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Abstract  
Women with disabilities face compounded challenges in employability due to the intersection of gender and disability-
related discrimination. This study investigates whether differently abled women experience greater employment 
disadvantages compared to their male counterparts and other marginalized groups. Drawing from psychological 
theories such as Stigma Theory, Social Identity Theory, Self-Efficacy Theory, and Stereotype Threat Theory, the study 
explores how societal biases, workplace exclusion, and internalized perceptions of capability impact their employability. 
The research employs a mixed-methods approach. A sample of 262 respondents was analyzed using ANOVA to 
determine gender-based disparities in employment-related challenges. While findings indicate no significant gender 
difference in overall employability challenges, financial constraints, hiring issues, or workplace biases, significant 
disparities exist in employment accessibility and skill development opportunities, with women facing greater barriers. 
These findings align with global literature on the compounded disadvantages faced by women with disabilities due to 
deep-rooted societal norms, limited vocational training, and lack of targeted policy interventions. 
The study underscores the need for inclusive employment policies that specifically address gendered barriers faced by 
women with disabilities. It calls for targeted interventions such as accessible skill development programs, mentorship 
opportunities, and employer sensitization programs to foster equitable workplace environments. By shifting focus from 
broad gender-neutral policies to intersectional approaches that consider both gender and disability, policymakers and 
organizations can better promote economic independence and workplace inclusion for differently abled women. 
Key words: Disability, Divyang, discrimination, gender, women, PwDs 
 
