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ABSTRACT

ARTICLE INFORMATION

While global frameworks like the United Nations Sustainable
Development Goal (SDG) Target 8.5 mandate equitable
employment, Deaf individuals face systemic workplace barriers,
communication gaps, and discriminatory practices. Guided by
Herzberg’s Two-Factor Theory, Dinner Table Syndrome, and
Social Cognitive Theory, this study examined the relationship
between Quality of Work Life (QWL) and Job Satisfaction among
Deaf employees in private sector industries in Bacolod City,
Philippines. A descriptive-correlational design was used with 30
purposefully sampled Deaf employees. Utilizing standardized
instruments, the WRQoL Questionnaire and Job Satisfaction
Survey, translated into Filipino Sign Language gloss, data were
analyzed via descriptive statistics and Spearman correlation.
Findings revealed that Deaf employees experienced high QWL
and job satisfaction M ewiz =3.96; Miss =4.71;rs =0.80,p
<0.001), showing a strong positive, highly significant relationship
where inclusive workplaces maximize fulfillment. The study
emphasizes the importance of accessible communication, inclusive
policies, and equitable practices in promoting well-being and
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Introduction

The United Nations (2025) reports that while millions
of lives have improved over the last decade, the current
pace of change is insufficient to meet the Sustainable
Development Goals (SDGs), specifically emphasizing
that Target 8.5 mandates equitable employment and equal
pay for work of equal value for all, including persons
with disabilities. As the World Health Organization
(WHO, 2026) defines Deaf individuals by their specific
linguistic needs, providing a high Quality of Work
Life (QWL) through communicative access is essential
for their professional integration. Research indicates
that workplace factors such as work-life balance and
supportive environments are the strongest predictors
of employee retention (Herawaty et al., 2024), directly
influencing overall job satisfaction. While inclusive

trends are emerging (Murphy & Thomas, 2024), Deaf
individuals continue to face communication barriers,
inadequate training, and discrimination that limit their
employment opportunities, particularly in developing
countries (Green et al., 2026). Fostering an inclusive
environment is a prerequisite for organizational stability,
as feeling truly valued is the deciding factor in whether
a Deaf employee remains satisfied and productive
(Chelius et al., 2022).

Across Asia, the Asian Productivity Organization (APO)
identifies persons with disabilities as a vital but untapped
resource, noting that individuals in countries such as the
Philippines and Cambodia are still frequently excluded
from the workforce (Katsui et al., 2025). To bridge this
gap, integrating sign language into private industries
is seen as both an ethical choice and a smart business
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strategy that improves service quality and reduces
misunderstandings for deaf employees (Lailiyah et al.,
2021). However, these professionals still face significant
barriers in cultures affected by “phonocentrism” and
“audism,” which prioritize speech over other forms
of expression (Noonari & Hyder, 2023). These biases
highlight the need for resilient support networks and
accessible communication to ensure deaf employees can
participate fully in daily workplace interactions (Sridhar
etal.,2023). By removing these communication barriers,
private companies can increase productivity and make
their staff feel valued. Moving toward an inclusive Asian
labor market helps businesses turn social responsibility
into a real advantage.

In the Philippine context, approximately 1.5 million
persons with disabilities are registered, many of whom
face significant barriers to equitable employment due
to poverty, persistent discrimination, job mismatch,
and limited access to inclusive workplace opportunities
(Mirasol, 2024). Because specialized schools and job
opportunities are concentrated in urban centers, Deaf
individuals often migrate to cities, yet even those with
higher education degrees find that their qualifications do
not guarantee meaningful employment aligned with their
skills (Dawat, 2025). To bridge these gaps, Republic Act
No. 10524 mandates that private corporations with more
than 100 employees reserve at least 1% of positions for
persons with disabilities, while further legal protections
prohibit discrimination in hiring and workplace
treatment (Pagsolingan, 2021). This framework requires
employers to provide reasonable accommodations and
offers incentives, such as tax deductions, to encourage
private sector participation in hiring PWDs (Tan et
al., 2026). Furthermore, the Magna Carta for Disabled
Persons (RA 7277) and the Filipino Sign Language Act
(RA 11106) establish the right to equal opportunity
by setting Filipino Sign Language as the standard for
workplace interaction (Abes et al., 2024). However,
despite these laws, a persistent lack of support often
results in job stress and a mismatch between a worker’s
actual capabilities and their daily tasks, which continues
to hinder long-term job retention in private industries
(Ocampo et al., 2022).

