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INTRODUCTION 
 
With the researcherôs almost three decades of working with college students, several causes of diffi-

culty in making firm career decisions have been noted. One of the reasons identified is the difficulty of 
the students in completely exploring their potentials with various careers ahead of them. In most cases, 
the difficulties to decide which career path to take come from studentsô dependency on their parentsô/
guardianôs final say, as supported by the study of Alba et al. (2010) entitled ñThe Factors that Affect Stu-
dentsô Decision in Choosing their College Coursesò which found that some parents think that their deci-
sions are better than their childrenôs choices in terms of career track. Because of these, some students 
graduate in programs they havenôt chosen. One of the suggested elucidations is for the parents to talk 
with their children. For some, choosing oneôs college course might be the first big decision to make and 
as adults, parents need to let their child decide and guide them in arriving at best career options. Decid-
ing for oneself helps the individual to develop and progress in life (Alba et al., 2010). 

 
With the birth of the K to 12 program in the Philippines, it was also noted that there were some stu-

dents who graduated from the various academic tracks that have not proceeded to their field of interest as 
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ABSTRACT 
 

This study focused on the evaluation of student career services and placement programs partic-
ularly the level of implementation of factors affecting the conduct of the said services and pro-
grams that have significant relationship to the graduate students' expected competencies. The 
researcher used descriptive quantitative and qualitative method and purposive sampling. There 
were nineteen (19) placement practitioner respondents from the six (6) selected private Higher 
Educational Institutions (HEIôs) in Metro Manila were asked to complete a self-made survey 
questionnaire. This questionnaire was validated by experts in the field of career and placement 
and was tested for reliability with Cronbach alpha value of a= .96. It was designed to profile the 
respondents and measure the level of implementation of each factor affecting the career services 
and placement programs of the HEIs namely personnel, facilities and budget with a Likert-scale 
ranging from 1-not yet implemented to 4-fully implemented and the HEIs evaluation to the ex-
pected studentsô competencies with 1-strongly disagree to 4- strongly agree. Interview was also 
conducted to know the feedback from stakeholders, risks, issues, challenges and best practices. 
To support the significant impact of the implemented services and programs to the graduate 
studentsô expected competencies the researcher critically examined and used as reference the 
studentsô evaluation reports collected by the placement practitioners in some services/programs 
being implemented. Pearson-Moment Product Correlation was utilized to analyze the relation-
ship between levels of implementation of factors affecting the conduct of programs to students' 
expected competencies. Thematic analysis was used to analyze common themes on the respond-
entsô interview answers. Results revealed that full implementation of the services/programs 
have a significant relationship to the students' expected competencies. 
  

 
Keywords: key elements of career and placement, career services, career development, job placement,  
            career and placement issues and concerns  
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Jacolbia (2018) in his study on ñThe Comparison of Senior High School Track and College Program 
Preferences and the Factors Affecting College Course Decision of Selected ABM Students of the Poly-
technic University of the Philippinesò, found some of the ABM graduates chose courses in Humanities 
and Social Sciences (HUMSS) and Science, Technology, Engineering, and Mathematics (STEM) mainly 
Psychology, Broadcast Communication and Information Technology. 

 
Providing students with complete support services and programs which will help fine tune their ca-

reer decision skills, characteristics and values that are essential in order for them to thrive and make good 
adjustment in life and in their career pose a big challenge for guidance practitioners and advocates of 
career development. On the other hand, even if the tertiary schools are familiar with the competencies, 
skills and values as well as the mandates of the basic and higher education and academic accreditation 
bodies to improve the schoolôs career development programs still, the integration is quite difficult with-
out seriously determining the present status of the student career services and placement program that the 
HEIôs are implementing. Likewise, with the identification of the essential elements in mapping out and 
putting all together the pre-requisites to provide an effective and efficient career development programs.  

 
 

STATEMENT OF THE PROBLEM 
 
This study aimed to determine the present status of the student career services and placement pro-

grams of the selected private Higher Educational Institutions (HEIôs) in Metro Manila as basis for new 
inputs to program enhancement. Specifically, it sought to answer the following questions: 

 
1. What was the profile of the Higher Education Institution respondents? 
2. What were the student career services and placement programs being offered? 
3. How were the level of implementation in terms of personnel, facilities, and budget?  
4. How did the student career services and placement programs develop the expected competencies 
of the students in terms of self-awareness, knowledge on available careers, matching their 
strengths and weaknesses with careerôs specifications, job search skills and strategies, career 
goal setting, and career decision-making? 

5. Was there a relationship between the student career services and placement programs and the ex-
pected competencies of students? 

6. What were the new inputs to enhance the student career and placement programs? 
 
 

METHODOLOGY 
 
A descriptive mixed method (quantitative and qualitative) was utilized in this study. The respondents 

of this study were the nineteen (19) career services and placement programs practitioners from the six (6) 
selected private Higher Educational Institutions (HEIôs) in Metro Manila and members of the profession-
al organization called the Association of Placement Practitioners of Colleges and Universities, Inc. 
(APPCU). In order to gather the needed data, a self-made survey questionnaire was designed and distrib-
uted, interview were conducted and data were critically analyzed from the studentsô evaluation reports 
per service/program.  

 
The researcher sought the approval of the schoolôs Center for Data Analysis (CDA) and the Institu-

tional Ethics Review Committee (IERC) for validity and reliability of the test and  to protect the rights 
and welfare of  the respondents.  The test validation had undergone at least five credible and experts in 
the field of student career development specifically the President Emeritus of the Career Development 
Association of the Philippines (CDAP) and former Director of the Career and Placement Office of De la 
Salle College of St. Benilde, a former Board Member and President of the Philippine Guidance and 
Counseling Association (PGCA) and the Association of Placement Practitioners of Colleges and Univer-
sities, Inc. (APPCU), and three other retired Directors of the Student Career Services and Placement 
from various HEI schools in Metro Manila. After the revision has been made to include the comments of 
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the said experts, the questionnaire was given to twenty (20) similar respondents for the validity and relia-
bility testing. The questionnaire garnered a strong reliability result of excellent with .956 Cronbachôs 
Alpha.  

 
 

FINDINGS 
 
The following results and findings present the answers to each of the research problems as stated in 

order. 
 

1. What was the Profile of the Higher Education Institution respondents? 
There were six (6) HEIs included in the study namely, Ateneo de Manila University, De La Salle 

College of St. Benilde, Centro Escolar University Makati, University of the East Manila, University of 
Perpetual Help Systems - Dalta, and St. Scholastica's College. The number of campuses of the HEIs 
ranged from 2-4, and the highest student population was UE Manila with 15, 407 while the lowest stu-
dent population was St. Scholastica's College with 2,000. Arts and Sciences, Business Management, 
Computer Science and Information Technology were the most common programs offered among all the 
respondents. De La Salle College of St. Benilde, however, offered unique and non-traditional programs 
such as Applied Deaf Studies, Filipino Sign Language, Animation, and Digital Filming etc. All the HEI 
respondents were PAASCU accredited. UE Manila, Ateneo De Manila University and CEU Makati were 
all CHED accredited while only University of Perpetual Help Systems-Dalta and Centro Escolar Univer-
sity were ISO certified. Under Organization Profile, there was only one school that has five (5) or 26.3% 
personnel and it has the biggest number of placement practitioners among the six school respondents 
while the others have 2 -3 career services and placement practitioners who delivers the career services 
and placement program. On the other hand, majority of the respondents were in the career services and 
placement practice for 1-10 years and 6- 10 years respectively.  These were the Career Advisors, Guid-
ance Counselors and Office staff. Only the directors were identified to be in the practice as placement 
practitioners from 16-20 years and the other is 21 years and above. 

 
The researcher also observed the different job titles of the placement practitioners wherein 26.3% of 

the career and placement practitioners were the Guidance Counselors, 21% were Career Advisors and 
Coordinators respectively. 10.5% were the Guidance Directors who have dual functions as the head of 
the Guidance Department and at the same time the Career Services and Placement Office. And, 5.3% 
were also a Director but she was assigned solely to supervise the Office of Placement and Career Ser-
vices. Likewise, another 5.1% were the Marketing Assistant and Office Personnel, respectively. 

 
Majority of the respondents (89.5%) said that their office organizational structure was centralized 

and with a participative style of leadership (78.9%). Also, most of the Career Services and Placement 
Offices were supervised by the Student Affairs Office (31.6%). 

 
2. What were the student career services and placement programs being offered?  
There were four (4) identified common programs/services that were implemented by all six HEI re-

spondents. Out of the sixteen (16) career services and placement programs identified by the researcher 
these were Career expo seminar/professional life skills, Company networking, Business linkages and 
partnerships and Jobs fair. It was found that most of the school respondents do not integrate career de-
velopment topics in the curriculum though this guarantees the positive engagement and participation of 
all the students. There were four (4) school respondents who answered that they do not implement follow
-up on job referrals in their respective schools because it consumed a lot of time to call/keep in touch 
with the applicantôs possible employers and the job referral is done on a one-on-one basis. Also, once the 
students graduated they no longer return to the Office to give updates. Hence, the school just depends on 
the Graduatesô Tracer Studies as the schoolôs next reliable basis of information on graduateôs wherea-
bouts. 

 
In support with the significance of the above mentioned career services and placement programs the 

article of Nemko (2017) titled Making Your Education Career-Ready, gave an advise to college students 
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on the use of campus career services starting even as a freshman. This can be valuable in career explora-
tion, identifying target employers, reviewing resume/LinkedIn profile, cover letter, and mock interviews. 
Part of what they paid in school fees includes the career services. Not using them is like paying for a full 
tank of gas and not filling it to the top. 

 
3. How were the level of implementation in terms of personnel, facilities, and budget? 

 
 
 
  
 
 
 
In terms of personnel, facilities and budget, the student career services and placement programs were 

all satisfactorily implemented with an overall M= 2.91, SD = .78. This means that the program was con-
ducted well by the organizers with adequate number of staff who caters to the various activities except 
for one-onïone activity sessions like job referral, follow-up on job referral and career coaching/
counseling that requires more focus and time. Budget was sufficient and capable to cover unforeseen 
expenses and also with the facilities and office materials used. 

 
CHED Memorandum Order 9, Series of 2013 on Enhanced Policies and Guidelines on Student Af-

fairs and Services. Article VI, Section 11.2 states that the HEI must ensure an adequate number of stu-
dent services personnel to serve the student population. The same memorandum under Article VII enti-
tled Student Welfare, Section 14.2.1 provided the acceptable ratio for counselor to student population 
which is 1:1000, however it does not provide a ratio for career  and job placement services practitioners 
to student population. 

 
The program implementation was limited due to the multi-tasking of the guidance practitioners. Dur-

ing the interview with one of the respondents the researcher took note of what she said and she quotes 
ñoverlapping of functions on the different accreditations and audit our school is undergoing, and being 
the counselor-in-charge of career placement and at same time a guidance counselorò causes the ineffec-
tiveness of program implementation.  

 
4. How did the student career services and placement programs develop the expected competencies 
of the students?  

 
 
 
 
 
 
 
 
 
Respondents agree that the career services and placement programs helped students develop their 

expected competencies. Self- awareness (M=3.12, SD=.697) for example was developed by enriching 
the understanding of students on their strengths and weaknesses through various activities like, facilitat-
ing self-awareness seminar, personality and intelligence assessment, Zoom: Discernment Talk and Ca-
reer Exposure Session, resume writing and life critical skills were enhanced. Likewise, with Knowledge 
on Available Careers (M=3.05, SD=.812) the respondents provided relevant information on various job 
leads where students developed the skill in choosing their jobs, familiarization on the nature of work and 
types of business industries. Adequate information on the key employment generators, labor market, var-
ious career choices, and high paying jobs, etc. were shared during the annual career expo sessions, 
through the updated online job bulletins, automated job search directory, etc. Obtaining the value of 
M=2.88, SD=.747 in Matching of Strengths and Weaknesses with Careerôs Specification was found that 

Table 3.1 Level of  Implementation of the Student Career Services and Placement Programs 
  Mean SD Interpretation 
Personnel 2.97 0.94 Satisfactorily Implemented 
Budget 2.89 .83 Satisfactorily Implemented 
Facilities 2.89 .93 Satisfactorily Implemented 
Overall Mean 2.91 .78 Satisfactorily Implemented 

Table 4.1 Expected Competencies of Students 
  Mean SD Interpretation 
Self-awareness 3.12 .697 Agree 
Knowledge on the Available Career 3.05 .812 Agree 

Matching of Strengths and Weaknesses with Careerôs 
Specification 

2.88 .747 Agree 

Job Search Skills and Strategies 3.21 .756 Agree 
Career Goal Setting 3.13 .798 Agree 
Career Decision Making 3.11 .089 Agree 
Overall Mean 3.08 .726 Agree 
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students knows how to matched their knowledge, skills and potentials with the given job requirement 
by the employers through their actual job hunting experience in the annual jobs and careers fair, job 
interviews and job hunting seminars. Similarly, students have improved their Job Search Strategies 
skills with M=3.21, SD=.756 by inviting representatives from various talent sourcing platforms during 
their Jobs and Careers Fair and hands-on experience in using online job searching platforms. These 
have increased studentsô knowledge on where to look for the available jobs and learned the skills to do 
job search the most effective and quickest way. Career Goal Setting (M=3.13, SD=.798) and Career 
Decision-making (M=3.11, SD=.089) skills were developed through the given lectures of speakers dur-
ing the career orientation program, graduate class, job hunting seminars that provided information about 
their chosen programs, other career options like entrepreneurship, entry-level positions, career path and 
including the trends and challenges of the industry.  