INTRODUCTION  
1.1 Background of the Study 
Employment is a crucial determinant of economic independence, social inclusion, and overall well-being. 
However, access to employment opportunities is not equal for all segments of the population. Among the 
most marginalized groups in the labor market are persons with disabilities (PwDs), who often face 
structural and attitudinal barriers to securing and sustaining employment. Within this broader group, 
women with disabilities encounter unique and compounded challenges. This dual marginalization 
exacerbates employment disparities, limiting their access to job opportunities, career advancement, and 
workplace accommodations. 
The global discourse on disability and employment highlights the persistent challenges faced by PwDs in 
achieving gainful employment. While international frameworks such as the United Nations Convention 
on the Rights of Persons with Disabilities (UNCRPD) and the Sustainable Development Goals (SDGs) 
emphasize equal employment opportunities, gender disparities within the disabled workforce remain 
stark.  
According to the 2011 Census of India, the country had approximately 26.8 million individuals with 
disabilities, representing 2.21% of the total population. Of this disabled population, 56% (around 14.9 
million) were males, while 44% (approximately 11.9 million) were females. In contrast, the overall 
population distribution was 51% male and 49% female. This indicates a higher prevalence of reported 
disabilities among males compared to females. Women with disabilities encounter numerous challenges 
due to the intersection of gender, disability, and economic hardship. Cultural norms, traditions, and 
ingrained biases further isolate them, contributing to low self-esteem and emotional distress. The absence 
of adequate support systems and limited access to education hinder their financial independence, forcing 
them to rely on family members or caregivers. In some cultures, a mother is blamed for giving birth to a 
child with a disability, and this stigma is even harsher if the mother herself has a disability. Societal norms 
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often define masculinity through roles like provider and leader, but when a man has a disability, he may 
be perceived as falling short of these ideals, which can perpetuate damaging stereotypes about both gender 
and disability. Psychological theories provide valuable insights into the barriers they encounter in securing 
employment. Theories related to stigma, social identity, self-efficacy, and workplace inclusion help explain 
why women with disabilities experience greater disadvantage compared to their male or able-bodied 
counterparts. 
Erving Goffman’s Stigma Theory (1963) suggests that individuals with disabilities are often perceived as 
‘deviant’ from societal norms, leading to prejudice and discrimination. For women with disabilities, this 
stigma is compounded by traditional gender norms that already limit women’s roles in professional 
spaces. Society often views them as dependent, incapable, or requiring excessive accommodations, 
reducing their opportunities for meaningful employment. These stereotypes can result in employer bias, 
limiting access to job opportunities, career advancement, and fair wages. 
Tajfel and Turner’s Social Identity Theory (1979) explains how individuals categorize themselves into in-
groups and out-groups, leading to bias and exclusion. Women with disabilities belong to multiple 
marginalized groups, often being placed in the ‘out-group’ in professional settings. This exclusion results 
in fewer networking opportunities, professional mentorships, and leadership roles. In male-dominated or 
physically demanding industries, these women may be further sidelined due to the perception that they 
lack the ‘ideal worker’ attributes. 
Albert Bandura’s Self-Efficacy Theory (1977) highlights how a person’s belief in their ability to perform 
a task affects their motivation and success. Women with disabilities may internalize societal biases and 
develop lower self-efficacy regarding their professional capabilities. If they grow up facing repeated 
rejections or a lack of role models, they may hesitate to apply for jobs or negotiate better working 
conditions. This reduced self-confidence can affect job performance, career progression, and willingness 
to take leadership roles. 
Claude Steele’s Stereotype Threat Theory (1995) explains how awareness of negative stereotypes can 
affect an individual’s performance. Women with disabilities may experience anxiety about confirming 
stereotypes related to incompetence or inefficiency in the workplace. This added psychological pressure 
can impact their job performance, leading to further marginalization and reinforcing workplace biases. 
Positive psychology and inclusion models, such as Langer’s Mindfulness Theory (1989) and the Contact 
Hypothesis (Allport, 1954), suggest that increasing awareness and direct interactions with differently 
abled women can reduce prejudice and improve workplace integration. Organizations that implement 
disability-inclusive policies, mentorship programs, and flexible work environments create spaces where 
these women can thrive. 
Psychological theories reveal how structural and attitudinal barriers contribute to the employability 
challenges faced by women with disabilities. Stigma, social exclusion, low self-efficacy, stereotype threat, 
and workplace biases collectively place them at a greater disadvantage. Addressing these issues requires 
both policy-level interventions and organizational shifts toward inclusive and empowering work 
environments. 
1.2 Research Problem 
Despite increased awareness and legislative efforts to promote workplace inclusivity, women with 
disabilities continue to face significant employability challenges. These challenges stem from multiple 
sources, including employer biases, inadequate workplace accommodations, lack of educational and 
vocational training opportunities, and cultural perceptions of gender roles and disability. Moreover, 
limited access to professional networks and the absence of targeted employment policies further hinder 
their participation in the labor force. 
Research Gap 
Existing research on employment and disability primarily focuses on general challenges faced by PwDs or 
gender-based employment disparities. However, the specific barriers encountered by women with 
disabilities remain an underexplored area, particularly in developing countries where socio-economic 
constraints further limit their opportunities. This study aims to bridge this research gap by examining 
whether women with disabilities are at a greater disadvantage in job availability compared to their male 
counterparts and other marginalized groups. 
1.3 Research Objectives 
• To analyze the employment gap between men and women with disabilities. 
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• To identify the key factors contributing to the employment challenges faced by women with 
disabilities. 
• To evaluate the effectiveness of existing policies and programs aimed at enhancing employment 
opportunities for women with disabilities. 
• To propose recommendations for improving workplace inclusivity and accessibility. 
1.4 Research Questions 
This research will address the following questions: 
1. What are the primary employment barriers faced by women with disabilities? 
2. How does the employment rate of women with disabilities compare to that of men with disabilities? 
3. What policy interventions and inclusive strategies can improve job opportunities for women with 
disabilities? 
1.5  Hypotheses 
1. There is no significant difference in overall employability challenges faced by individuals based on 
gender among persons with disabilities. 
2. There is no significant difference in job availability/accessibility challenges faced by individuals based 
on gender among persons with disabilities. 
3. There is no significant difference in employability related financial challenges faced by individuals 
based on gender among persons with disabilities. 
4. There is no significant difference in employability related Skill development challenges faced by 
individuals based on gender among persons with disabilities. 
5. There is no significant difference in employability policy related challenges faced by individuals based 
on gender among persons with disabilities. 
6. There is no significant difference in employability related social bias and attitude challenges faced by 
individuals based on gender among persons with disabilities. 
7. There is no significant difference in employability related hiring challenges faced by individuals based 
on gender among persons with disabilities. 
1.6 Significance of the Study 
The findings of this study have the potential to contribute to both academic discourse and practical policy 
reforms. By shedding light on the specific disadvantages faced by women with disabilities, the study can 
inform policymakers, employers, and advocacy groups working towards inclusive employment practices. 
Additionally, the study aims to enhance understanding of how intersectionality—specifically the overlap 
of gender and disability—affects labor market outcomes. The research will also provide recommendations 
for businesses, government agencies, and civil society organizations to create more equitable employment 
opportunities. 
 