In Bacolod City, the BPO industry is a key employer for
the Deaf community, with research involving 23 local
companies showing that firms often use merit-based
hiring to treat Deaf staff as “regular’ employees (Molina,
2022). Despite the city’s status as a highly urbanized
center of trade and industry, Councilor Caesar Distrito
noted that compliance with disability laws remains
low nationwide, leaving many qualified individuals

including the Deaf underemployed or excluded from
decent jobs (Pedrosa, 2025). According to Bacolod
City Government (2024) to support the city’s 13,000
registered PWDs, Bacolod City Ordinance No. 519
(2010) established the Office of Persons with Disability
Affairs (OPDA)also known as the Persons with Disability
Affairs Office (PDAO) to manage community needs and
specific funding. However, a lack of workplace social
inclusion often limits communication to basic gestures,
which lowers job satisfaction and creates a mismatch
between a worker’s skills and their daily tasks. Records
from the Philippine Statistics Authority (PSA) and local
PDAO files confirm a high number of residents with
hearing impairments, highlighting a desperate need
for better communication access (Samillano, 2026).
This persistent gap between policy and the actual daily
experiences of workers has propelled the researcher to
study the correlation between Quality of Work Life and
Job Satisfaction among Deaf employees in the private
sector of Bacolod City.

While many studies look at the careers of Deaf people,
success truly comes from matching their skills to the
right tasks and having supportive coworkers (Choo et al.,
2021). Even though laws protect fair hiring and career
growth (Nurhayati, 2021), there is limited research
specifically exploring how these factors interact within
Bacolod City’s private sector. Many Deaf workers still
feel left out and undervalued because they struggle to
communicate and build connections with their team
(Svinndal et al., 2020). Research shows that using
more sign language and making offices accessible helps
Deaf employees feel more satisfied with their work
and life (Nugroho et al., 2022). This study aims to fill
that research gap by examining the correlation between
Quality of Work Life and Job Satisfaction Among Deaf
Employees in Private Sector Industries in Bacolod
City.

Therefore, this descriptive-correlational study aims
to determine the correlation between Quality of Work
Life and Job Satisfaction as experienced by Deaf
workers in Bacolod City. The researcher wants to see
if better workplace support, such as sign language use
and helpful coworkers, improves how employees feel
about their roles. This evaluation is important because
when Deaf staff feel included, they are more likely to
stay in their jobs and perform well. By showing how
these factors are rated, the study helps local businesses
understand that a better work environment is beneficial
for everyone. These findings can lead to new rules that
help Deaf professionals reach their full potential and
feel like they truly belong.
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Theoretical Framework of the Study

This study assumes that for Deaf employees in Bacolod
City’s private sector, a high Quality of Work Life is
the foundation for high Job Satisfaction. It is assumed
that when companies provide the right environment,
specifically through accessible communication and
professional trust, Deaf workers will feel more valued
and stay motivated in their roles. This is supported
by Herzberg’s Two-Factor Theory (Herzberg, 1959),
which suggests that job satisfaction is influenced by
two factors: motivators and hygiene factors. This
theory explains that workplace factors like salary and
office conditions are necessary to prevent unhappiness,
but true satisfaction comes from motivators such as
recognition and growth. To address the social barriers
found in private industries, the study also uses Dinner
Table Syndrome (Meek, 2020), which describes the
isolation and lower satisfaction felt when Deaf workers
are left out of casual office conversations. Additionally,
Social Cognitive Theory (Bandura, 1977) shows that
when private sector supervisors trust the abilities of their
Deaf staff, it increases the workers’ self-confidence and
lowers their stress. Together, these theories show that
a supportive work environment, professional trust, and
social inclusion are key to the success of Deaf employees
in the local industry.