 
5. Was there a relationship between the student career services and placement programs and the 
expected competencies of students? 

 
 
 
 
 
 
 
 

The above table results of correlation between factors found that only budget implementation and 
job search skills and strategies had strong positive relationship while the rest of the factors reveal a 
positive moderate relationship. This means that the more budget being appropriated to finance activities 
and programs there are more possibility to increase the number of industry participants to introduce ex-
periential learning in job searching using online platforms, providing students the opportunities to meet 
employers and expand their network including the various professional organizations which are possi-
ble sources of career opportunities and other career options. All these programs enhanced the studentsô 
skills in defining their career goals and arriving at best career options. The findings above highlight the 
importance of proper implementation of the services and programs to meet student expected competen-
cies.  

 
The Education Act of 1982 has emphasized some of the objectives of higher education which are to 

train nationôs manpower in the required skills for national development, and to instill and foster appro-
priate and required knowledge, skills, and attitudes to enable each individual to become a productive 
and gainfully employed member of the society. This eventually has become one of the mission state-
ments of every higher education institution in the Philippines.  

 
6. What were the new inputs to enhance the student career and placement programs? 
Based on the findings and the interview with the respondents, these strategies include programs and 

process improvements, marketing and promotions of graduates, and parentsô/guardianôs activity en-
gagement. The examples of these were, the conduct of studentsô career needs analysis, adapt a technolo-
gy- driven and relevant programs, integrate graduate subject or career development class in the curricu-
lum, reporting of achievements to the schools officials to gain the necessary support, to publish/ pro-
mote career events and on students/graduatesô achievement and on the schoolôs brand and sponsor a 
ñParenting Forumò on millennial workers to anticipate the impact of their indifferent work values and 
performances.  

Table 5.1. Results of Correlation Between the Implementation of Student Career  Services and 
Placement Programs and Expected Competencies of Students 

  
Student Self- 
Awareness 

Knowledge 
on the Avail-
able Career 

Matching of Strengths 
and Weaknesses with 
Careersô Specification 

Job Search 
Skills and 
Strategies 

Career 
Goal 
Setting 

   Career 
Decision 

    making 
Personnel .42 .51* .35 .61* .55* .52* 
Facilities .48* .47* .42 .64** .50* .49* 
Budget .63** .59* .43 .79 ** .65** .66** 

Table 6.1 Risks 
Statement of the Problem Main Theme Sub Theme F 
What are the risks that you 
encountered in the conduct 
of the  programs? 
  

Compliance to 
Legal Require-
ments 

Integrating the new DPA law in the conduct of the services/programs 3 
MOA Related Concerns 2 
CHED Requirement 1 

Partnerships Limited Participation of NGOs 1 
Limited industry partners for internships 1 
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Likewise, this study also gave significant value on the reported risks, issues and challenges as men-
tioned by the respondents. These are the integration of the new Data Privacy Act (DPA) law, absence of 
a Memorandum of Agreement (MOA) in endorsing students/alumni for employment/internships pro-
grams and to improve studentsô attendance and participation or low student engagements in the program 
implementation. 

 
 
 
 
 
 
 
 
 
 
The most common issues that affects the effective and efficient program delivery was evident on the 

lack/limited personnel to assist the students and also clarity of the personnelôs job descriptions. Hence, 
doing multi-tasking affects the entire program planning and scheduling. 

 
 
 
 
 
 
 
 
 
 
 
 The only common challenge for the practitioners is to encourage better student engagement and par-

ticipation in all the career and placement activities. 
 
The schoolôs best practices were on the conduct of studentsô needs survey before any services/

programs shall be implemented. Adaption of paperless system in the conduct of  the programs and the 
utilization of on-line/interactive tools to get career information, job vacancies, suggestions based on in-
terest, skills, major programs, etc. Most of the respondents shared to quote, "we have paperless career  
fair  system, numerous company presentations, company tours, feedback sessions from company part-
ners with school officials, automation of career services through Office website  and dedicated website/
job portal." Also, the "CSB Grad Subjects/Career Development Class integrated in the curriculum. At-
tendance in all the Professional Life Skills series seminars conducted by the office. Both programs is a 
MUST and a requirement to all students." One of the respondents also mentioned  parent engagement 
and the researcher quotes, ñintensified and productive school and parents partnership like conducting of 
parenting forum of millennial ï very informative, and the Job Hunting 101 Tips very helpful to help 
jumpstart ones job application process just like what the scholars of Santuario de San Antonio parishò. 
The continuous conduct of customer feedback mechanisms such as, activity evaluation, post evaluation  
meetings  and dialogues with students/alumni and program organizers to assess each activity and being 
able to communicate results to the schoolôs management to solicit their commitment as the project hing-
es on administration support. 

 
 

Table 6.1 Risks 
Statement of the Problem Main Theme Sub Theme F 
What are the risks that you 
encountered in the conduct 
of the  programs? 
  

Conduct of 
Program Limi-
tations 

Student Attendance and Participation 2 
Venue and Facilities 1 

Available Personnel 1 

Table 6.2 Issues       

Statement of the Problem Main Theme Sub Theme F 

What are the issues that you 
encountered in the conduct 
of the  programs? 
  

Personnel Related Concerns Lack / Limited Personnel 4 

Clarity of Functions 2 
Practitionersô essential skills 1 

Conduct of Program and 
Services Concerns 

Activity planning & scheduling 3 

Program Support 1 

Schedule of Career Assessment 1 

Lack of Program for Graduate Follow up 1 

  Table 6.3 Challenges 

Statement of the Problem Main Theme Sub Theme F 

What are the challenges 
that you encountered in the 
conduct of the programs? 

  

Challenges in Infor-
mation Dissemination 

Giving update reports to the administra-
tion and the school community 

1 

Publicity and Marketing 1 

Challenges in Student 
Participation 

Low student  attendance/ engagement 
2 

Personnel Related Chal-
lenges 

Multitasking of Personnel 1 

Continues professional development of 
practitioners 

1 
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CONCLUSIONS 
 
The following were the conclusions of the study: 
1. There were common types of student career services and programs which the respondents fully 
implement. These were career expo seminars/professional life skills, company networking, busi-
ness linkages and partnerships and conducting jobs fair. 

2. There were common types of the student career services and placement programs which the re-
spondents do not fully implement. These were job matching program, follow-up on job referrals 
and career development curriculum/class 

3. All the services and programs were satisfactorily implemented by the respondents in terms of per-
sonnel, facilities and budget. However, the result of the interview states that the number of staff 
was limited in relation to services and programs that entail a one on-one sessions. 

4. All factors affecting the effective implementation of the career services and placement programs 
by the respondents were satisfactorily implemented this in turn leads the respondents to agree that 
their programs develop the expected competencies of the students. 

5. There is a strong relationship between the level of implementation of the factors affecting the ef-
fective conduct of the programs such as personnel, facilities and budget to the development of 
student expected competencies stresses how these factors are essential in the career services and 
placement programs practice. 

6. Adapting the best practices of the HEIs and carefully considering the risks, issues and challenges 
in their conduct of programs will serve as a guide/basis for enhanced programs that will cater to a 
more successful and quality services. This places students in a work aligned with their career in-
terests.  

 
 

RECOMMENDATIONS 
 
With these findings, the researcher recommended the following: 
1. This study needs a follow-up research utilizing the student respondents as the subject. This is to 
prove if the implementation of the various student career services and placement programs as or-
ganized by the schoolôs Career Services and Placement Office of their respective schools were 
truly reflective of the competencies, personality and attributes of the students/graduates. 

2. Other researchers are encouraged to conduct similar topics for this purpose. This will further de-
termine the other variables that can make or unmake the successful job and career placement, 
work transitions of every Filipino college graduate from the private HEIôs. 

3. Higher Education Institutions should identify the difficulties in catering placement program such 
as integrating the career development in the curriculum so that all activities will be attended well 
by the students, job matching and follow-up on job referrals since these are the services that were 
not fully implemented and to find solution to this problem. 

4. As a response to the differences in the school profile like the size of the student population, num-
ber of satellite offices, number of programs offered, number of office in- charge of the career ser-
vices and placement, and the job title of the respondents, the DepEd and CHED must be more 
serious in the implementation of policies/guidelines through a memorandum order that schools 
should prioritize the establishment of an effective career services and placement programs. Like-
wise, these schools can become members of the relevant professional organizations such as, Ca-
reer Development Association of the Philippines (CDAP), Association of Placement Practitioners 
of Colleges and Universities (APPCU), the Philippine Guidance and Counseling Association 
(PGCA), international career organizations such as, National Career Development Association 
(NCDA) and the Asia Pacific Career Development Association (APCDA) for the school and per-
sonnelôs career development and update to name a few. 

5. To appropriately respond to the problem on limited manpower in the delivery of the career func-
tions, the Commission on Higher Education (CHED) should design a new program on the degree/
specialization for the Career Services and Placement Practitioners. The lack of knowledgeable 
and well-trained practitioners is one of the reasons of the respondents why there was a limited 
number of staff and yet it is very essential factor in every business operations.   
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6. The schools need to have an aggressive expansion of industry networks and partnerships in both 
local and international employers through MOA/MOUôs. This will lead to more employment op-
portunities for the graduates. 

7. The Placement Practitioners should seriously adapt the recommended on-line/technology-driven 
programs such as Oônet*Online, Kuder, Kalibrr, edukasyon.ph, etc. to speed up process and 
learning of students. 

8. The Placement Practitioners must possess the creativity and foresight in the implementation of 
various services and programs and must continue to conduct feedback mechanism to all the stake-
holders.  
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INTRODUCTION 
 
Work motivation is an important topic for scholars and managers alike because of its effect on per-

formance in the workplace. Performance is said to be the outcome of work (Sanyal and Biswas, 2014), 
and performance appraisal is the tool used in performance management to gauge such outputs. Perfor-
mance evaluation is conducted to provide an accurate measure of how well a person is performing the 
task or job assigned to him/ her. Therefore, a careful evaluation of an employeeós performance can un-
cover weaknesses or deficiencies in a specific job skill, knowledge, or areas where motivation is lacking. 
Hence, this study has been undertaken to determine the motivational implications behind the NBC 461 
QCE evaluation instrument among the faculty members of the six (6) campuses of Bohol Island State 
University.  

 
 

STATEMENT OF THE PROBLEM 
 
The study aimed to ascertain the motivational implications of the faculty performance standards used 

by Bohol Island State University (BISU) during the school year 2016-2017. Specifically, it was directed 
to answer the following specific problems: 
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ABSTRACT 
 

This study was to ascertain the motivational implications of the faculty performance standards 
used by Bohol Island State University (BISU). It sought to determine the respondentsô profile; 
level of motivation in terms of leadership styles, organizational climate, reward/recognition sys-
tem, and structure of work; the teaching performance as evaluated using the QCE evaluation 
instrument of the National Budget Circular (NBC) 461 during the period 2010-2013. The study 
was conducted in the six campuses of BISU. There were 150 permanent faculty members re-
spondents. The instruments used to gather data were the Descriptive and Inquire Mode Ques-
tionnaire. Findings revealed that demographic style of leadership was the dominant style 
demonstrated by BISU administrators. There was a high level of motivation among BISU facul-
ty members in relation to the leadership style of the administrators, the organizational climate, 
the reward/recognition system, and the structure of work; teaching performance was very satis-
factory. Significant relationship exists between the level of motivation of BISU faculty members 
on the aspects of leadership style, organizational climate, reward/recognition system, and struc-
ture of work and their teacher performance. It is concluded that the respondents were highly 
motivated with the democratic style, the organizational climate, the reward/recognition, and the 
structure of work. As to teaching performance, their high motivation impels them to perform 
very satisfactorily. The researchers recommended of improving working environment and con-
dition of the teachers in all campuses to motivate them, thus increasing their performance and 
review policies to balance faculty teaching load, research and extension workloads to improve 
structure of work. 
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1. What is the profile of Bohol Island State University permanent faculty members in terms of: 
1.1 age;  
1.2 sex; and 
1.3 teaching experience in BISU? 

2. What is the leadership style of the administrators? 
3. What is the level of the respondentsô motivation in terms of the following motivational aspects: 
3.1 leadership styles; 
3.2 organizational climate 
3.3 reward/recognition system; and 
3.4 structure of work? 

4. What is the respondentsô teaching performance as evaluated using the QCE evaluation instrument 
of the National Budget Circular (NBC) 461 during the period 2010-2013? 

5. Is there a significant difference between the respondentsô level of motivation in the aspects of 
leadership styles, organizational climate, reward/recognition system, and structure of work based 
on their profile? 

