These failures
affect the position of state corporations in supporting the Government big four agenda and the
four pillars of sustainability (human, social, economic and environmental). (Gesongo &Baraza,
2019; Kabare, 2018; Khaemba,et al 2017). From the foregoing, evidently queries arise on why over
99 percent of the state corporations have not achieved the 5% employability target set in the 2010
constitution of Kenya. The current study sought to determine the relationship between disability
inclusion strategies and employability of PwDs in state corporations in Kenya

Conceptual Framework

Independent Variable Dependent Variable
Inclusive Training Strategies Employability of PwDs
Skill based Training > No of employees -PwDs
Mentorship programs Promotions
Sensitivity Training for Special Appointments
All
Figure 1
Conceptual
Framework
2.0 Methodology

The study employed a descriptive survey design incorporating different approaches and
techniques in order to elaborate the study variables (Yin, 2011; Cooper & Schindler 2010).
Descriptive surveys comprise steps such as collecting data that defines action, classifying data,
presenting the tables charts and finally analyzing it to come up with findings. Descriptive studies
help interpret the variables to offer answers to critical research questions (Gentles, Charles, Ploeg,
& McKibbon, 2015). The study population comprised of a total of 186 Human Resource Officers in
state corporations since they play a key role in employability of PwDs (Kenya National Bureau of
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Statistics, 2019). State Corporations in Kenya are governed under the State Corporation Act Cap
446 of 1st November 1986, which serves as a distinguishing factor from other organizations. The
study used purposive sampling to obtain data from a 117 human resource staff in state parastatals.
A pilot test was conducted, involving the issuance of 20 questionnaires. To ensure content validity,
the opinions of experts and supervisors was sought. Internal consistency technique was ensured
by determining the Cronbach’s Alpha values. Data was analyzed using both descriptive and
inferential statistics. Descriptive statistics used to summarize and present the data using
percentages, frequencies, measures of central tendencies such as mean, and measures of
dispersion such as standard deviation. Inferential statistics was employed to investigate the
relationship between variables, using techniques such as correlation analysis. Additionally,
regression analysis was conducted to analyze the relationship between a dependent variable and
independent variables.

3.0 Findings of the study

3.1 Response rate

A total of 168 questionnaires were administered. The number 168 was arrived at as follows (186-
18 for the pilot test which were drawn from the same study population). The need to examine
response rate was based on the need to ascertain whether the proportion of response was
representative of the targeted population.

3.2 Descriptive statistics

The respondents were required to indicate their level of agreement or disagreement with the
statements provided on the indicators of Strategic Leadership on a scale of 1 to 5, where 1 was
strongly disagree and 5 strongly agree respectively as shown on table 1 below.

3.3 Descriptive analysis

The study's dependent and independent variables were both subjected to descriptive analysis. For
each variable's indicators, the descriptive analysis findings were presented in frequency tables
using ordinal Likert scale measures. The frequency tables displayed the response percentage
distribution as well as the mean score and standard deviation.

3.4 Inclusive training strategies

The fourth objective was establishing the relationship between inclusive training strategies on
employability of PwDs in State Corporations in Kenya. The results were presented as percentages,
means, and standard deviations. Table 1 shows the results of the descriptive statistics on inclusive
training strategies.
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Table 1: Inclusive Training Strategies and Employability of PwDs

SD D MA A SA Mean
Our state corporation has clear
goals concerning training on issues
affecting . PwDs  that targets 4.5% 24.7% 13.9% 32.5% 24.4% 3.92 0.939

decision makers, middle level

managers and all other staff in the

organization

The management of  state

corporations has communicated 2.7% 6.6% 21.2% 36.3% 33.2% 43 0.93
available training programs.

State corporations organize
frequent sensitization training to
raise awareness on disability at the
workplace for all staff.

Our state corporation has on-site
consultation on how to assist staff
with the use of braille and hearing
aids for PwDs.

The corporation has a mentoring
program for PwDs.

The state corporation has a
website or newsletter that 0.6% 49.4% 11.7% 33.1% 5.2% 4.09 .842
frequently post issues on PwDs. ’

Our state corporation has peer to
peer support and pairing to
maintain a support network for
ongoing critical reflection and day
to day problem solving of issues
affecting PwDs.

The corporation has relevant
technology to assist with training 8.1% 6.2% 42.2% 15.9% 27.6% 3.75 1.164
of PwDs.