Methodology
Research Design

This research follows a quantitative design that uses
a descriptive-correlational method to examine the
connection between Quality of Work Life (QWL) and
Job Satisfaction. It is descriptive because it determines
the level of the respondents’ quality of life and their
job satisfaction. It is correlational because it tests if a
higher Quality of Work Life actually relates to higher
Job Satisfaction without changing any part of the
environment. According to Clarete et al. (2023), this
approach is best for finding how different parts of a
situation depend on each other. By using this design, the
study provides a clear, numerical look at how workplace
support relates to the professional happiness of Deaf
employees.

Respondents

The study utilized a purposive sampling technique to
select 30 respondents from six (6) identified private
sector industries (Healthcare & Wellness Services, Food
& Hospitality Industry, Manufacturing Industry, BPO
& Corporate Services, Construction/ Facilities Services,
and Private Education). These individuals were selected

because they were working in the private sector within
Bacolod City and met the following inclusion criteria: (1)
they have deafness or hearing loss; (2) they are of legal
age; (3) they possess basic literacy skills, specifically
the ability to read and write; and (4) they communicate
through sign language.

Research Instruments

The researchers wused established standardized
questionnaires to gather data. The instrument captured
the demographic profile of the respondents, followed
by two validated tools to assess the key variables: the
Work-Related Quality of Life Questionnaire (WRQoL)
and the Job Satisfaction Questionnaire. The complete
instrument consists of 72 items, with the first 36 items
assessing Quality of Work Life and the remaining 36
items assessing Job Satisfaction.

For the first variable, conferring to Ruotolo et al. (2024),
the WRQoL measures six key areas including job and
career satisfaction, general well-being, control at work,
stress at work, working conditions, and the home-work
interface using a five-point Likert scale ranging from
Strongly Disagree to Strongly Agree. To maintain study
integrity, the researcher provides established validation
and reliability results, and the gathered data are analyzed
using the interval formula w = W to determine
the mean range for interpretation. By applying this
formula, specifically w = ? = 0.80, an interval width
of 0.80 was derived and added to the lowest score of
1.00 to establish the specific ranges used in the table
of interpretation to categorize work-life quality levels.
Table shows the interpretation scale for the WRQoL.

For the second variable, the Job Satisfaction Survey
(JSS) by Spector (2022) evaluates nine dimensions
including pay, promotion, supervision, fringe benefits,
contingent rewards, operating conditions, coworkers,
nature of work, and communication using a six-point
Likert scale to provide a nuanced assessment without
a neutral midpoint. Similar to the first instrument, it
includes validated reliability scores to maintain study
integrity, with the interval width calculated as = o3
to ensure a forced-choice and precise evaluation. Based
on this calculated interval of 0.83, the following mean
ranges were established to systematically determine
the overall job satisfaction levels of the respondents.
Table 2 below shows the interpretation scale for the Job
Satisfaction score.
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Table 1. Interpretation Scale for the Work-Related Quality of Life (WRQoL) Scores

Mean Range Descriptive Rating Interpretation Description of Interpretation
Verv Hich The working environment is exceptionally supportive,
4.21 -5.00 Strongly Agree ry. £ providing excellent balance, well-being, and professional
Quality
growth.
. . The employee generally feels satisfied with their working
3.41-4.20 A High lit . .
gree igh Quality conditions, career prospects, and work-life balance.
2.61 — 3.40 Neutral Mode.:rate The quality of work. life is a.dequate but 1n.cor?s1stent; some
Quality areas meet expectations while others require improvement.
The work environment is perceived as stressful or
1.81 -2.60 Disagree Low Quality unsupportive, often lacking adequate conditions for
professional satisfaction.
1.00 — 1.80 Strongly Disagree Very .Low TI.1e w.ork'ing environr.nent is highly detrimel?tal to we'll—being,
Quality with significant gaps in safety, balance, and job security.