6. Is there a significant relationship between the respondentsô level of motivation and teaching per-
formance? 

7. What is the motivational implication of the performance standards to the respondentsô teaching 
performance? 

 
The hypotheses of the study were: there is no significant difference between the respondentsô level 

of motivation in the aspects of leadership styles, organizational climate, reward/recognition system, and 
structure of work based on their profile, and there a no significant relationship between the respondentsô 
level of motivation and teaching performance. 

 
 

METHODOLOGY 
 
The nature of inquiry requires the utilization of the Descriptive Documentary Method using two 

standard questionnaires. It is descriptive in the sense that it determines causal relationships between level 
of motivation and teaching performance. The respondents were the one hundred fifty (150) permanent 
faculty members of the six (6) campuses of Bohol Island State University (BISU). It is also documentary 
because it uses the data of the QCE rating of the faculty members during the school year 2010-2013. The 
instrument used was a questionnaire. The first part of the questionnaire was researcher-made. This would 
get the demographic profile of the faculty members of the six (6) BISU campuses. The second part was 
the level of the motivation of BISU faculty members in terms of leadership style, organizational climate, 
reward system, and structure of work adopted from different studies. Questions were modified and re-
phrased in order to suit the condition of the study. The Leadership Style questionnaire was patterned 
from Linjuan (2010); the Organizational Climate was from Sukumar (2010); the Reward System and 
Structure of Work were from Employee Climate Survey of Gallup (2016).  

 
The respondentsô profile was organized through computed percentage while their level of motivation 

and--- teaching performance was determined through the computed weighted and simple means, respec-
tively. The difference among respondentsô level of motivation in the aspects of leadership styles, organi-
zational climate, reward/recognition system, and structure of work based on their profiles was deter-
mined by computing the z-test and one-way analysis of variance. Finally, to determine the significant 
degree of relationship between the level of motivation of the respondents and their teaching perfor-
mance, the Pearson Product Moment Coefficient of Correlation.  

 
 

REVIEW OF LITERATURE 
 
Effective management of human resources is necessary for any organization to achieve high perfor-

mance. Motivation represents a key element of employee performance and productivity, making it a cen-
tral part of human resource management (Berman, Bowman, West, & Van Wart, 2010). The Theory of 
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Hierarchy of Needs by Maslow (1954), cited by Cherry, 2016) has gained a lot of support from motiva-
tion and management scholars over the years. Managers and leaders who understand this motivational 
theory are in a better position to nurture their employees as they go through different motivational hierar-
chy stages.  

 
There are four factors that exist in every organization and determine the levels of motivation of the 

staff, whether positive or negative (Tracy, 2013). These four factors are (1) leadership style, (2) the or-
ganizational climate, (3) the reward/recognition system, and (4) the structure of the work. 

 
Equity theory directly addresses the issue of money in the workplace and plays a key role in deter-

mining the impact of reward for performance programs. Equity theory states that individuals assess their 
work contributions and rewards relative to other employees and alter their behavior according to their 
perception of equitable treatment (Adams, 1965 updated 2016 by Mind Tools). To have a positive im-
pact on work motivation, reward systems must be perceived as fair by employees. 

 
Performance evaluation is the appraisal of the accomplishment of the employees of an organization. 

The determination of organizational effectiveness which is the degree to which objectives of an organi-
zation are achieved is of basic importance to management. The contribution of each employee in attain-
ing these objectives is the extent to which he has achieved. Therefore, performance evaluation is the as-
sessment of the achievement of objectives. As suggested by Ivancevich (2010), it is just a matter of be-
ing able to select the best evaluation approach for both the employees and managers to agree upon, 
which is a critical decision for everyone concerned, if properly performed, performance evaluations can 
contribute to organizational objectives and employeesô development and satisfaction, which are just a 
few of the goals of performance management.  

 
In Bohol Island State University, one of the performance evaluation tools used to assess the attain-

ment of its objectives is the National Budget Circular (NBC) 461. This study concentrates on the Quali-
tative Contribution Evaluation (QCE). It is the process of determining of a faculty candidate for the par-
ticular rank and sub-rank indicated by the result of the application of the Common Criteria for Evalua-
tion (CCE), another aspect of NBC 461.  

 
Several studies are cited to support this study. The results of the study entitled ñStudy of Work Moti-

vation among Kuwaiti Employeesò by Alduaij (2013) show that Kuwaiti employees in general have high 
level of work motivation; There were statistically significant differences in the work motivation related 
to the variable of gender in favor for male employees; There were no statistically significant differences 
in the work motivation due to age. 

 
Sankari, Ghazzawi, El Danawi, and El Nemar (2015) on their study ñThe Effects of Demographic 

Attributes on Work Outcomes: A Study of the Lebanese Labor Marketò seek to explore the relationships 
between demographic variables and work outcomes, specifically it is common knowledge that demo-
graphic variables like age or gender may have some influence on work outcomes such as motivation, job 
commitment, career advancement, and even sector preferences. It was found out that males showed less 
organizational commitment than females; younger and inexperienced employees do not believe that 
firms are providing satisfactory career advancement opportunities; experienced personnel show more 
motivation than inexperienced one. 

 
 

FINDINGS 
 
Out of one hundred fifty (150) respondents, 29.33% or forty-four (44) were within the 35-44 bracket. 

This was followed by 55-64, 25-34, and 45-54 with the corresponding frequency: thirty-nine (39) (26%), 
thirty-four (34) (22.67%), and thirty-three (33) (22%), respectively. Ninety-eight (98) or 65.33% re-
spondents were females while fifty-two (52) or 34.67% were males. Forty-seven (47) (31.33%) of the 
respondents have taught BISU for 10-19 years; forty-two (42) (28%) served 9 years below; thirty-one 
(31) (20.67%) served 30-39 years; twenty-eight (28)  or 18.67% served 20-29 years; while only two (2) 
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or 1.33% for 40 years and above. Democratic style of leadership was dominant among BISU administra-
tors with the highest weighted mean of 3.01. As to level of motivation, respondents had high level of 
motivation with democratic, transformational and transactional leadership styles; organizational climate 
also gained high level of motivation. The average weighted mean of reward/recognition system was 2.92 
or high. BISU faculty members were highly motivated with the structure of work. Sixty-nine (69) or 
45% of the respondents got 90-94% or ñVery Satisfactory. Fifty-two (52) or 35% obtained a 95-100% 
rating which means ñOutstandingò; Sixteen (16) (11%) got 80-84% or Fair; and thirteen (13) (9%) ob-
tained 85-89% or Satisfactory. This performance was evaluated using the QCE; 

 
There was no significant difference between the respondentsô level of motivation in the aspects of 

leadership styles, organizational climate, reward/recognition system, and structure of work based on their 
age, sex, and teaching experience in BISU.  

 
There is a significant relationship between the level of motivation of BISU faculty members on the 

aspects of leadership styles, organizational climate, reward/recognition system, and structure of work 
and their teaching performance.  

 
There are motivational strengths on the aspects of leadership styles, organizational climate, reward/

recognition system and structure of work to the performance standards (QCE) of the teachers. Structure 
of work is the most motivationally associated aspect to teaching performance. Likewise, democratic and 
transformational leadership was favored by a majority of the faculty. This style increases their productiv-
ity.  

 
 

SUMMARY 
 
Guided by the statement of the problem, this research study determined the leadership style of the 

administrators; level of the respondentsô motivation; respondents teaching performance; significant dif-
ference between the respondentsô level of motivation; significant relationship between the respondentsô 
level of motivation and teaching performance; and motivational implication of the performance stand-
ards to the respondents teaching performance. The respondents of this study were the one hundred fifty 
(150) permanent faculty members of Bohol Island State University: 65.33% were females, and 34.67% 
were males; 29.33% were within the 35-44 bracket, followed by 55-64 (26%), 25-34 (22.67%), and 45-
54 (22%); 65.33% respondents were females while 34.67% were males; 31.33% of the respondents have 
taught BISU for 10-19 years; 28% served 9 years below; 20.67% served 30-39 years;18.67% served 20-
29 years; while only 1.33% for 40 years and above. Democratic style of leadership was dominant among 
BISU administrators. As to level of motivation, respondents had high level of motivation with democrat-
ic, transformational and transactional leadership styles; organizational climate, reward/recognition sys-
tem and structure of work also obtained high level of motivation; 45% of the respondents got 90-94% or 
ñVery Satisfactory, 35% obtained a 95-100% rating which means ñOutstandingò, 11% got 80-84% or 
Fair, and 9%) obtained 85-89% or Satisfactory. There was no significant difference between the respond-
entsô level of motivation in the aspects of leadership styles, organizational climate, reward/recognition 
system, and structure of work based on their age, sex, and teaching experience in BISU. There is a sig-
nificant relationship between the level of motivation of BISU faculty members on the aspects of leader-
ship styles, organizational climate, reward/recognition system, and structure of work and their teaching 
performance. There are motivational strengths on the aspects of leadership styles, organizational climate, 
reward/recognition system and structure of work to the performance standards (QCE) of the teachers  

 
 

CONCLUSIONS 
 
In the light of the findings, the following conclusions were drawn: 
 
Bohol Island State University leaders are participative since they understand that there is no organi-

zation without its people. They effectively delegate tasks to subordinates and give them full control and 
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responsibility for those tasks, and encourage their subordinates to become good leaders. BISU faculty 
members are inspired to work with this kind of leadership. Because of the good working environment, 
decent and fair rewards/recognition system and even structure of work in the university, faculty members 
deliver effective performance and productivity.  The faculty considered these as motivating factors to 
perform best in their tasks. Furthermore, age, civil status, educational attainment, sex, and years of expe-
rience of employees are not effective determinants of their level of motivation. It is more on teamwork 
within the organization, its environment, working condition and its workers. When motivation is high, 
the teaching performance is also high. Once an individual is highly motivated, he/she performs his job 
efficiently. If not motivated, one does not perform well.  

 
 

RECOMMENDATIONS 
 
Based on the findings of the study, the following are recommended: 
 
1. There should be more conducive working environment and condition of the teachers in all cam-
puses to motivate them to increase/improve their performance. 

2. Reward/recognition system of the university should be enhanced by developing a faculty ex-
change program with local and international universities to expand faculty and staff horizons and 
enhance teaching and service capabilities. 

3. A review of the universityôs policies to balance faculty teaching load, and research and extension 
workloads to improve structure of work should be implemented. 
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INTRODUCTION 
 
Newspaper editorials which are subgenre of the newspaper type are of particular significance in 

news discourse (Bell, 1991). Editorials especially editorials of criticisms are written to deliberately influ-
ence the social cognition of their readers by making use of different persuasion and argumentation strate-
gies and devices. In other words, topical or controversial issues are usually tackled in newspaper opinion 
texts in such a way that they present opinions to alter readersô existing point of view or to further 
strengthen readersô point of view that coincides with the writerôs view. Van Dijk (1995b) claims that 
opinion can be traced back to a more universal and culturally motivated knowledge, like shared attitudes, 
ideologies, norms and behaviors.  

 
In particular, headlines in editorials which serve as an introductory fragment of a fully discussed 

main text, perform multiple functions. Van Dijk (1988) explained that headlines and leads can be catego-
rized as the ñsummaryò of the news reports. Moreover, headlines can function as the background of the 
main content of the story and they can serve to promote details of the story. However, Dor (2003) argues 
that newspaper headlines have two functions, one is, semantic function which focuses in reference to the 
text, and the other is pragmatic function which centers on the reader to whom the text is addressed. The-
se two functions are synchronized, the semantic function being encompassed and vindicated by the prag-
matic function. On the other hand, Bell (1991) argues that the main function of headlines as part of news 
rhetoric is to attract the reader. Likewise, Nir (1993) also believes that headlines serve to attract the at-
tention of the reader and to provoke the reader to read the whole story. Thus, apart from introducing the 
topic and encapsulating the content of the news text, drawing readersô attention and influencing mindset 
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ABSTRACT 
 

Newspapers are considered highly accessible through the use of the internet and its authenticity 
provides language teachers a valuable instructional material. Likewise, by studying closely and 
carefully the genre-specific nature of headlines, language teachers could lead students in a more 
careful judgment or judicious evaluation of media discourse, or of newspaper editorial head-
lines in particular. Through conducting a discourse analysis of selected headlines, taken from 
the electronic versions of editorials of the top three broadsheets in the Philippines (Philippine 
Daily Inquirer, The Philippine Star, and Manila Bulletin), the paper aimed at examining wheth-
er certain presupposition triggers can be found in Philippine newspapers editorials headlines 
that enable the potential ability of editorial headlines to draw readerôs attention and to elicit 
insights by creating well-founded conditions for reading processes to occur. The results of the 
study revealed that the most commonly used presupposition trigger was existential presupposi-
tion trigger, which suggests an invariable quality of Filipino editorial headlines. This was fol-
lowed by lexical, structural, and factive presupposition triggers, which highlight the collectivist 
nature of the Filipino culture that account to the high-context and reader-responsible charac-
teristics of Philippine editorial headlines. In contrary, non-factive and counterfactual presuppo-
sition triggers were found to be not employed in the selected corpus. Lastly, use of definite de-
scriptions, factive verbs, implicative verbs, aspectual predicates, temporal clauses, and wh-form 
are some of the identified linguistic items that generate the presupposed meaning in a text. 
  