There is monitoring and evaluation

of training programs outcomes 10.7
targeting issues of disability in %
state corporations

The corporation continues to
collaborate with other stake holders
and provide financial  support for
PwDs who wish to pursue further
studies and equal access in
promotional opportunities for PwDs.
Average 3.993 0.160

1.7% 4.0% 47.8.% 41.5% 5.0% 4.3 0.87

30.3% 46.0% 17.30% 4.2% 2.2% 3.99 0.91

3.0% 2.2% 5.5% 50.7% 38.6% 4.2 0.873

1.0% 17% 33.0% 45.1% 3.9% 4.13 .853

14.0% 16.2% 31.2% 27.9% 3.52 1.318

5.9% 10.9% 9.3% 52.1% 21.8% 3.73 1.10

It was observed that 4.5% of the respondents strongly disagreed that state corporations had clear
goals concerning training on issues affecting PwDs that target decision makers, middle level
manager and all other staff in the organization. 24.7% disagreed and 13.9% were neutral.
Additionally, 32.5% agreed and another 24.4% strongly agreed. (M=3.92, SD=.939) On the issue of
state corporations communicating the availability of these programs. Cumulatively (36.3%) of the
respondents agreed that available trainings are communicated by state corporation management.
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Approximately 2.7% strongly disagreed, and 6.6% disagreed, while 21.2 were neutral. A further
33.2 % strongly agreed (M=4.3, SD=.93). On sensitization programs issues regarding disability,
1.7% respondents strongly disagreed, 4.0% disagreed and 47.8% were neutral. A further 41.5% of
agreed and another 5% strongly agreed (M=4.3, SD=.87). 30.3% of the respondents strongly
disagreed, on the availability of on-site consultation on how to assist staff with the use of braille
and hearing aids for PwDs, 46% disagreed and 17.3% were neutral. Approximately 4.2% agreed
and another 2.2% strongly agreed (M=3.99, SD=.91). The findings agree with those of (Stahl 2015;
Ebuenyi et al. 2018), who posit that employers must be aware of PWD training needs in order to
foster a social and cultural inclusion-oriented strategy capable of promoting PWD autonomy and
participation at work.

A cumulative (50.7%) of the respondents agreed that state corporations had mentorship programs
for employees with disability. 3.0% strongly disagreed, 2.2% of the respondents disagreed and
5.5% neutral. An additional 38.6% strongly agree. (M=4.2, SD.873). Majority (49.4%) of the
respondents disagreed that State Corporation had website or newsletter that frequently post
issues on PwDs. Approximately 0.6% strongly disagreed, 11.7% were neutral. A further 33.1%
agree while 5.2% strongly agreed that their organizations have websites and newsletters that they
frequently post issues on PwDs (M=4.09, SD=.842). On peer support programs for PwDs. It was
observed that (45.1%) of the respondents agreed. Approximately 1.0% disagreed, 17% disagreed
and 33% were neutral. Some 3.9% strongly agree (M=4.13, SD=.853). These findings are consistent
with those of (Echarti, Schiiring, and O’Donoghue 2020) who argued that lack of support networks
hampered progress towards comprehensive inclusive employment.

The survey also asked respondents to share their views on availability of relevant technology to
assist with training of PwDs. Approximately 8.1% of the respondents strongly disagreed, 6.2%
disagreed and 42.4% were neutral. A further 15.9% agreed and another 27.6% strongly agreed
(M=3.75, SD=1.164). A cumulative (31.2%) of the respondents agreed that state corporation had
monitoring and evaluation of training programs outcomes targeting issues of disability in state
corporations. It was observed that 10.7% of the respondents strongly disagreed, 14% disagreed
and 16.2% were neutral. Another 27.9% strongly agreed (M=3.52, SD=1,318). Finally, on the
construct that corporation continue to collaborate with other stake holders and provide financial
support for PwDs who wish to pursue further studies and equal access in promotional
opportunities. Approximately 5.9% of the respondents strongly disagreed, 10.9% and 9.3% were
neutral. A further 52.1% agreed and another 21.8% strongly agreed. (M=3.73, SD=1.10). These
findings are consistent with those of (Lunsford, & Dolison, 2019).), who argue that because all
employees are entitled to the same career opportunities and advancement opportunities,
retraining and rehabilitation for those who have disabilities or become disabled during their
working life is critical.

3.5 Employability of PwDs

URL: https://ojs.jkuat.ac.ke/index.php/JAGST 155
ISSN 1561-7645 (online)
doi: 10.4314/jagst.v25i4.9




Journal of Agriculture Science & Technology JAGST SPECIAL ISSUE, 149 — 164

Influence of Inclusive Training Strategies and Employability of PWDs

The respondents were also asked for their opinions and insights on the dependent variable,
employability of PwDs in state corporations in Kenya. Table 2 shows the results of the descriptive
statistics of employability of PwDs in state corporations displaying the percentages means and
standard deviations.