1.7 RESEARCH METHODOLOGY 
• Research Approach 
A mixed-methods approach was used: 
Survey was done to collect data on gender disparities in job availability. Data was collected through the 
snowball method from 262 participants across Gujarat. The collected data was divided into different 
strata based on gender and type of disability.  
 
Analysis: 
Table no. [1]: Summary and ANOVA results of Employability Challenges Across Genders  

SUMMARY      
Groups Count Sum Average Variance   
Male 77 288.944 3.75253 0.16825   
Female 31 112.972 3.64427 0.13073   
       
       
ANOVA       
Source of Variation SS df MS F P-value F crit 
Between Groups 0.25904 1 0.25904 1.64329 0.20267 3.93069 
Within Groups 16.7093 106 0.15763    
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Total 16.9683 107         

 
Table no. [1] provides a summary of employability challenges faced by persons with disabilities (PWD) 
based on gender. The analysis compares the experiences of male and female respondents. The average 
employability challenge score for males is 3.75, while for females, it is slightly lower at 3.64. The variance 
is also higher for males (0.168) compared to females (0.131), indicating slightly more variation in the 
responses among males. 
The F-statistic (1.643) is less than the critical F-value (3.931), and the p-value (0.203) is greater than 0.05. 
These results suggest that there is no substantial difference in employability challenges faced by males and 
females within this sample. Therefore, gender does not appear to be a significant factor affecting 
employability challenges among PWD. 
 
Table no. [2]: Summary and ANOVA results of Availability of Employment across genders  

SUMMARY       
Groups Count Sum Average Variance   
Female 73 288 3.945205 0.871956   
Male 189 687.5 3.637566 1.180443   
       
       
ANOVA       
Source of 
Variation SS df MS F P-value F crit 
Between Groups 4.983875 1 4.983875 4.551418 0.033828 3.877473 
Within Groups 284.7041 260 1.095016    
       
Total 289.688 261         

 
Table no. [2] The average score for females was 3.945, slightly higher than the score for males, which was 
3.638. This indicates that females have a marginally more favorable perception of employment availability 
compared to males. Variances in scores reveal differing levels of consistency, with females showing less 
variability (0.872) compared to males (1.180). 
The between-group sum of squares (SS) was 4.984, and the within-group SS was 284.704. The F-statistic 
was calculated as 4.551, with a p-value of 0.034. Since the p-value is below the 0.05 significance level, the 
differences in mean scores between genders are statistically significant. Additionally, the F-statistic exceeds 
the critical F-value of 3.877, further supporting the presence of significant differences. 
These results suggest that gender significantly influences perceptions of employment availability among 
PWD.  
Table no. [3]: Summary and ANOVA Results of Financial Challenges Across Genders 

SUMMARY      
Groups Count Sum Average Variance   
Female 73 245.5 3.363014 0.50528   
Male 189 640.25 3.387566 0.607305   
       
       
ANOVA       
Source of 
Variation SS df MS F P-value F crit 
Between Groups 0.031745 1 0.031745 0.054822 0.81506 3.877473 
Within Groups 150.5534 260 0.579052    
       