 
Keywords: discourse analysis, editorial headlines, linguistic items, Philippine newspapers,  
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of readers by highlighting information the writers expect readers to remember can be said to be the major 
functions of newspaper headlines.   

 
Given the nature of newspaper editorial headlines, the strategic use of presuppositions can be an ef-

fective way of achieving these goals. Presupposition as one of the properties of language use has been 
defined as those ñtaken-for-granted, implicit claims inherent in the explicit meaning of a text or utter-
anceò (Richardson, 2007, p.63). In another description, Levinson (1983) defines presupposition as ñthe 
common groundò entrenched in an utterance which is taken for granted by the addressee. Moreover, pre-
supposition possesses dichotomous definition that of semantic and of pragmatic. Semantic presupposi-
tions hinge on the meaning of the words written/spoken to trigger presupposed information (Schmid, 
2001), while pragmatic presuppositions as Caffi (1993) asserts, cannot be drawn from the meaning of 
words, or in something already acknowledged; instead they exist in something that the speaker or writer 
had activated, or in something which is assumed as such. Thus, presuppositions allow speakers and edi-
torial writers, in particular to make prerogatives without actually explicitly emphasizing them in their 
texts. As Huckin (2002) believes, presuppositions provide writers with some kind of linguistic strategy 
that can be used at word/phrase level to influence mindset of readers. This manipulative quality of pre-
supposition is no doubt a dependable persuasive device in media discourse which writers can readily ex-
ploit, especially in newspaper editorials headlines wherein evaluations, stance and position about news 
events already reported in the newspapers are offered (Van Dijk, 1995).  

 
 

STATEMENT OF THE PROBLEMS 
 
In line with the background of the study, the present study acknowledged the potential ability of edi-

torial headlines to draw readerôs attention and to elicit insights by creating well-founded conditions for 
reading processes to occur. Thus, the problems of the study are formulated as the following:  

 
1. What are the presupposition triggers present in the headlines of the top three Philippine newspa-
persô editorials? 

2. How do presupposition triggers generate presupposed meanings behind the headlines of Philip-
pine newspapersô editorials? 

 
 

REVIEW OF LITERATURE 
 
Several studies have been conducted along presupposition triggers of editorial headlines. For in-

stance, the use of presupposition in American and Persian newspaper editorials were made by Bonyadi 
and Samuel (2011). Findings of the study showed some genre-specific features of editorials wherein it 
indicated that non-factive verbs and nominalization were the most frequently employed presupposition 
triggers. Also, similar study was conducted by the same researchers in 2013 on newspaper editorials of 
Tehran Times and The New York Times where they found that certain types of presuppositions, namely 
existential and lexical, were often used by writers in the two papers, while implicative verbs were found 
to be the least preferred presupposition types in the two sets of the headlines. Furthermore, Khaleel 
(2010) has analyzed the use of presupposition in newspaper which focuses in news stories. In this study, 
Khaleel concludes that existential presupposition is the most common presupposition trigger used in 
texts which aims to expose of the existence of event or subject.  

 
In local context, Dayag (1997) conducted a study on speech acts performed by newspaper editorials 

published in three broadsheets circulated in the Philippines. The study observed similarities between 
Philippine English and American English in the use of more assertives than declaratives. Also, Gustilo 
(2002) study on the differences in the structure of news leads in American English and Philippine Eng-
lish showed the preference of both varieties of English to summary leads with who, what, and when as 
the most frequently used elements and who as the most heavily used starting element. In addition, a dif-
ferent study completed by Dayag (2004a) examined the discourse structure of newspaper editorials in 
Philippine English in terms of their macrostructure and their lexico-grammatical features. The study pos-
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ited that the discourse features of the editorials manifest the interactive nature of the texts. Moreover, in 
a separate study conducted again by Dayag (2004b) focused on the phenomenon of evidentiality in Fili-
pino and Philippine English newspaper editorials; the study revealed a widespread use of inferentials in 
newspaper editorials compared to presumtives. Dayag claimed that this is due to the aim of editorial 
writers to keep the interpretative and evaluative nature of editorials. Lastly, Tonioôs (2018) contrastive 
textual analysis of selected online mainstream and alternative Philippine editorial newspaper headlines 
revealed that minimal difference in the use of presupposition triggers was observed in both online main-
stream and alternative Philippine editorial newspaper headlines. Existential trigger was identified as the 
most frequently used presupposition, both in mainstream and alternative newspaper.  

 
  

METHODOLOGY 
 
To perform this inquiry, purposeful sampling was applied to collect data since the study focused on-

ly on headlines of editorials of criticism. Editorial headlines included in the corpus was identified using 
the classification proposed by Hall (2001). Editorials of criticism aimed at censuring current controver-
sial policies and decisions by the newspaper board were considered in the present study due to its more 
persuasive and argumentative power than the other types of editorial that the use of presupposition is 
likely to occur.  

 
Furthermore, since the paper made use of descriptive method of research which describes the quali-

tative data based on the theory to find out the result of the research, thirty (30) electronic versions of edi-
torial headlines culled from the three top known broadsheets in the Philippines (10 from Philippine Daily 
Inquirer, 10 from The Philippine Star and 10 from Manila Bulletin) were selected. Only 30 samples were 
considered since the aim of the present study is to provide in-depth description of the presupposition trig-
gers employed in Philippine newspaper headlines which according to Patton (2001), limiting the number 
of respondents in qualitative studies is not aimed at generalizing but clarifying the idea. 

 
Finally, discourse analysis was utilized to analyze the data where a set coding parameter based on 

the theory of presupposition given by Yule (1996) and Huang (2007) was employed.  
 

Coding Parameter for the Classification of Presupposition Trigger (Yule, 1996; Huang, 2007) 
Types of Pre-
supposition Descriptions 

Existential Pre-
supposition 

(1) The presupposition is categorized as existential when the utterance is in possessive constructions with any definite 
noun phrase. (2) Definite descriptions are observed pointing out existence of entities. (3) This kind of presupposition has 
lexical triggers that focus on proper names, possessives, óthisô- and óthatô-clauses, and ówhô-phrase. 

Factive Presup-
position 

  

(1) The presupposition is considered factive if the presupposed information is followed by a verb that can be treated as a 
fact. (2) It has lexical triggers like factive verbs either epistemic/cognitive (know, aware, odd) or emotive (regret, real-
ize). (3) Factive presuppositions may arise from the use of factive NPs such as the fact/knowledge that, be proud that, be 
indifferent that, be glad that, be sad that, be sorry that. 

Non-factive 
Presupposition 

(1) This type of presupposition has an utterance which was assumed not to be true. (2) This kind of presupposition is 
triggered by certain verbs of prepositional attitude like ódreamô, óimagineô, and ópretendô suggesting that what follows is 
not true. 

Lexical Presup-
position 

(1) The use of one form with its asserted meaning is conventionally interpreted with the presupposition that another (non
-asserted) meaning is understood. (2) This presupposition was triggered by; a.) implicative predicates like manage, 
succeed, b.) aspectual/change of state predicates like stop, continue, forget or aspectual modiýers such as óclimbingô and 
óreachingô involve preconditions that one is not already there at the time. Most verbs signifying actions (to use standard 
aspectual terminology, accomplishments and achievements) carry presuppositions that the preconditions for the action-
are met; c.) Iterative verbs like return, restore, repeat, to comeback; d.) Iterative adverbs like again, too, anymore, anoth-
er time, for the nth time) belongs to this type of presupposition. Iteratives occur in other syntactic classes (e.g. the deter-
miner óanotherô, and, relatedly, the noun modiýer óotherô), and may even be seen as extending below the lexical level to 
the morpheme óre-ô. 

Structural Pre-
supposition 

(1) The presupposition can be treated as structural when parts of the structure are already assumed to be true. (2) A 
presupposition is considered structural if it triggered by the following: a.) temporal clauses like since, during, after, 
whenever, while, before; b.) cleft sentences like an it-cleft ; c.)  pseudo-cleft sentences; d.) wh-form- If the sentence is in 
wh-form, it will be conventionally interpreted with the presupposition that the information after the wh-form is already 
known to be. 

Counterfactual 
Presupposition 

(1) A presupposition is counted as counterfactual presupposition  when complex or compound sentences formed with 
connectives either óorô or óifô; (2) Counterfactual conditionals are considered as triggers of this type. A conditional struc-
ture of this type presupposes that it is not only ónot trueô, but is the opposite of what is true, or ócontrary to factô. 
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FINDINGS 
 
The analysis of the selected editorial headlines of the Philippine Daily Inquirer, The Philippine Star 

and Manila Bulletin showed that presupposition, indicated by (>>) was realized through certain different 
presupposition triggers described below.  

 
Presupposition in Philippine Daily Inquirer editorial headlines 

 
A textual analysis of the headlines in the Philippine Daily Inquirer (PDI) editorials revealed that edi-

torial writers used presupposition triggers to arrive at presuppose meanings. The kinds of presupposition 
triggers used in the PDI headlines included structural, existential and lexical. Table 1 enumerates the 
types of presupposition triggers used in the PDI headlines.  

 
As table 1 shows existential presupposition is the common presupposition used in PDI headlines, 

followed by lexical presupposition and lastly, structural presupposition. PDI headline (1) presupposes 
that there is war on poverty in the country which was triggered by the wh-form, classified as a structural 
trigger. It further presupposes that poverty has long been known to the readers and that the country con-
fronts poverty even before.  

 
PDI headline (2) presents the word off-track as a trigger, which presupposes that foreign policy ex-

ists. The trigger off-track is a definite description categorized as existential. It points out the existence of 
foreign policy by describing it. PDI headline (3) and headline (4), on the other hand, are similar in head-
line (2) since both are introduced by descriptive words happy and bad as existential triggers. Both de-
scriptive words presuppose that slaughter and script exist. In headline 3 ï happy slaughter, further pre-
supposes the sarcasm/irony of the statement attached to the headline which pertains to the increasing 
number of extrajudicial killings in the country, while headline 4 ï a bad script, presupposes false story to 
cover real events and such story or script (like what movie scripts are products of imagination) is so un-
believable or too ordinary or usual that it is considered bad.  

 
PDI headline (5) uses the presupposition triggers out and ignorance which lead to its presupposed 

meaning that there is trap. The word out is classified as lexical presupposition trigger while ignorance is 
descriptive, thus existential. Lexical trigger óoutô is an aspectual/change of state predicate which presup-
poses someone/something was trapped in ignorance before. On the other hand, descriptive word 
óignoranceô which is an existential trigger highlights that a trap is present in the form of ignorance. PDI 
headline (6), (7), and (8) employ existential triggers like definite descriptive words and phrases not rule 
of law, learned, and political. The headlines presuppose that whim, lessons and payback existed or hap-
pened. In particular, headline 6 presupposes that someoneôs whim is not considered as rule of law and 
that rule of law is known to the reader.  

 
Table 1. Types of presupposition trigger in the Philippine Daily Inquirer editorial headlines  

 
No. Type Editorial Headline Presupposition 
1 Structural What about war on poverty? >> There is war on poverty. 
2 Existential Off-track foreign policy >> There is foreign policy. 
3 Existential Happy slaughter >> There is a slaughter. 
4 Existential A bad script >> There is a script. 
5 Lexical Out of the ignorance trap >> One was in the ignorance trap before. 

>> There is a trap. 
6 Existential Whim, not rule of law >> Someone has a whim. 

>> There exists rule of law. 
7 Existential Lessons learned >> There are lessons. 
8 Existential Political payback >> There is payback. 
9 Lexical Held back by SC >> Something was retrained. 

>> There exist SC 
>> SC has authority to held back something. 
>> Something was not held before 

10 Existential An óincredibly brazenô killing >> There is killing going on. 
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PDI headline (9) shows the use of lexical presupposition trigger held back. The verb refers to the 
aspectual predicate which presupposes that something was restrained and that this condition is not true 
before which means that this something is permitted or unrestricted before. The headline further presup-
poses that SC exists and it holds authority to held back something. Lastly, headline (10) presupposes that 
there is killing by displaying the definite description óan incredibly brazenô to trigger the existence of the 
activity. The descriptive phrase also presupposes the nature of the killing which suggests that the killing 
went on without being noticed or was deliberately overlooked by the concerned authority.        