Table 2. Interpretation Scale for the Job Satisfaction Scores

Mean Range | Descriptive Rating | Interpretation Description of Interpretation

5.18 — 6.00 Strongly Agree Ver.y High The e@ployee is extremely satisfied with all job facets,
Satisfaction including pay, rewards, and the nature of the work.

435_5.17 Agree High Satisfaction T1'1e employ.ee 'feels a st.ror.lg seﬁse of fulfillment and is satisfied

with the majority of their job dimensions.

351 — 4.34 Slightly Agree Molderatfz The e@ployee is more satisfied thar.1 not, though certain aspects
Satisfaction of the job may still leave room for improvement.

2.68 — 3.50 Slightly Disagree M.oder.ate . The femployee i.s more. dis.satisﬁed th.an satisfied, indicating .
Dissatisfaction | specific frustrations with job facets like benefits or supervision.

1.84 - 2.67 Disagree H%gh . . The emp10}./ee feels a clear lack of f.umllment ar.ld is generally
Dissatisfaction | unhappy with the rewards and conditions of their role.

1.00 — 1.83 Strongly Disagree Véry High . The employee experienc§s total dissatisfaction across almost
Dissatisfaction  |all evaluated areas of their employment.

Data Collection Procedure

The data collection process began by securing formal
permission from the participating companies before
distributing the consent forms and questionnaires. During
the gathering stage, the researchers explained the study’s
purpose and procedures using sign language to ensure
clear communication. Respondents were informed of
their rights, the voluntary nature of their participation,
and any minimal risks, such as potential discomfort in
disclosing personal or work-related information. To
ensure maximum accessibility and linguistic inclusivity,
the survey items were translated into Filipino Sign
Language (FSL) gloss, a written, English-based
representation of a sign language phrase usually written
in ALL CAPS to indicate that they represented signs
rather than direct English sentences, ensuring that Deaf
participants fully comprehended the specific meaning
of each question. The questionnaire was administered
through a Google Form link, providing respondents the
flexibility to complete the survey with sufficient time
and minimal work disruption. These methodological
adjustments, including the presence of FSL interpreters

and the use of validated translation tools, ensured
the reliability of the data while respecting the unique
communication needs of the Deaf community.

Data Analysis

The data gathered from the survey questionnaires
were reviewed, tallied, and encoded in Excel before
being processed in SPSS. Descriptive statistics such as
frequency, percentage, and weighted mean were used to
present the demographic profile of Deaf employees and
to measure their perceived quality of work life and job
satisfaction facets. To establish the correlation between
these two wvariables, Spearman’s rank correlation
analysis was used, with results interpreted in relation
to the research problems and existing literature. This
descriptive-correlational approach was intended to
identify the link between quality of work life and job
satisfaction among the respondents. Ultimately, the
findings provided the basis for designing an action
plan to further enhance employment opportunities
and inclusivity for Deaf employees in private sector
industries in Bacolod City.
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Ethical Consideration

Ethical considerations in the conduct of this study are
important to ensure respectful and culturally sensitive
practices. Firstly, informed consent was given by the
respondents. This meant providing information in
accessible formats such as Filipino Sign Language,
written simple English, or FSL gloss, and allowing
enough time for questions and understanding before
participation. Additionally, cultural sensitivity is to
be observed by recognizing the unique norms, values,
and language of the Deaf community. Consulting
Deaf individuals, leaders, or researchers was done to
ensure that the research design and methods matched
their culture and preferences. Confidentiality and
privacy were strictly protected, especially regarding
sensitive workplace topics, and strong data protection
and anonymity measures were applied to prevent any
accidental sharing of information. Lastly, respondents
were provided with accommodations such as sign
language interpreters, captioning services, video
instructions with sign language, and easy-to-read
materials to ensure full and equal participation in the
study.