Total 150.5852 261         
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Table no. [3] The average financial challenge scores were comparable, with females reporting an average 
score of 3.36 and males slightly higher at 3.39. Variance in financial challenges was lower among females 
(0.505), indicating more consistency in their experiences, while males had a higher variance (0.607), 
suggesting greater variability within this group. 
The between-group sum of squares (SS) was 0.032, and the within-group SS was 150.553. The calculated 
F-statistic was 0.055, with a corresponding p-value of 0.815. Since the p-value is greater than 0.05, the 
analysis indicates no statistically significant differences in financial challenges between females and males. 
Furthermore, the F-statistic is far below the critical F-value of 3.877, reaffirming the lack of significance. 
These findings suggest that gender does not significantly influence financial challenges among PWD in 
this sample. Both groups experience similar levels of financial challenges, which implies that interventions 
aimed at addressing these challenges can adopt a gender-neutral approach while focusing on other key 
factors. 
Table no. [4]: Summary and ANOVA results of Skill Development and Self-Employment Challenges 
across Genders  

SUMMARY      
Groups Count Sum Average Variance   
Female 73 270.25 3.702055 0.219458   
Male 189 663.375 3.509921 0.353541   
       
       
ANOVA       
Source of 
Variation SS df MS F P-value F crit 
Between Groups 1.943983 1 1.943983 6.143866 0.013822 3.877473 
Within Groups 82.26672 260 0.31641    
       
Total 84.2107 261         

 
Table no. [4] The Female group had an average score of 3.70 with a variance of 0.219, while the Male 
group had a slightly lower average score of 3.51 and a higher variance of 0.354. This suggests that while 
females, on average, reported slightly higher skill development levels, there was more variability in scores 
among males. 
The between-group sum of squares (SS) was 1.944, while the within-group SS was 82.267, indicating that 
most of the variation in Skill Development and Self-Employment Challenges was within the groups rather 
than between them. The F-statistic value of 6.144 and the corresponding p-value of 0.014 indicate that 
the difference in skill development between males and females is statistically significant at the 5% level, 
as the p-value is below 0.05. Additionally, the F-statistic exceeds the critical F-value of 3.877, further 
supporting the conclusion that the differences are significant. 
These results suggest that gender has a significant impact on Skill Development and Self-Employment 
Challenges among PWD in this sample, with females reporting higher average skill development 
compared to males. This finding highlights the need for targeted interventions to address potential 
disparities and ensure equitable access to Skill Development and Self-Employment Challenges 
opportunities for both genders, which could ultimately help reduce employability challenges faced by 
PWD. 
 
Table no [5]: Summary and ANOVA results of Practices and policies Challenges across different 
genders  

SUMMARY       
Groups Count Sum Average Variance   
Female 73 298 4.082192 0.493151   
Male 189 760.5 4.02381 0.809271   
       
       
ANOVA       
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Source of 
Variation SS df MS F P-value F crit 
Between Groups 0.179492 1 0.179492 0.248697 0.618416 3.877473 
Within Groups 187.6497 260 0.72173    
       
Total 187.8292 261         

 
Table no. [5] These groups represent the gender distribution of persons with disabilities (PWD) included 
in the study. The table highlights only slight variations in the average employability challenges scores 
among the two groups. The Female group had an average score of 4.08, while the Male group scored 
4.02. The variance in scores was slightly lower for females (0.49) compared to males (0.81), suggesting a 
greater consistency in employability challenge experiences for females. 
The between-group sum of squares (SS) was 0.18, while the within-group SS was much larger at 187.65, 
indicating that most of the variability in employability challenges occurred within, rather than between, 
the gender groups. The F-statistic value was 0.25, with a corresponding p-value of 0.618, which is far 
greater than the typical significance level of 0.05. This suggests that the differences observed in the average 
scores are not statistically significant. Additionally, the F-statistic is much smaller than the critical F-value 
of 3.88, reinforcing the conclusion that the differences between genders are likely due to random chance. 
The relatively low variance within the male group (0.809) compared to the female group (0.493) might 
point to differences in perception or experiences regarding employability challenges, but this does not 
result in a significant difference in the overall analysis. This finding highlights gender-based differences 
in how policies and practices are experienced but suggests that these differences are not substantial 
enough in this particular context to lead to a significant overall effect. These findings suggest the need for 
further exploration into whether other variables, such as disability type or regional policies, may account 
for variations in the experiences of male and female participants. 
Table no [6]: Summary and ANOVA results of Social and attitude bias related challenges across 
different genders  