 
Presupposition in The Philippine Star editorial headlines 

 
Table 2 reveals the types of linguistic items that trigger presupposition in The Philippine Star (TPS) 

editorial headlines. TPS headline (1) presupposes that there is narco politics and this operates before by 
displaying the word stopping. The verb óstoppingô refers to aspectual/change of state predicate which 
signify that the action carry presupposition that the preconditions for the action are met. On the other 
hand, TPS headline (2) uses existential presupposition trigger no justice which served as direct descrip-
tion of the massacre victims, thus presupposing the existence of this concept. It further presupposes that 
the massacre victims are seeking for justice and this justice is not delivered. TPS headlines (3) and (4) 
employ lexical presupposition triggers: come out and resetting. The first lexical trigger is an aspectual 
verb which presupposes that someone is hiding and this someone has a story to tell. It also further pre-
supposes that there is a story which can only be heard when that someone reveals himself. The next lexi-
cal expression óresettingô is classified as an iterative verb that presupposes repetition of an action óset.ô It 
also presupposes existing ties, which in the context of the Philippines refers to the relationship of the 
country to the United States. Moreover, the presupposition trigger forwards an idea that there will be 
changes in the current relationships of the two countries. TPS headlines (5), (6), and (7) present existen-
tial presupposition triggers: second chance, breeding, and a promise, all three are definite descriptions. 
However, headline (5) puts forward an idea that Misuari was given a chance before or a certain action 
was repeated. Also, being given a second chance implies an underlying message that Misuari is someone 
influential or important that a chance was given for the second time. Headline (6) presupposes the exist-
ence of impunity in the country, but the word used by the writer óbreedingô also presupposes a negative 
attribute attached to impunity. It further presupposes that impunity is something not practiced in the 
country but now is slowly becoming an observable norm of the society. In contrast, headline óA promise 
to Godô presupposes two messages, one is that God is an acknowledged entity and that someone made a 
promise. TPS headlines (8) and (10) both use lexical linguistic items setting and sustaining that trigger 
presuppositions: an old pace existed and that an old pace was replaced by a new pace; and there is 
growth. Lastly, TPS headline (9) shows a presupposition trigger worst places which is classified as exis-
tential (definite description) since it points out the existence of places for driving. 

 
Table 2. Types of presupposition trigger in The Philippine Star editorial headlines 

 
 
 
 
 

No. Type Editorial Headline Presupposition 

1 Lexical Stopping narco politics >> There are narco politics. 
>> Narco politics operate before. 

2 Existential 
  

No justice for the massacre victims >> There are massacre victims. 
>> Justice is not served. 

3 Lexical Come out and tell your story >> Someone has to reveal himself. 
>> Someone has story to tell. 
>> Someone is hiding. 
>> There is a story. 

4 Lexical Resetting ties >> There are existing ties. 
5 Existential Second chance for Misuari >> Misuari was given a chance before. 

>>There is someone named Misuari. 

6 Existential Breeding impunity >> Impunity is being practiced. 
7 Existential A promise to God >> There is God. 

>> Someone made a promise. 

8 Lexical Setting a new pace >> There is an old pace. 

9 Existential Worst places for driving >> There are places for driving. 

10 Lexical Sustaining growth >> There is growth. 
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Presupposition in Manila Bulletin editorial headlines 
 
The types of presupposition trigger used in Manila Bulletin (MB) editorial headlines are presented in 

Table 3. It can be observed that MB headlines use other types of presupposition triggers like structural 
and factive which are not present in PDI and TPS headlines. Moreover, it can be noted that MB head-
lines were found to be of full sentences which made them less striking and less persuasive than the head-
lines in PDI and TPS.  

 
MB headline (1) presents existential presupposition lexical trigger these to point out the existence of 

dark times in the country. The headline further presupposes the nature of Filipinos to be religious in 
times of trouble and problems by using advent candles to signify hope among Christians. MB Headline 
(2) presupposes that there are pollsters and there was US fiasco that happened by displaying the lexical 
presupposition trigger should learn. This verb phrase refers to the aspectual predicate involving precon-
ditions that one is not already there at the time or to be specific, Filipino pollsters must not commit the 
same mistakes that led to US fiasco. In contrast, MB headline (3) employs factive presupposition trigger 
in the form of the implicative verb notes, presupposing that China visit was made and US is someone 
interested in this activity, while MB headline (4) shows structural presupposition trigger will have, a 
temporal clause, signaling that a part of the structure is already assumed to be true, which in this case 
presupposes that there are visa changes. MB headline (5), on the other hand, uses factive presupposition 
trigger which is classified as emotive factive, realize. The emotive presupposition trigger produces fac-
tive presuppositions that the President cannot do it alone and there is a President. Moreover, MB head-
lines (6), (7), and (8) employ existential presupposition triggers by using direct or definite descriptions 
like SAF families, sovereignty, and SSS plan, thus presupposing the existence of the following entities. 
MB headline (9) shows structural presupposition trigger by using a temporal clause when deportations 
begin which generate the presuppose meaning, deportations will begin. The temporal clause presupposes 
that the information imbedded in the clause is assumed to be true.  Lastly, MB headline (10) presents 
lexical presupposition trigger in the form of aspectual verb need, which presupposes the existence of 
drug addicts and rehabilitation. Also, it puts forward the idea that drug addicts are not rehabilitated at the 
time, thus stating a precondition that is not yet met.     
      

Table 3. Types of presupposition trigger in Manila Bulletin editorial headlines 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 4 tabulate the various linguistic constructions identified in the selected editorial headlines of 

the Philippine Daily Inquirer, The Philippine Star and Manila Bulletin. It appears that editorial writers of 
the three broadsheets utilize different types of linguistic items as source of presupposition. Editorial writ-
ers made more frequent use of existential presupposition trigger with 16 frequency counts (53.33%), fol-
lowed by lexical presupposition trigger with 9 counts (30%), structural 3 counts (10%), and factive 2 
counts (6.67%). Also, it should be noted that the selected editorial headlines in this study did not employ 
non-factive and counterfactual presupposition triggers.  

 

No. Type Editorial Headline Presupposition 

1 Existential Advent candles for these dark times >> Philippines is experiencing dark times. 
2 Lexical Our pollsters should learn from US fiasco >> US fiasco happened. 

>> There are pollsters. 

3 Factive US notes positive side in China visit >> China visit was made. 
4 Structural Visa changes will have repercussions >> There are visa changes. 
5 Factive 0ÒÅÓÉÄÅÎÔ ÒÅÁÌÉÚÅÓ ÈÅ ÃÁÎȭÔ ÄÏ ÉÔ ÁÌÏÎÅ >> There is a President. 

>> The President cannot do it alone. 

6 Existential 4ÈÅ 3!& ÆÁÍÉÌÉÅÓ ÊÕÓÔ ×ÁÎÔ ÃÌÏÓÕÒÅ >> There are SAF families. 
>> Someone is expected to provide closure 

7 Existential 3ÏÖÅÒÅÉÇÎÔÙ ÕÎÒÅÓÏÌÖÅÄ ÂÕÔ ×Å ÍÕÓÔ ÂÅ ÔÈÁÎËÆÕÌ 
ÆÏÒ ПÉÓÈÉÎÇ ÒÉÇÈÔÓ 

>> There are fishing rights. 
>> There is an issue on sovereignty. 

8 Existential Hopes up for pension hike with SSS plan >> There are people with SSS plan. 
9 Structural -ÁÎÙ ×ÉÌÌ ÎÅÅÄ ÈÅÌÐ ×ÈÅÎ ÄÅÐÏÒÔÁÔÉÏÎÓ ÂÅÇÉÎ >> Deportations will commence. 

10 Lexical Drug addicts need rehabilitation >> There are drug addicts 
>> Rehabilitation exists 
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Table 4. Summary of presupposition triggers identified in Philippine newspaper editorial headlines 

 
 
 
 
 

DISCUSSION 
 
The analysis of the selected editorial headlines in the Philippine three top broadsheets reveals that 

editorial writers employ different presupposition triggers and by using these linguistic items, editorial 
writers put forward subtle influence in the readerôs interpretation of facts and events. This claim supports 
Schmid (2001) assertion that discourse writers extend their opinions obscured as truths through the use 
of presuppositions. Also, the analysis presented shows that existential presupposition is the most fre-
quently used category and it further indicates an invariable quality of editorial headlines. The simple 
constructions through the use of definite noun phrases, allows existential presupposition to commit to the 
existence of mentioned entities. Likewise, the use of existential presupposition seems appropriate since it 
aims to depict the presence of certain subject or event. According to Bhatia (1993), the ability of nominal 
expressions to facilitate succinct reference to new concepts and ideas made them one of the most com-
monly used expressions associated with different specialized genres. The unique qualities of headlines 
like capturing the entirety of the content of the editorials and prompting readerôs curiosity (Reah, 2002) 
allow existential trigger to be the easiest tool at writerôs disposal to provide details willingly ascribed for 
by the editorial readers. It can then be argued that the consistent and popular use of existential presuppo-
sition in newspaper editorial headlines can be attributed to its ability to reject challenges and remon-
strance from its addressee (Schmid, 2001). 

 
In addition, it was revealed that Filipino editorial writers seem to prefer the use of lexical, structural 

and factive presupposition triggers. The use of lexical presupposition triggers allows editorial writers to 
provide additional information and at the same time make the headlines as short as possible. Also, 
through lexical presupposition triggers, editorial writers may activate readers' prior knowledge of the 
news issue to the extent that readers can be motivated to get into the details of the stories. As Van Dijk 
(1988) explained, language users highly depend on their universal knowledge, background knowledge, 
and shared knowledge to reach to an acceptable elucidation of a text. Semantic and pragmatic knowledge 
which are part of the readersô cognition of their language assume a crucial role in interpreting cues and 
markers in the headline in particular and in the text in general. Thus, using their semantic and pragmatic 
knowledge, readers can relate them to their schema and by applying it to existing contexts readers can 
decipher the idea behind the text and comprehend the message offered by the writer. Moreover, the ten-
dency of Filipino editorial writers to relatively rely lightly on the use lexical, structural and factive pre-
supposition triggers highlights the collectivist nature of our culture which account to the high-context 
and reader-responsible characteristics of our editorial headlines. Likewise, editorial writers tend to de-
pend on the ability of the readers to understand underlying messages by using shared background infor-
mation.  

 
Lastly, the lack of use of non-factive and counterfactual presupposition triggers might suggest the 

editorial writersô intention to prevent a sense of uncertainty towards the topic or issue discussed. This is 
somehow expected due to the nature of editorial of criticism to find faults especially with methods or 
policies or intentions that are relatively divisive. Thus, one of the objectives of an editorial writer is to 
offer solid claims that are resistant to refutation and challenge which of course, indicative of the presence 
of certain political, ethical and ideological messages in editorial texts.  

 
 

CONCLUSION 
 
Based on the analysis carried out on the selected editorial headlines, the following conclusions were 

made: 

Existential Factive Non-factive Lexical Structural Counterfactual Total 
16 2 0 9 3 0 30 

53.33% 6.67% 0 30% 10% 0 100% 
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1. The most commonly used presupposition trigger was existential presupposition trigger, followed 
by lexical presupposition trigger, structural and factive. Meanwhile, non-factive and counterfactual 
presupposition triggers were found to be not employed in the selected corpus.  

2. Use of definite descriptions, factive verbs, implicative verbs, aspectual predicates, temporal claus-
es, and wh-form are some of the particular linguistic items that generate the presupposed meaning 
in a text. 

 
 

RECOMMENDATIONS/PEDAGOGICAL IMPLICATIONS 
 
In the light of the findings of the study, it is then recommended that: 
 
1. Language teachers should lead their students to systematically explore media discourse in gen-
eral and editorial headlines in particular by identifying the common presupposition triggers em-
ployed and its manner to generate presupposed meanings; 

2. Analysis of editorial headlines may be done in classroom setting which can serve as a tool for 
consciousness raising among students as well as teachers in such a way that presupposed infor-
mation should be treated no less than significant when writing or reading news articles; 

3. Students must learn to exercise critical analysis of presupposition triggers to help them identify 
the writerôs ideological motives for writing, thus enabling them to appraise responsible reporting 
and reading. As Bekalu (2006) warned, presupposed information is treated as relatively less sig-
nificant can itself be extremely important. Presupposed meanings can itself lure uncritical read-
ers to accept presupposed ideas on the assumption that these concepts are held true by everyone.  

4. A deeper awareness of how headlines are used to manipulate the readerôs understanding will en-
able students to examine newspaper headlines in view of its pragmatic and semantic meanings. 
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INTRODUCTION 
 
Workplace diversity refers to the variety of differences between individuals in an organization. It 

does not only include how individuals identify themselves but also how others perceive them. It encom-
passes race, gender, ethnic groups, age, religious affiliation, sexual orientation, citizenship status, mili-
tary service and mental and physical conditions, as well as other distinct differences among people 
(Dyson, 2017). Indeed, it seems that managing a diversified workforce is a big challenge nowadays for 
organizations. Challenges may appear, but it is inevitable. For the upcoming years, industries paying 
much more concern in managing a diversified workforce will serve a competitive advantage and an ave-
nue towards a multifaceted platforms for further growth and development. This study will hope to pro-
vide significant insights to better acknowledge the participation of PWDs in nation building, especially 
within the context of revolutionizing the economy as catalysts of change and significant manpower con-
tributors in building a strong organizational foundations and success towards profitability and growth. 
Persons with disabilities refer to individuals who suffer long-term physical, mental, intellectual or senso-
ry impairments, which upon interaction with various barriers, may hinder their full and effective partici-
pation in the society on an equal basis with others (WHO, 2011). Working with PWDs creates magnitude 
of benefits for industries such as improve job morale and corporate culture. It can also increase consumer 
market revenue; can help reduce employee turnover, and have a positive influence on those enduring 
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ABSTRACT 
 

This study aimed to gather significant inputs from organizations in the context of hiring, reten-
tion, practical and policy strategy towards the formulation of hiring and retention action plans 
for PWDs. Research design is mixed-method sequential transformative. Data were gathered 
through surveys, interviews, and focused group discussions by using validated tool and ques-
tionnaire.  Purposive sampling method was utilized. Participants are in Central Luzon, Region 
III, Philippines who have first-hand engagement in the employment of PWDs. Ninety eight (98) 
organizations were consulted being represented by HR Officers and Managers with 161 em-
ployed PWDs. The study utilized SPSS in generating descriptive and correlational statistics. 
Qualitative data undergone data analysis. Results are being divided into the degree of express-
ing agreement in hiring and retention of workers with disabilities, and the degree of expressing 
rating on practical and policy strategies. Chi-square test reveals that there is a significant rela-
tionship of the type of disabilities amongst the employed PWDs and organizations with PWDsô 
inclusivity at r (98) = 98.000, p < 0.01; nature of work environment at r (98) = 94.519, p < 0.01, 
and job titles of employed PWDs at r (98) = 445.957, p < 0.01. Summary of findings resulted to 
barriers and solutions in hiring and retention of PWDs. Barriers identified were, lack of aware-
ness, incompetency amongst PWDs, costly, lack of institutional inclusivity policy, and loss of 
productivity. Solutions are financial support and subsidies, capability building, institutional 
inclusivity policy, partnership between industry & government, and improvement of the exist-
ing non-discrimination law especially on inclusivity. 
  