Results and Discussions
Level of Quality of Work Life

Table 3 shows that deaf employees in private sector
industries in Bacolod City reported a high level of quality
of work life (M = 3.96, SD = 0.99). This high mean
score suggests that the participants generally perceive
their professional environment, organizational climate,
and social integration favorably. According to Walton’s
(1973) framework of quality of work life, employees
are more likely to demonstrate positive attitudes and
productivity when organizations provide fair treatment,
safe working conditions, and opportunities for growth
and social integration. However, the standard deviation
Table 3. Level of Quality of Work Life of Deaf Employees

(SD = 0.99) indicates a notable degree of variability,
suggesting that individual experiences regarding
workplace support and inclusion may differ across the
sample.

These findings may be attributed to the implementation
of inclusive human resource practices and accessible
communication strategies within the organizations.
This outcome is consistent with established literature
emphasizing that when organizations prioritize
accessibility, equity, and meaningful participation,
employees with disabilities report significantly higher
levels of psychological well-being and job satisfaction
(Tuan et al., 2021). Furthermore, the data support the
premise that supportive work-life balance policies
enhance organizational commitment and employee
productivity (Yadav et al., 2022).

The findings confirm that Deaf employees value
workplaces that enable them to use their skills, provide
adequate resources, and ensure safety, leading to
positive job satisfaction. However, quality of work
life is multifaceted, involving not only employee
competencies but also organizational provisions such as
fair compensation, benefits, and inclusive opportunities.
The fact that the results did not reach the maximum
potential value suggests that certain institutional barriers
and communication challenges persist. If organizations
fail to address these core dimensions, it can trigger
resentment and attrition among the workforce (Miah &
Hasan, 2022). To sustain these high levels of satisfaction,
organizations must focus on strengthening inclusive
policies and ensuring equitable career advancement
pathways. Such efforts are essential because supportive
workplace relationships and interpersonal social
integration are fundamental to maintaining a high
quality of work life (Wydyanto, 2022).

Variable M

SD Interpretation

Quality of Work Life 3.96

0.99

High Quality

Job Satisfaction Level

The study also examined the level of job satisfaction
among deaf employees in private sector industries in
Bacolod City. As shown in Table 4, the deaf employees
reported a high level of job satisfaction (M = 4.71,
SD = 0.93). This high mean score suggests that the
participants generally perceive their job responsibilities,
organizational benefits, and workplace relationships
favorably. According to the research instrument’s
verbal interpretation, this result reflects a high level of

satisfaction, suggesting that the respondents experience
a positive work environment where they feel valued.
However, the standard deviation (SD = 0.93) indicates
a degree of variability, suggesting that individual
experiences regarding workplace contentment may
differ across the group.

The finding of high job satisfaction is multifaceted
and may be attributed to the implementation of
supportive  workplace practices and accessible
communication systems. This outcome is consistent
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with established literature emphasizing that inclusive
work environments, equitable treatment, and strong
organizational support significantly enhance job
satisfaction among employees with disabilities (Emidy
et al., 2024). Furthermore, supportive supervisors and
positive coworker relationships are strong predictors of
employee engagement and well-being (van der Meulen
Rodgers et al., 2025).

However, the fact that the results did not reach
the maximum potential value suggests that certain
institutional barriers persist. This is particularly evident
in areas concerning supervisory fairness and workplace
harmony, where lower ratings were observed. Factors
such as job promotion, salary, benefits, family
dynamics, social status, and physical work conditions
also remain critical influences on overall job satisfaction
(Hameli et al., 2024). If organizations fail to address
these interpersonal dynamics and management
inconsistencies, it can lead to increased dissatisfaction
and higher turnover intentions (Kim & Park, 2022).