SUMMARY       
Groups Count Sum Average Variance   
Female 73 283 3.876712 0.534936   
Male 189 755.75 3.998677 0.709772   
       
       
ANOVA       
Source of 
Variation SS df MS F P-value F crit 
Between Groups 0.783345 1 0.783345 1.184453 0.277459 3.877473 
Within Groups 171.9526 260 0.661356    
       
Total 172.7359 261         

 
Table no. [6] The Female group had an average score of 3.88, with a variance of 0.535, while the Male 
group had a slightly higher average score of 4.00 and a variance of 0.710. These values indicate a slightly 
greater variation in scores within the Male group compared to the Female group. 
The between-group sum of squares (SS) was 0.783, while the within-group SS was much larger at 171.953, 
suggesting that most of the variability in social and attitude bias scores occurred within groups (Female 
and Male), rather than between them. 
The F-statistic value was 1.184, with a corresponding p-value of 0.277. Since the p-value is greater than 
the standard significance threshold of 0.05, the analysis indicates that the differences in average social 
and attitude bias scores between Female and Male groups are not statistically significant. Additionally, 
the F-statistic is smaller than the critical F-value of 3.877, further confirming that the observed differences 
are likely due to random variation rather than a meaningful effect of gender on social and attitude bias.  
These findings suggests that attitudinal biases toward people with disabilities often transcend gender 
distinctions and are shaped more by societal norms, cultural perceptions, and personal exposure to 
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disability issues. While gender can influence social attitudes in specific domains, the relatively equal 
means across genders suggest a shared acknowledgment of the challenges faced by persons with 
disabilities, perhaps driven by increasing awareness through policy advocacy and education. 
The slightly higher variability in male responses (variance = 0.71) compared to females (variance = 0.53) 
could reflect diverse socio-cultural exposures and workplace dynamics influencing individual attitudes. 
Future studies could explore intersecting demographic factors, such as education or profession, to better 
understand the nuanced dimensions of these biases. 
Table no [7]: Summary and ANOVA results of Hiring related challenges across different genders  

SUMMARY       
Groups Count Sum Average Variance   
Female 73 235 3.219178 0.656509   
Male 189 622.7143 3.294785 0.806908   
       
       
       
ANOVA       
Source of 
Variation SS df MS F P-value F crit 
Between Groups 0.301024 1 0.301024 0.393363 0.531088 3.877473 
Within Groups 198.9674 260 0.765259    
       
Total 199.2684 261         

 
Table no. [7] The Female group had an average score of 3.22 with a variance of 0.657, while the Male 
group scored slightly higher on average at 3.29 with a variance of 0.807. The variance within both groups 
highlights some differences in consistency of hiring issues scores. 
The one-way ANOVA results were used to test whether these differences in average scores across gender 
groups were statistically significant. The between-group sum of squares (SS) was 0.301, while the within-
group SS was much larger at 198.967, indicating that most of the variability in hiring issues occurred 
within, rather than between, the two groups. The F-statistic value was 0.393, with a corresponding p-value 
of 0.531. Since the p-value is greater than 0.05, the analysis indicates no statistically significant differences 
in hiring issues scores between Female and Male groups. Additionally, the F-statistic is smaller than the 
critical F-value of 3.88, reinforcing the conclusion that any observed differences are likely due to chance 
rather than a meaningful effect. 
One possible explanation for this outcome could be the universality of barriers faced by persons with 
disabilities, regardless of gender. Challenges such as lack of accessibility, discrimination, and inadequate 
workplace accommodations tend to impact all individuals with disabilities similarly (Barnes & Mercer, 
2010).  
The slightly higher average among males may reflect gender-specific experiences, with men potentially 
facing added stigma related to traditional masculinity, while women's challenges may involve gender 
discrimination not fully reflected in the data. 
 