 
Keywords: workplace diversity, inclusion and accommodation, persons with disabilities, hiring,  
            retention, practical and policy strategies  
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lesser conflict (Perriello, 2015). Organizational platforms must now be open to all, most especially for 
those who are often neglected and abandoned like PWDs due to stereotyping resulting to discrimination. 
The principle of inclusion then for PWDs in the workplace will be a good start to break the said mantle 
of discrimination. Inclusion is the achievement of a work environment in which all individuals are treat-
ed fairly and respectfully. They should have equal access to opportunities and resources so they can con-
tribute fully to the organizationôs success (Society for Human Resource Management). Inclusivity of 
PWDs in the workplace is always an issue even up to this point in time due to the fact that industries 
nowadays are still occupied with many fears such as fear that PWDs lack necessary skills, abilities and 
other significant characteristics; fear of litigation associated with terminating PWDs; fear that it will low-
er productivity and entail higher costs, and others (Unger, 2002). In addition, people with disabilities 
have lower employment rates than persons without disabilities in developing countries ( Mizunoya and 
Mitra, 2012), like for instance, here in the Philippines, based from the column of Imperial (2017) in 
VERA Files cover issue, among the 1.4 million Filipino PWDs, 85% of them remains uneven in the con-
text of work ( Census of Population, 2010). Definitely, there are still a lot of things to weigh and consid-
er in order for the aforementioned fears and gaps to be solved pertaining to the inclusion of PWDs in the 
workplace. Continued research is needed to better understand how each of these factors contributes to 
heightened employment equity and opportunity for individuals with disabilities (Bruyere, 2003). 
Schools, industries, government and non-government sectors and PWDs themselves must work together 
towards the formulation of policies and programs that in the end all will benefit most especially the vul-
nerable ones, PWDs.  

 
 

STATEMENT OF THE PROBLEM 
 
This study aimed to understand the dynamics and perspectives of organizations regarding inclusion 

or accommodation of persons with disabilities in the workplace towards the formulation of hiring and 
retention action plans, specifically, it sought to answer the following questions:  

 
1. How may the profile of organizations as participants be described in terms of: 
1.1 Nature of work environment 
1.2 Type of disabilities of presently employed persons with disabilities (PWDs) 
1.3 Job titles of presently employed persons with disabilities (PWDs)? 

2. Is there a significant relationship between the type of disabilities of employed PWDs and number 
of organizations with inclusion and accommodation of PWDs per province, nature of work envi-
ronment and job titles of employed PWDs? 

3. What are the first three (3) reasons of the participants ranked by the proportion of expressing 
agreement in relation to: 
3.1 Reasons of employers in not hiring persons with disabilities, and 
3.2 Reasons of employers in not retaining persons with disabilities. 

4. What are the first three (3) strategies of the participants ranked by the proportion of expressing 
rating in relation to: 
4.1 Practical strategies in hiring and retention of workers with disabilities, and 
4.2 Policy strategies in hiring and retention of workers with disabilities? 

5. What are the collective subject of responses and perspectives of the participants pertaining to hir-
ing, retention, practical and policy strategies for PWDs? 

6. How may the results of the study be interpreted once analyzed and merged in terms of:  
6.1 Barriers in hiring and retention of workers with disabilities, and  
6.2 Solutions in hiring and retention of workers with disabilities?  

 
Null Hypothesis (Ho) 

 
The researcher hypothesized the following with .05 level of significance: 
 
There is no significant relationship between the type of disabilities of employed PWDs amongst the 

considered organizations and: 
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a. Number of organizations employing PWDs per province, 
b. Nature of work environment, and 
c. Job titles of employed PWDs. 
 
 

REVIEW OF LITERATURE AND STUDIES 
 
This study analyzed and weighed different literatures and studies towards a much developed and im-

proved sets of ideas from varied areas of interests set forth by respective authors regarding diversity and 
inclusion of PWDs in the context of work.  

 
The Impact of Workplace Diversity in Organizations by Dike (2013), explored and studied compa-

nies managing a diversified workforce together with the consequences attached to the companyôs exist-
ence, as well as examining the challenges that comes with employees from diverse cultural backgrounds. 
Five companies in Finland and Ghana have been studied.  The result shows that workplace diversity 
plays an important and effective role in some companies; however, results of the study found that if there 
will be inadequate mentoring and guidance will result to poor productivity. In addition, the researcher 
also noted that workplace diversity will result to a revolutionize production if fair and just treatment will 
be observed in the implementation of its processes towards further organizational success and develop-
ment. Comparison between big and small companies also resulted from the said study wherein big com-
panies seem to be more passionate in dealing with workplace diversity while small companies do have 
difficulty in effectively managing the issue of a diversified workforce within their organizational soil. 
Saxena (2014), on her study entitled, ñWorkforce Diversity: Key to Improve Productivity,ò critically 
analyzed and assessed workforce diversity and its impact on productivity in an organization. By examin-
ing different literatures and studies, the researcher found that workforce diversity is considered a strength 
in an organization; but due to challenges attached to it that people do consider in terms of their views, 
and the issue of diversity in the workplace is still a problem. The researcher also added that even though 
diversity in the workplace is sometimes prone to challenges. There are still many individuals inside the 
organization who are positive regarding workforce diversity, and if managed properly it can definitely 
revolutionize productivity. Levosada (2017) pertaining to the employment of PWDs reiterated that as 
provided in the law in the Philippines, equal employment opportunity shall be given to PWDs in the se-
lection process based on qualification standards for an appointment to a position in government and re-
quirements set by employers in private corporations. They shall also be subject to the same terms and 
conditions of employment, compensation, privileges, benefits, incentives, or allowances as an able-
bodied person. In addition, accommodation of PWDs should not impose undue or disproportionate bur-
den, but must ensure the exercise of equal opportunity for PWDs in all fundamental rights. In relation to 
the inclusion and recognition of PWDs in the workplace, a study was made by Sellevol (2016), from 
where he investigated the experiences of disabled people in the job search process using the social model 
of disability. The study sample consists of seven people with disabilities and one employer within the 
framework of a social model of disability from where the social understanding of disability focuses on 
the person's environment and how these surroundings might be disabling from where disabled people 
seek jobs in an environment where there is little room to be disabled, and that they might be limited in 
what jobs they pursue due to experiences in the past. It was also noted from the study by the researcher 
that disabled people desire to be seen as ordinary workers without any needs for special adaptations in 
order to pursue a position where there is a greater chance of succeeding in finding and gaining employ-
ment. Kaye, Jans and Jones (2011) surveyed human resource professionals and supervisors working for 
employers known or reputed to be resistant to complying with the American Disability Affairôs employ-
ment provisions. Attendees of employer-requested ADA training sessions were asked to assess various 
possible reasons that employers in general might not hire, retain, or accommodate workers with disabili-
ties and to rate strategies and policy changes that might make it more likely for employers to do so. Re-
sults as cited by respondents, the principal barriers to employing workers with disabilities are lack of 
awareness of disability and accommodation issues; concern over costs, and fear of legal liability. With 
regard to strategies, employers might use to increase hiring and retention; respondents identified in-
creased training and centralized disability, and accommodation expertise and mechanisms. Public policy 
approaches preferred by respondents include no-cost external problem-solving, subsidized accommoda-
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tions, tax breaks, and mediation in lieu of formal complaints or lawsuits. Tacadao and Narido (2016) on 
their working paper studied the employment profile of Persons with Disabilities (PWDs) in selected re-
gions in the Philippines. The 150 respondents emanated from a quota sampling were selected and sur-
veyed on their profile such as employment, sources of income, trainings acquired and job search experi-
ences. The key findings are: (a) the leading occupation among PWDs are within the sectors of health 
professionals and elementary occupations, as well as in clerical works; (b) education and training are 
critical factors in getting a satisfactory job; (c) PWDs rely to their friends and family in job search; (d) 
there are companies that mainstream the employment of PWDs; (e) that government organizations plays 
an important role in ensuring the inclusion of PWDs in the workplace, and (f) there is a notable need to 
strictly implement laws and policies together with raising awareness on PWD inclusion and employment. 
Indeed, managing a diversified workforce seems a challenge but for as long as there will be an open 
modification to systems and policies, it can eventually create a magnitude of significant benefits for or-
ganizations. Inclusion of PWDs in the workplace is a good start to further meet the challenges of an in-
evitable diversity in the workplace. Sad to say, there are just a minimal percentage for those who get 
hired and landed on a comfortable working platform for this group of minority. PWDs in the workplace 
are not yet been fully embraced and practiced. Other organizations still see them as liabilities than pre-
cious manpower. In line with these, an in-depth understanding about them-PWDs could be further at-
tained through consultation with organizations having direct engagement with PWDs pertaining to inclu-
sivity and providing reasonable employment accommodations. In this way, the provisions and develop-
ment of further programs and policy for this group of minority will be given emphasis and importance as 
what then this study aimed for, the formulation of a hiring and retention plans for PWDs. Based from the 
studies and literatures reviewed and considered, there is indeed a need to formulate a multi-sectoral ap-
proach in the inclusion and accommodation of PWDs in the workplace. Working as one in the develop-
ment of strategic policies and programs must be prioritized. Furthermore, as what this study also aimed 
for, consultation from different organizations must be done towards better understanding on inclusion 
and accommodation issues of PWDs in the workplace, and later on to formulate strategies and policies 
that will empower and acknowledge the skills of PWDs in the field of work.  

 
 

METHODOLOGY 
 
This study is a mixed-method sequential transformative research from where collection of data are 

done either way around and then integrated during interpretation (Terrell, 2012); which further allows 
the researchers to give voice to diverse perspectives; better advocates for participants, and to better un-
derstand a phenomenon or process (Creswell, 2003).  Data were gathered through surveys, focused 
group discussions and interviews focusing on the subject matter. The researchers made use of research 
documents from different literatures, foreign and local in the conceptualization of this study. Validated 
research instruments are also utilized to gain verifiable and credible information. Consultations were 
made as to the application of industry mapping and profiling of those organizations who have direct en-
gagement to persons with disabilitiesô inclusivity and accommodation in the context of work. This study 
involved organizations whether private or public who have engagement for PWDsô inclusivity and provi-
sions of reasonable accommodations in the context of work within the provinces of Aurora, Bataan, Bu-
lacan, Nueva Ecija, Pampanga, Tarlac and Zambales, Central Luzon, Region 3. PWDs accommodated 
are classified as qualified persons with disabilities in which with reasonable accommodations can per-
form the essential functions of employment position that such individual holds or desires (RA 10524). 
Through an in-depth mapping and series of consultation, 98 organizations were identified and consulted 
being represented by 82 Human Resource Officers and 16 Managers. Total number of employed persons 
with disabilities from the consulted 98 organizations is 161. Purposive sampling was utilized in this 
study. The researchers examined and considered a population with units of interest, having some kind of 
characteristics that are not common (Lund Research, 2012). In this case, organizations who have direct 
engagement on inclusivity and with reasonable accommodations in the workplace for persons with disa-
bilities were sought. Research instruments used were validated interview questionnaires and the Pacific 
ADA Center Employer Training Questionnaire from where proper coordination and exchange of com-
munication was sought towards approval. The study utilized Statistical Package for Social Sciences 
(SPSS) version 20 software in generating descriptive and correlational statistics. Demographic profiles 
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were presented using frequencies and percentages. interview statements properly validated, undergone 
data analysis, analyzing the existence and frequency of data through the application and guidance of the 
following data analysis processes; formulating research questions; operationalizing variables; and creat-
ing a coding scheme and quantifying the codes towards the formulation of themes. Coding was made 
through descriptive and in vivo pertaining to the relationships, similarities, differences and frequency of 
data being provided by the participants. 