Table 2: Employability of PwDs

SD D MA A SA M SD
The corporation values uniqueness of all —, o, 4.2% 17.2% 34.1% 40.5% 4.16 2.704
employees including those with disability
Our corporation has reserved positions for o 10.4% 41.0% 27.4% 16.2% 3.89 1.196
persons with disabilities
The nature of the work at the corporation can 4.0% 4.0% 10.7% 40.8% 40.5% a1 1011

be effectively performed by PwDs

When it comes to applying for higher

positions, all employees including PWDs are  5.0% 3.2% 10.0% 44.0% 37.8% 4.2 2.735
encouraged to apply

All employees are promoted fairly and based

on their performance 3.2% 3.2% 11.0% 49.0% 33.6% 4.07 0.919

At the corporation, people are treated
respectfully regardless of their differences
There are procedures for reporting incidents
of discrimination and/or bias at the state 0.10% 0.6% 55.8% 7.1% 36.4% 4.28 620
corporation
The corporation has strategies to encourage a

3.0% 6.7% 15.2% 38.3% 36.8% 4.01 1.011

sense of belonging among the employees with 0.1% 1.0% 60% 7.1% 31.8% 4.23 .615
disability

Employees at the corporation respect and o, 3.6% 9.7% 54.9% 31.2% 412 773
value each other’s opinions.

The corporation _genumely seems to care 0.7% 13% 10.0% 49.0% 39.0% 426 696
about the well-being of PwDs.

Average 4.132 .0808
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The study participants’ views on state corporations valuing uniqueness of all employees
including those with disability Approximately 4.0% of the respondents strongly disagreed, 4.2%
disagreed and 17.2% were neutral. A further 34.1% agreed and another 40.5% strongly agreed
(M=4.16, SD=2.704). On the issue of state corporations reserving positions for PwDs. The result
revealed that majority (41%) of the respondents were neutral. Approximately 5.0% strongly
disagreed, while 10.4% disagreed. A further 27.4 % agreed of the and another 16.2% strongly
agree (M=3.89=1.196). On the nature of the work at the corporation being effectively
performed by PwDs, 4.0% respondents strongly disagreed, 4.0% disagreed and 10.7% were
neutral. Additionally, 40.8% agreed and another 40.5% strongly agreed. (M=4.1, SD=1.011).
Respondents views on state corporations encouraging employees to apply for higher positions
were sought. It was observed that 5.0% of the respondents strongly disagreed, 3.2% disagreed
and 10.0% were neutral. Additionally, 44.0% agreed and another 37.8% strongly agreed.
(M=4.2, SD=2.735). The findings are in line with those of (Goetzel et al 2014) who posit that
employing PwDs has been shown to benefit organizations by providing access to a larger pool
of competent workers. A cumulative (49.0%) of the respondents agreed that employees are
promoted fairly and based on their performance. Approximately 3.2 strongly disagreed, 3.2%
disagreed and 11%. A further 33.6% of the respondents strongly agree (M=4.07, SD=0.919). On
whether state corporation treat employees respectfully regardless of their differences. Majority
(38.3%) of the respondents were agreed. It was observed that 3.0% strongly disagreed, 6.7%
disagreed and another 15.2% were neutral. The table shows that 36.8% strongly agree.
(M=4.01, SD=1.011 Majority (55.8%) of the respondents were neutral on the issue of state
corporation having procedures for reporting incidents of discrimination and/or bias at the state
corporation. Approximately 0.1% strongly disagreed, 0.6% disagreed (M=4.28, SD=.620). These
findings are consistent with those of (Kuznetsova and Bento 2018), who contend that investing
resources and holding organizations accountable for boosting diversity and inclusion are the
most crucial components of assuring employability for PwD.

The study also sought to know respondents’ opinion on availability of strategies to encourage a
sense of belonging among the employees with disability There were 0.1% respondents who
strongly disagreed, 1.0 disagreed and 60% were neutral. Some 7.1% agreed and another 31.8%
strongly agreed (M=4.23, SD=.615). Majority (54.9.2%) of the respondents agreed that state
corporation employees respect and value each other’s opinions. Approximately 0.6% strongly
disagreed, while 3,6% disagreed and 9.7% were neutral. A further 31.2% strongly agreed
(M=4.12, SD=.773). Finally, on the sub variable that corporation genuinely seems to care about
the well-being of PwDs. It was observed that 0.7% of the respondents strongly disagreed, 1.3%
of disagreed and 10% were neutral. Additionally, 49.9% agreed and another 39.0% strongly
agreed (M=4.26, SD=.696). These findings concur with those (Verulava, & Bedianashvili, 2021
Kingori 2020; ) who argue that a truly inclusive workplace must put into place strategies that
reduce bias, by allowing employees to express themselves and connect with one another.
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3.6 Regression analysis for inclusive training strategies and employability of PWDS
In order to establish the relationship between inclusive training strategies and employability
of PwDs. A simple linear regression model was fitted. The results are presented below