DISCUSSION  
5.1.2 Gender and Its Role in Employability Challenges for PWD  
The findings of this study indicate that gender does not significantly influence the employability 
challenges faced by persons with disabilities (PWD). This conclusion challenges traditional narratives that 
often focus on gender disparities in employment and aligns with a growing body of research emphasizing 
the multifaceted nature of employability challenges. 
Existing literature presents mixed results regarding the impact of gender on employability for PWD. Some 
studies highlight gender as a critical factor influencing employment outcomes, while others argue that 
factors such as education, socio-economic status, and workplace accessibility have a more substantial 
impact. For instance, Hwa (2017) explored employers’ perceptions of persons with disabilities and found 
evidence of gender differences in how employers view employability. However, the study noted that these 
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differences are often mediated by societal attitudes and expectations, rather than gender itself being a 
determinant of employment opportunities. 
Similarly, Pettinicchio and Maroto (2017) emphasized the intersectionality of gender and disability in 
shaping labor market outcomes. While their research highlighted disparities between men and women 
with disabilities, it also underscored the importance of addressing broader structural inequalities that 
affect employment opportunities. This perspective aligns with the findings of the current study, which 
suggest that gender alone may not be a significant predictor of employability challenges. 
The findings of Ramachandra et al. (2017), noted that workplace accommodation and skill development 
are essential in improving employability for PWD, regardless of gender. 
In contrast, some studies, such as those by Ebuenyi et al. (2019), have highlighted the role of gender-
specific expectations in shaping employment opportunities. Their research indicated that women with 
disabilities often face additional barriers, such as caregiving responsibilities and societal biases, which can 
limit their access to employment. While these challenges are significant, they do not negate the findings 
of this study, which suggest that gender, as an isolated factor, does not significantly influence 
employability challenges when broader socio-demographic factors are considered. 
Furthermore, Beatty et al. (2018) provided a comprehensive review of organizational treatment of PWD, 
highlighting that inclusive workplace policies and practices are more decisive in improving employment 
outcomes than gender. This aligns with the current study’s findings, suggesting that interventions aimed 
at reducing employability challenges should focus on creating supportive environments rather than 
targeting gender-specific issues. 
(b) Gender Disparities in Employment accessibility  
Research consistently emphasizes that women with disabilities often face compounded discrimination 
due to both gender and disability, leading to lower employment rates and greater challenges in accessing 
equitable opportunities. Seidu et al. (2023) found that women with disabilities in Ghana experience 
societal stigma, lack of adequate support services, and limited opportunities, all of which hinder their 
employment prospects. These challenges are deeply rooted in cultural and societal norms that marginalize 
women and perpetuate gender inequality. 
Similarly, Shiwakoti et al. (2021) highlight the intersectionality of gender and disability in their study on 
reproductive health access for women with disabilities in Nepal. They argue that limited access to essential 
services, such as reproductive healthcare, negatively impacts the overall well-being and employability of 
women with disabilities. Poor health outcomes and the added burden of navigating inaccessible 
healthcare systems can reduce the ability of women with disabilities to participate fully in the labor 
market. 
The findings of this study underscore these disparities by demonstrating significant gender-based 
differences in employment accessibility. Women with disabilities may face structural and systemic 
barriers, such as discriminatory hiring practices, workplace inaccessibility, and insufficient legal 
protections. Additionally, caregiving responsibilities, which disproportionately fall on women, may 
further limit their ability to seek and retain employment opportunities. 
Financial Challenges Across Genders 
Harrison et al. (2020) similarly found that financial barriers, particularly in accessing essential services 
like healthcare, are experienced across genders and are not necessarily driven by gender-specific dynamics. 
This aligns with the current study’s findings, suggesting that the financial difficulties faced by PWD are 
often rooted in systemic issues rather than gender disparities. These systemic challenges include limited 