 
 

FINDINGS 
 

1. Profile of the participants in terms of nature of work environment, type of disabilities and job 
titles of employed PWDs  

 
Noticeable huge percentages on the nature of work environment for organizations served as partici-

pants employing PWDs are in manufacturing with 17 or 17.3%, followed by local government with 14 or 
14.3%, distribution and selling with 12 or 12.2%, BPOs with 7 or 7.1% and manpower services with 7 or 
7.1%. Remaining 42 % are in banking, production, hospital, school, foundation, hotel and casinos, con-
tractor businesses, logistics, health and wellness, consultancy, food services, security, theme and recrea-
tion, transportation and lending. Type of disabilities of employed PWDs coming from the respective or-
ganizations considered are orthopedic with 64 or 40%, followed by deaf-mutes with 43 or 26.5% and 
visually impaired with 29 or 17.9%, the rest of the disabilities are speech, psychosocial, cross-eyed, mus-
cular disability, congenital bone deformity, polio, dwarfism, hearing disability, inborn fingerless and 
chronic illness with 15.6% in totality. Huge percentages of job titles on the other hand for employed 
PWDs are office staff with 32 or 19.9%, massage therapists with 24 or 14.9%, admin clerks with 24 or 
14.9%, customer service representatives with 21 or 13%, manufacturing personnel with 14 or 8.7% and 
production operators with 10 or 6.2%. The remaining 22.4% are utility personnel, secretary, assembly 
staff, machine operators, instructors, cleaner, recruitment staff, dishwasher, service crew, internal securi-
ty, accounting staff, messenger, maintenance staff, cashier, branch manager and project officer. There 
are organizations that mainstream the employment of PWDs (Tacadao & Narido, 2016), good to see that 
somehow PWDs in Central Luzon are being provided employment opportunities or are given with rea-
sonable accommodations in the context of work as what is being reflected above most especially in the 
field of manufacturing, in government offices which is expected (RA 7277), distribution and selling, 
manpower services and business process outsourcing (BPOs). But the data, considering the population of 
PWDs seeking for work is considered to be small portion of those who want to land on regular jobs, 
Colella and Bruy¯re (2011) even mentioned that in terms of employment and participation on the labor 
market, persons with disabilities are still considered underemployed group of workforce and even 
viewed as disadvantaged (OECD, 2010). Getting to a much decent and traditional jobs for PWDs is still 
a struggle considering certain limitations or medical conditions, some are still depending on the support 
of families and assistance from the government (Quilalang, 2019). There are still things to be done. Most 
organizations should realize that PWDs do also have potentials and could also be an asset and become a 
productive member of the working sector. Organizations must ensure to exercise equal employment op-
portunity for PWDs in all its fundamental rights (Levosada, 2019), PWDsô talents, capacity and experi-
ence can also lead them to become excellent employees benefitting in the end; the growth and productiv-
ity of the organization. There is indeed a call to work as one in coming up with programs and policies 
intended for PWDsô inclusivity in the workplace, may the challenge be accepted by all towards embrac-
ing diversity and acknowledging everyoneôs part in nation building and development. 

 
2. Correlation of the type of disabilities of employed PWDs and organizations with PWDsô inclu-
sivity per province, nature of work environment and job titles of employed PWDs 

 
Table 1 shows the correlation of the type of disabilities of employed PWDs and organizations with 

PWDsô inclusivity per province, nature of work environment and job titles of employed PWDs. Chi-
square test further reveals that there is a significant relationship of the type of disabilities amongst the 
employed PWDs and organizations with PWDsô inclusivity at r (98) = 98.000, p < 0.01; nature of work 
environment at r (98) = 94.519, p < 0.01, and job titles of employed PWDs at r (98) = 445.957, p < 0.01. 
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Therefore, the results rejected the null hypothesis set in this study that there is no significant relationship 
of the type of disabilities of employed PWDs and organizations with PWDsô inclusivity per province, 
nature of work environment and job titles of employed PWDs. The results shows that the type of disabil-
ities amongst employed PWDs, organizations employing or with reasonable accommodations for PWDs 
as well as the nature of work and job titles of presently employed PWDs are interrelated with one anoth-
er. In order for organizations to provide accommodations to PWDs, location plays a pivotal role. Those 
organizations whose economic power is seen or the place revolutionized business growth and develop-
ment have the capacity to provide employment largely including those in the minority sectors like the 
PWDs. Although the region of residence in the study of Boman et al. (2013) had a small impact on the 
employment rate of people with disabilities, it is undoubtedly be accepted the reality that with higher 
output and positive economic growth, firms tend to employ more workers creating more employment 
and effectively uplifting public services as well as facilitating higher living standards (Pettinger, 2017).  
Generations of more job and livelihood opportunities are expected if the place is a hub for economic op-
portunity and growth which means that more investors come leading to more jobs and more develop-
ment, increasing confidence and tends to encourage firms to take risk and innovate. If there will be no 
growth and development, no additional jobs and livelihood opportunities are produced. Once employ-
ment opportunities are observed and guaranteed, jobs for all are attainable including for PWDs. PWDs 
applying for work then must be given significant considerations as to what kind of position, task and 
even role they will play inside the organization based on a certain criteria and requirements being set by 
the hiring agency, suiting PWDsô skills and abilities in order to produce quality of work. The results sup-
ported the study of Boman et al. (2013) that different disabilities were considered potential important or 
essential factors that affects employment whether in terms of opportunities and provision of status or 
position. It was also noted from the study that the barriers towards entering labor market for people with 
disabilities vary depending on the type of disability (Clausen et. al, 2004). Effective placement in em-
ployment of job seekers with disabilities must be done making the best possible match between their 
qualifications, interests and expectations and the requirements of enterprises, as indicated in the job de-
scriptions and job specifications for particular vacancies. Almost all jobs can be performed by someone 
with a disability, if given the right environment, most people with disabilities can be productive, but as 
documented by several studies, both in developed and developing countries, working age persons with 
disabilities experience significantly lower employment rates and much higher unemployment rates than 
persons without disabilities (Houtenville et al., 2009). Heron (2005) pointed out that organizations must 
religiously conduct job matching process, requiring good quality information about job seekers with dis-
abilities to determine experience, skills, interests and general capacity. The process also requires good 
quality information about jobs, including the specific tasks to be performed, the standards of perfor-
mance required, the conditions under which the work is performed and the organizational setting in 
which the work takes place. 

 
 
 
 
 
 
 
 
 

3. Reasons of the participants ranked by the proportion of expressing agreement in terms of em-
ployerôs hiring and retention of workers with disabilities 

 
Table 2 shows the results of the generated first three (3) reasons why employers do not hire persons 

with disabilities. First three (3) reasons ranked by the proportion of expressing agreement why employ-
ers do not hire persons with disabilities based from the weighted mean value together with the variation 
or dispersion of the data in a set or the standard deviation (SD) were, they rarely see people with disabili-
ties applying for jobs at 3.05 mean score and with SD of .817, followed by,  they are concerned about the 
extra time that supervisors or co-workers will need to spend to assist workers with disabilities at 2.59 
mean score with SD of .872 and they canôt ask about a job applicantôs disability, making it hard to assess 

Table 1 Correlation of Type of Disability and Organizations Per Province, Nature of Work & Job titles  

Type of disabilities amongst employed 
PWDs and its relationship to: 

Chi-Square Cramerôs V 
Asymp. Sig. (2-
tailed) 

Decision 

Organizations employing PWDs per province 98.000a 1 .000** Reject Ho 
Nature of work environment 94.519a 0.982 .000** Reject Ho 
Job titles of employed PWDs 445.957a 0.48 .000** Reject Ho 
n = 98 ; *p<0.05 ; **p<0.01     
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whether the person can do the job at 2.57 mean score with SD of .786. The results of the generated first 
three reasons for why employer do not hire persons with disabilities with specific verbal description or 
interpretation are as follows: they rarely see people with disabilities applying for jobs as ñAgreeò; they 
are concerned about the extra time that supervisors or co-workers will need to spend to assist workers 
with disabilities as ñDisagreeò, and they canôt ask about a job applicantôs disability, making it hard to 
assess whether the person can do the job as ñDisagree.ò The findings shows that the participants are in 
agreement that in spite that they do accommodate PWDs in the context of work, they still rarely see 
PWDs applying for jobs. Many people with disabilities were skilled, capable and keen to work, but these 
things are tested sometimes due to other factors leading PWDs towards loss of self-esteem, feeling of 
inferiority, and lack of interest and motivation in looking for jobs. Ohikuare (2018) even mentioned on 
her newsletter entitled, ñHow to Navigate Common Concerns When Job Hunting With Disabilityò that 
common challenges are being experienced by PWDs in job seeking, top ones noted are the ability to ap-
ply for jobs, mobility issues, and due to potential prejudice by the hiring companies. In addition, Loprest 
and Maag (2001) also pointed out that the difficulties in looking for work are widespread and encoun-
tered by persons with disabilities, and that the most frequently cited reasons for being discouraged from 
looking for work are lack of appropriate jobs available in line with disability, no ease in job seeking like 
transportation matters, and persons with disabilities who have the most difficulty looking for jobs are 
those who have less education or who are lacking recent work experiences. The disagreement of the par-
ticipants whether they are concerned about the extra time that supervisors or co-workers will need to 
spend to assist workers with disabilities and they canôt ask about a job applicantôs disability, making it 
hard to assess whether the person can do the job are expected due to the fact that the organizations 
served participants on this study do have first-hand engagement in the inclusion and accommodation of 
persons with disability, which means that the participants have credible and confident stand on the inclu-
sivity of PWDs in the context of work because of active participation, experience, and involvement. 

 
 
 
 
 
 
 
 
 
Table 3 shows the generated first three (3) reasons why employers do not retain workers with disa-

bilities. First three reasons (3) ranked by the proportion of expressing agreement why employers do not 
retain workers with disabilities through weighted mean value together with the variation or dispersion of 
the data in a set or the standard deviation (SD) were, they are concerned about attitudes of co-workers 
toward the worker with a disability at 2.43 mean score and with SD of .837, followed by, they canôt ask 
about a workerôs disability, making it hard to assess whether the person can still do the job at 2.27 mean 
score and with SD of .819, and they are worried about the cost of providing ñreasonable accommoda-
tionsò so that workers with disabilities can do their jobs at 2.27 weighted mean with SD of .903. The 
generated three reasons of the participants why employer do not retain workers with disabilities stated 
as: they are concerned about attitudes of co-workers toward the worker with a disability; they canôt ask 
about a workerôs disability, making it hard to assess whether the person can still do the job, and they are 
worried about the cost of providing ñreasonable accommodationsò so that workers with disabilities can 
do their jobs falls within the category description as ñDisagreeò meaning, the participants are not in 
agreement or have reservation with the mentioned reasons. The justification of the participants is ex-
pected because they have first-hand engagement in PWDs inclusivity and experience in hiring and reten-
tion of workers with disability is embedded in organizational policy and program. It is justifiable to see 
that organizations who are not open for inclusion and accommodation viewed PWDs in the workplace as 
costly or expensive as supported by Kaye, Jans and Jones (2011) in their study, the cost of accommoda-
tions served a critical element that needs to be resolved and addressed, not to mention the facilities and 
additional benefits needed. That is why it is important that multi-level stakeholders must work together 
most especially through the help of the government (Bruyere, 2003) to address barriers in the employ-
ment for people with disabilities. 

Table 2 Hiring Reasons 

Hiring Reasons Mean S.D. Verbal Interpretation 

They rarely see people with disabilities applying for jobs. 3.05 0.817 Agree 
They are concerned about the extra time that supervisors or co-
workers will need to spend to assist workers with disabilities. 

2.59 0.872 Disagree 

They canôt ask about a job applicantôs disability, making it hard 
to assess whether the person can do the job. 

2.57 0.786 Disagree 
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4. Strategies of the participants ranked by the proportion of expressing rating in relation to practi-
cal and policy strategies 

 
Table 4 shows the first three (3) practical strategies of the participants ranked by the proportion of 

expressing rating in hiring and retention of workers with disability. First three practical strategies (3) 
generated through weighted mean together with the variation or dispersion of the data in a set or the 
standard deviation (SD) were written guidelines for dealing with workers with disability at 3.7 mean 
score and SD of .578, more or better training on disability issues for supervisors and managers at 3.65 
mean score and SD of .611 and a written company policy of non-discrimination that includes disability 
at 3.61 mean score and SD of .741. The generated practical strategies by the participants concerning the 
hiring and retention of workers with disabilities stated as: written guidelines for dealing with workers 
with disability; more or better training on disability issues for supervisors and managers, and a written 
company policy of non-discrimination that includes disability falls within the category description as 
ñSomewhat helpfulò meaning, the said strategies ranked by the proportion of expressing rating by the 
participants are necessary in hiring and retention of workers with disabilities. Written company policy on 
non-discrimination will serve as a guiding tool that establishes a foundation of mutual respect that can 
also eliminate potential liability concerning employment practices (Mayhew, 2019). Through a written 
guidelines for dealing with workers with disability, employees are provided standards in uplifting right 
conduct and harmonious relationship that later on promote acceptance and understanding on employee 
diversity. Aside from company policy and written guidelines regarding non-discrimination, more train-
ings on disability issues for supervisors, and managers must also be looked into. By having capability 
training as what Baker and Moon (2008) suggested in their study, for managers and supervisors on disa-
bility, acceptance, commitment, support, and enhancement of communication skills are expected to revo-
lutionize awareness and eradicate discrimination. Company policy and guidelines, capability training, as 
well as organization-wide consultations are important strategies to consider proving later on manage-
mentôs commitment to disability (Clark, 2013). These will further result in improving and developing an 
overall progressive and inclusive work environment that assures an appreciation of employee diversity 
(Bruyere, 2003). By working as one together with multi-sectoral approaches (Dike, 2013), workplace 
accommodations or inclusions will be better understood, valued and hoped to dismantle employment 
discrimination and stereotypes regardless of what challenges may come.   