Table 3: Model Summary for Inclusive Training Strategies

Std. Error of the
Model R R Square Adjusted R Square Estimate

1 4542 .206 .200 .70251

a. Predictors: (Constant), Inclusive Training Strategies

This model's coefficient of determination (R-square), also known as its explanatory power, was
found to be.206. This demonstrates that the variation in predictors in the model (Inclusive
training strategies) explains 20.6% of the difference in employability of PwDs in Kenyan State
Corporations. The difference percentage, 79.4%, represents the share of variance explained
by factors not included in this model, which solely included inclusive training options. Table
4.25 provides the results on the analysis of the variance (ANOVA)

Table 4: ANOVA on Inclusive Training Strategies

Sum of Mean
Model Squares Df Square F Sig.
1 Regression 18.036 1 18.036 36.545 .000P
Residual 69.586 141 494
Total 87.622 142

a. Predictors: (Constant), Inclusive Training Strategies
b. Dependent: Employability of PwDs

Table 4 provides the results on the analysis of the variance (ANOVA). The results indicate that
the model on the relationship between inclusive training strategies and employability of PwDs
was significant as supported by a p -value of 0.000 which is less than the level of significance of
0.05. This relationship was found to be significant in this study and agree with the findings of
(Kurumei, Ogogo, Kochung and Kimani 2021) noted that training had a positive impact on youth
with disability employability rates.

3.7 Model coefficient for the inclusive training strategies and Employability of
Persons with Disability

Unstandardized Standardize
Model Coefficients d T Sig.
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Coefficients

B Std. Error Beta
1 (Constant 1.505 .342 4.393 .000
)
X4 625 .103 454 6.045 .000

a. Dependent Variable: Employability of PwDs

Regression of coefficients showed that inclusive training strategies has a positive and significant
and direct influence on employability of PwDs

Y=1.505 + .625 X4

Where X4 is inclusive training strategies while Y is employability of PwDs. These findings agreed
with those of (Echarti, Schiring, and O’Donoghue 2020) found that retraining of PwDs had a
positive effect on employment opportunities.

4.0 Conclusion

4.1 Inclusive training strategies and employability of PwD

The study found that inclusive training strategies had a significant influence on employability of
PwDs in state corporations in Kenya. This therefore suggested that inclusive training strategies
positively and significantly influences employability of PwDs in state corporations in Kenya. The
study concluded that aspects of inclusive training significantly contributed to employability of
PwDs. State corporations recognized the importance of a return to work or transitional
employment policy for PwDs. State corporations monitored and evaluated training programs
outcomes targeting issues of disability in state corporations. State corporations that implemented
training programs for employees with disability had high workplace morale which contributed to
employability of PwDs.

5.0 Recommendations

5.1 Managerial recommendations

State corporations should first ensure that its top management are aware of policies of guiding
diversity, equity and inclusion of PwDs and ensure that there is sufficient communication on
Disability support services for all staff in the corporation. For state corporations to attain 5%
employability goal, the corporations should match their staff recruitment messages that signal
inclusive working environment. State corporations are urged to share their job postings on
disability-related publications and/or disability-related websites, such as the National Council
Persons with Disability (NCPWD) Job Portal, to boost PWD recruitment outcomes. Itis also critical
to guarantee that resources are set aside for the acquisition of technology that will aid employees
with disabilities. This include assistive listening devices or reading equipment, automate access,
and use specialist software.
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5.2 Policy recommendations

To make policies more effective, future changes in state corporations must have a strong disability-
mainstreaming angle. The study suggests that policymakers adopt policies on inclusion
management at the leadership level. They need to make sure that state employees with disabilities
have the opportunity to receive the guidance and assistance they need to fulfill their full potential
and progress up the corporate ladder. State firms should also adopt rules for dealing with
employment discrimination.

5.3 Suggestions for further research

The study revealed a significant relationship between inclusion strategies and the employability of
PwDs in state corporations in Kenyan. Strategic leadership, inclusive recruiting strategies, inclusive
accommodation strategies, and inclusive training strategies explained 34.4% of the variation in
PwD employability. As a result, the study suggests that another study be undertaken to investigate
other aspects that affect the employability of PwDs, such as career management strategies for
PwDs, and occupational health and safety. Because the study was also done among state
corporations in Kenya, another study in the private sector is required to bridge the contextual gaps
in the available empirical evidence on inclusive strategies and the employability of PwDs. The study
used a descriptive survey of 168 State Corporations in Kenya hence limiting itself on the time
frame. It is therefore suggested that longitudinal method is used to understand the development
of the concept over a longer period of time.
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