income opportunities, insufficient social support, and barriers to accessing services, which tend to impact 
all PWD irrespective of gender. 
Harrison et al. (2020) argue that while women often encounter unique social barriers, the financial 
obstacles they face are largely shared by their male counterparts within similar socioeconomic contexts.  
The findings also raise questions about the broader determinants of financial challenges for PWD. Factors 
such as type of disability, age, and employment status may play a more prominent role than gender in 
shaping financial outcomes. These determinants, as noted in other studies, contribute to the systemic 
inequities faced by PWD and suggest that future research should explore these variables more deeply to 
develop targeted interventions. 
Skill Development and Self-Employment Challenges Across Genders 
Research underscores that women with disabilities face unique challenges compared to their male 
counterparts, which stem from deeply entrenched gender norms and discriminatory practices in society. 
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Schimmele (2024) notes that women with disabilities often encounter higher levels of discrimination and 
lower employment rates, primarily due to negative employer attitudes and a lack of appropriate 
accommodations. These factors can restrict their access to opportunities for skill development and self-
employment. 
Similarly, Coffey et al. (2014) highlight that visually impaired women report substantial barriers in the 
workplace, including limited access to training and negative perceptions about their abilities. This reflects 
a broader pattern of exclusion that affects women with disabilities across various contexts. Furthermore, 
Chumo et al. (2023) emphasize the intersectionality of gender and disability, noting that the compounded 
effects can lead to reduced self-esteem and limited access to essential resources. This lack of support creates 
significant obstacles in achieving self-employment or acquiring the skills necessary for sustainable 
employment. 
  Policy and practices related challenges across different genders 
 The findings are consistent with existing literature, which often emphasizes that employability challenges 
for PWDs are shaped more by structural and systemic barriers than by gender alone. Studies by Mitra and 
Sambamoorthi (2006) highlight that PWDs face significant challenges, including lack of accessible 
infrastructure, employer bias, and inadequate policy implementation, which cut across gender lines. 
While there are some gender-specific differences in employability challenges, larger societal and 
institutional barriers tend to affect both male and female persons with disabilities more significantly. 
 Social and attitude bias within different genders   
Furthermore, the lack of significant gender differences aligns with studies that highlight the complexity 
of biases among PWDs. Research by Brown and Moloney (2018) emphasized that perceptions of bias and 
discrimination are often shaped more by intersectional factors, such as disability type, cultural 
background, and socio-economic status, than by gender alone. While gender can influence specific 
attitudes in broader populations, its effects are often less pronounced in marginalized groups such as 
PWDs. 
These results suggest the need for future research to explore other variables, such as education level, 
employment status, or societal support systems, that may more directly impact social and attitude biases 
among PWDs. Addressing such factors may offer a more nuanced understanding of how these biases are 
shaped and experienced across diverse demographic groups. 
By focusing on broader influences beyond gender, interventions can be designed to more effectively 
mitigate biases and foster inclusivity for PWDs in various societal contexts. 
Hiring issues across different genders  
This finding is consistent with previous studies that have explored gender differences in the context of 
disability and employment, suggests that gender may not be a strong determinant in the hiring process 
for PWD, as other factors such as the nature of disability, workplace accommodation, and organizational 
policies tend to play a more substantial role. Additionally, the lack of gender differences could reflect 
broader societal attitudes towards disability, where the barriers faced by both genders may be similarly 
perceived and addressed within the workplace context. 
In summary, the absence of a statistically significant difference between the two gender groups implies 
that while gender may influence many aspects of employment, it does not appear to have a substantial 
effect on the specific challenges related to hiring for PWD in this study. This conclusion highlights the 
importance of focusing on other factors that may have a more meaningful impact on hiring decisions and 
the employment experiences of PWD. 
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