 
Table 5 shows the first three (3) policy strategies of the participants ranked by the proportion of ex-

pressing rating in relation to hiring and retention of workers with disabilities. First three (3) policy strate-
gies generated through weighted mean together with the variation or dispersion of the data in a set or the 
standard deviation (SD) were a trial initial employment period for workers with disabilities at 3.4 mean 
score and SD of .756, a government program to pay for or subsidize reasonable accommodations for 
workers with disabilities, including equipment and any needed help with job-related tasks at 3.39 mean 
score and SD of .869 and salary subsidies for workers with disabilities at 3.35 mean score and SD 

Table 3 Retention Reasons     

Retention Reasons Mean S.D. Verbal Interpretation 

They are concerned about attitudes of co-workers toward the worker 
with a disability. 

2.43 0.837 Disagree 

They canôt ask about a workerôs disability, making it hard to assess 
whether the person can still do the job. 

2.27 0.819 Disagree 

They are worried about the cost of providing ñreasonable accommo-
dationsò so that workers with disabilities can do their jobs. 

2.27 0.903 Disagree 

Table 4 Practical Strategies   

Practical Strategies Mean S.D. Verbal Interpretation 

Written guidelines for dealing with workers with disability. 3.7 0.578 Somewhat helpful 
More or better training on disability issues for supervisors and man-
agers. 

3.65 0.611 Somewhat helpful 

A written company policy of non-discrimination that includes disa-
bility. 

3.61 0.741 Somewhat helpful 
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of .839. The generated three policy strategies by the participants ranked by the proportion of expressing 
rating stated as: a trial initial employment period for workers with disabilities; a government program to 
pay for or subsidize reasonable accommodations for workers with disabilities, including equipment and 
any needed help with job-related tasks, and salary subsidies for workers with disabilities fall within the 
category description of ñSomewhat helpfulò meaning, these policies will be beneficial in the welfare of 
persons with disability most especially in the context of employment hiring and retention. Indeed, there 
must be a multilevel approach in accommodating employees with disabilities (Bruyere, 2003& Dike, 
2013). The government for example as one of the stakeholders plays a very important role in providing 
policy strategies from where all are expected to adhere to support and help workers with disabilities most 
especially in the context of workplace inclusivity. Salary subsidies, external mediation services and indi-
vidual experts to assist and hopefully solve disability issues or any job related concerns without cost to 
the employer are beneficial to hiring organizations; solving somehow the issue of high maintenance and 
risk factor issues in the accommodations of workers with disabilities. Trial employment period for work-
ers with disabilities is also a good strategy to consider, by having a trial employment period for workers 
with disabilities, it will gives employees the opportunity to see if they are fit for the role and culture they 
are in as well as to lower hiring risks for organizations (Stringfellow, 2019). Multi-stakeholder approach 
in workplace inclusivity amongst PWDs on the mentioned strategies above is definitely needed, most 
especially in designing and formulating an effective strategies concerning any financial and employment 
assistance concerns among PWDs. All stakeholders must work hand in hand as what Dike (2013) sug-
gested to consult different sectors like industries, schools, government and non-governmental sectors on 
the skills and qualifications needed or expected from PWDs as well as the necessary programs to be con-
sidered that will further uplift or improve the quality of life most especially for persons with disability. 
May such effort to formulate programs and policies for PWDs be extended to all involved and build a 
massive approach in inclusivity building eradicating discrimination and just embracing diversity. 

 
5. Collective subject of responses and perspectives of the participants emanated from the conduct-
ed interview pertaining to hiring, retention, practical, and policy strategies 

 
Collective other reasons emanated from the interview results for why employer do not hire persons 

with disabilities were, lack of necessary skills and abilities amongst PWDs; it lessens productivity and 
affects quality of work; employers and employees are not well equipped in dealing with the needs of 
PWDs; there is a direct discrimination due to disability; additional liabilities for the company and hiring 
of PWDs is costly; entails high risk factors and maintenance in terms of safety and health; poor aware-
ness advocacy on inclusivity and accommodation of PWDs in the workplace; no further employment 
opportunities & rarely see PWDs applying for job, and standards or rules of organizations are not inclu-
sivity-friendly. Collective other reasons why employer do not retain workers with disabilities on the oth-
er hand were, inability or failure to deal with the needs of PWDs; standards and policies inside organiza-
tions are not inclusivity bound for PWDs; lack of necessary skills and abilities to meet the demands of 
work; it is costly; high risk factors and maintenance concerning safety and health of PWDs; loss of quali-
ty of work resulting to poor productivity; direct discrimination due to disability; loss of trust and confi-
dence for PWDs due to employer's dissatisfaction;  PWDs' behavioral and attitudinal concern, and due to 
some employer's personal considerations. Furthermore, collective other practical strategies suggested by 
the participants from the conducted series of interviews were capacity building for PWDs in the context 
of training; education and series of enhancement programs; formulation of guidelines and policy regard-
ing inclusivity inside the organization; capability training and education for employers and employees 
concerning inclusivity; enhancement of inclusivity awareness program across organizations whether or 
not there is accommodation for PWDs; establish support groups or inclusivity advocacy offices inside 

Table 5 Policy Strategies  

Policy Strategies Mean S.D. Verbal Interpretation 

A trial initial employment period for workers with disabilities. 3.4 0.756 Somewhat helpful 
A government program to pay for or subsidize reasonable accom-
modations for workers with disabilities, including equipment and 
any needed help with job-related tasks. 

3.39 0.869 Somewhat helpful 

Salary subsidies for workers with disabilities. 3.35 0.839 Somewhat helpful 
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organizations; partnership between government and organizations to formulate motivational programs 
regarding inclusivity of PWDs in the context of work through the help of diversity specialist whether to 
include industry citations or recognitions, and provide additional tax breaks  and creation of more job 
opportunities. Lastly, collective other policy strategies suggested by participants were the following: 1) 
Ratification of existing discrimination law most especially in the context of inclusivity of PWDs in the 
workplace; 2) Mandatory inclusion and accommodation of PWDs in the workplace; 3) Partnership or 
collaboration of government and industry to formulate an effective hiring and retention programs for 
PWDs; 4) Government subsidies or financial assistance; 5) Free education and training for PWDs; 6) 
Thorough implementation of inclusivity awareness programs nationwide; 7) Mandatory compliance of 
organizations to undergo inclusivity education, orientation and establishment of support offices for fur-
ther licenses and permit approval or issuance; 8) Creation of more job and livelihood opportunities for 
PWDs, and 9) Additional tax breaks or benefits for employers embracing inclusivity and accommodation 
of PWDs. 

 
6. Interpretation of results once analyzed and merged  

 
Data resulted from the validated adapted questionnaire and interview guide were analyzed and 

merged. The said data undergone series of stages during analysis and interpretation. Through the princi-
ple of merging in mixed-method, significant themes resulted to barriers and solutions in the inclusion of 
PWDs in the workplace. Barriers identified then were, lack of awareness, incompetency amongst PWDs, 
costly, lack of institutional inclusivity policy, and loss of productivity. Solutions are financial support 
and subsidies, capability building, institutional inclusivity policy, partnership between industry & gov-
ernment, and improvement of the existing non-discrimination law especially on inclusivity. 

 
 

CONCLUSION 
 
Noticeable huge percentages on the nature of work served as participants are in manufacturing, fol-

lowed by local government, distribution and selling, BPOs and manpower services. Chi-square test fur-
ther reveals that there is a significant relationship of the type of disabilities amongst the employed PWDs 
and organizations with PWDsô inclusivity; nature of work environment, and job titles of employed 
PWDs. First three (3) reasons ranked by the proportion of expressing agreement why employers do not 
hire persons with disabilities were, they rarely see people with disabilities applying for jobs (Agree), fol-
lowed by, they are concerned about the extra time that supervisors or co-workers will need to spend to 
assist workers with disabilities (Disagree), and they canôt ask about a job applicantôs disability, making it 
hard to assess whether the person can do the job (Disagree). First three reasons (3) ranked by the propor-
tion of expressing agreement why employers do not retain workers with disabilities were, they are con-
cerned about attitudes of co-workers toward the worker with a disability (Disagree), followed by, they 
canôt ask about a workerôs disability, making it hard to assess whether the person can still do the job 
(Disagree), and they are worried about the cost of providing ñreasonable accommodationsò so that work-
ers with disabilities can do their jobs (Disagree). First three practical strategies (3) generated as 
ñsomewhat helpfulò were, written guidelines for dealing with workers with disability, more or better 
training on disability issues for supervisors and managers and a written company policy of non-
discrimination that includes disability. Furthermore, the generated three policy strategies by the partici-
pants ranked by the proportion of expressing rating as ñsomewhat helpfulò are: a trial initial employment 
period for workers with disabilities; a government program to pay for or subsidize reasonable accommo-
dations for workers with disabilities, including equipment and any needed help with job-related tasks, 
and salary subsidies for workers with disabilities. Collective other reasons why employer do not hire per-
sons with disabilities were, lack of necessary skills and abilities amongst PWDs; it lessen productivity 
and affects quality of work; employers and employees are not well equip in dealing with the needs of 
PWDs; there is a direct discrimination due to disability; additional liabilities for the company and hiring 
of PWDs is costly; entails high risk factors and maintenance in terms of safety and health; poor aware-
ness advocacy on inclusivity and accommodation of PWDs in the workplace; no further employment 
opportunities & rarely see PWDs applying for job, and standards or rules of organizations are not inclu-
sivity-friendly. Collective other reasons why employer do not retain workers with disabilities on the oth-
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er were, inability or failure to deal with the needs of PWDs; standards and policies inside organizations 
are not inclusivity bound for PWDs; lack of necessary skills and abilities to meet the demands of work; it 
is costly; high risk factors and maintenance concerning safety and health of PWDs; loss of quality of 
work resulting to poor productivity; direct discrimination due to disability; loss of trust and confidence 
for PWDs due to employer's dissatisfaction;  PWDs' behavioral and attitudinal concern, and due to some 
employer's personal considerations. Furthermore, collective other practical strategies suggested by the 
participants were, capacity building for PWDs in the context of training, education and series of en-
hancement programs; formulation of guidelines and policy regarding inclusivity inside the organization; 
capability training and education for employers and employees concerning inclusivity; enhancement of 
inclusivity awareness program across organizations whether or not there is accommodation for PWDs; 
establish support groups or inclusivity advocacy offices inside organizations; partnership between gov-
ernment and organizations to formulate motivational programs regarding inclusivity of PWDs in the con-
text of work through the help of diversity specialist whether to include industry citations or recognitions, 
and provide additional tax breaks  and creation of more job opportunities. Lastly, collective other policy 
strategies suggested by participants were, ratification of existing discrimination law most especially in 
the context of inclusivity of PWDs in the workplace; mandatory inclusion and accommodation of PWDs 
in the workplace; partnership or collaboration of government and industry to formulate an effective hir-
ing and retention programs for PWDs; government subsidies or financial assistance; free education and 
training for PWDs; thorough implementation of inclusivity awareness programs nationwide; mandatory 
compliance of organizations to undergo inclusivity education, orientation and establishment of support 
offices for further licenses and permit approval or issuance; creation of more job and livelihood opportu-
nities for PWDs, and additional tax breaks or benefits for employers embracing inclusivity and accom-
modation of PWDs. Barriers identified were, lack of awareness, incompetency amongst PWDs, costly, 
lack of institutional inclusivity policy, and loss of productivity. Solutions are financial support and subsi-
dies, capability building, institutional inclusivity policy, partnership between industry & government, 
and improvement of the existing non-discrimination law especially on inclusivity. 

 
 

RECOMMENDATION 
 
In view of the summary of findings and conclusion, the following are recommended: 
 
1. There must be a multilevel approach in dealing with hiring and retention of workers with disabili-
ties meaning, schools, private sectors, government and non-government organizations and per-
sons with disabilities themselves must work as one in designing programs and policies for PWDsô 
inclusivity in the workplace towards dismantling discrimination and stereotypes. 

2. Parties involved may also adapt and consider the Hiring and Retention Action Plans for persons 
with disabilities made by the researcher anchored on the results of this study. 

3. There must be an in-tact profiling of employed persons with disabilities as well as industry map-
ping providing inclusion and accommodation of PWDs in the workplace in the considered region 
through the assistance of different stakeholders (Schools, private, government and non-
government sectors). 

4. Furthermore, future researchers may replicate this study by considering a wider scope of partici-
pants, doing comparative, and more correlative and longitudinal analysis from different stake-
holders or even applied in different minority groups such as elderly, convicted with crimes and 
indigenous individuals. 
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