Furthermore, the availability of job resources, including
social support and autonomy, plays a central role in
Table 4. Level of Job Satisfaction of Deaf Employees

influencing an employee’s decision to stay or leave
(De Vries et al., 2023). To sustain these high levels of
satisfaction, organizations must prioritize strengthening
inclusive leadership and ensuring equitable workload
distribution to maintain a productive and sustainable
work environment for deaf employees in the local
private sector.

Correlation Between Quality of Work Life and Job
Satisfaction

The findings of this study revealed a strong positive
correlation between the quality of work life and job
satisfaction among deaf employees in private sector
industries in Bacolod City (rs = 0.80, p < 0.001). As
shown in Table 5, this correlation is interpreted as
highly significant, indicating that as the quality of work
life increases, job satisfaction also tends to increase
proportionately. The statistical analysis confirms that
the results are not due to chance, suggesting that for deaf
employees within the local private sector, a workplace
environment perceived as supportive, inclusive, and
accommodating is a fundamental driver of their overall
professional fulfillment.

Variable M

SD Interpretation

Job Satisfaction 4.71

0.93

High Satisfaction

This high correlation can be attributed to the successful
implementation of accessible workplace policies,
effective communication, and equitable treatment
within these Bacolod-based industries. When private
sector organizations in the city prioritize these factors
— such as providing sign language support, visual
communication aids, or inclusive safety protocols —
they create an environment where deaf employees feel
valued and empowered. Notably, the high satisfaction
scores suggest that environmental and social support
systems carry significant weight; even though most
respondents belong to a lower income bracket, their job
satisfaction remains high because their functional and
inclusivity needs are being met. However, the correlation
did not reach perfect unity likely due to lingering
workplace challenges. Respondents indicated that while
they generally agree with their quality of work life,
emotional wellness and the ability to remain stress-free
were areas with lower agreement. Additionally, while
general supervision was rated well, specific perceptions
regarding the consistency of supervisory fairness and
workload balance showed some variation, indicating
that management practices may not be perceived as
equally inclusive by all individuals.

The strong correlation also suggests that improving

the quality of work life may serve as an important
strategy for enhancing job satisfaction among deaf
employees. Organizations that provide accessibility to
accommodations, foster inclusive communication, and
promote positive working relationships can contribute
to improved employee morale, motivation, and
organizational commitment. Research has shown that
employees with disabilities who experience supportive
workplace cultures are more likely to demonstrate
higher engagement, productivity, and retention
(Aksnes & Ulstein, 2024). Furthermore, workplace
inclusion and employee well-being are closely
linked to positive organizational outcomes, including
improved performance and stronger commitment to the
organization (Randel, 2025).

These results align with the findings that deaf employees
choose to remain in their positions because their work
is meaningful, they are satisfied with the salary and
working environment, receive fair treatment, and are
able to communicate effectively while maintaining good
relationships with colleagues and superiors (Rahman et
al., 2021). The high rating for the meaningfulness of
work in this study further supports the idea that finding
value in one’s specific tasks is a primary contributor to
retention. The findings imply that improving the quality
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of work life through inclusive, accessible, and supportive
workplace practices can directly enhance job satisfaction
among deaf employees. Therefore, organizations should

prioritize strengthening workplace inclusion and support
systems as a key strategy to promote employee well-
being and retention.

Table S. Correlation Between Quality of Work Life and Job Satisfaction

Paired Variables

r - value

p-value Interpretation

0.80

Quality of Work Life and Job Satisfaction

<0.001*

Highly Significant

Note: r_- Spearman rank correlation; * - p-value was highly significant

Synthesis

The study shows that deaf employees in Bacolod City
are generally very happy with their jobs because their
workplaces are helpful and inclusive. High scores in
both work quality and satisfaction prove that when
companies provide good communication tools and
a friendly atmosphere, employees feel more valued.
While the overall treatment is positive, there are still
small areas to improve, such as making sure workloads
are balanced and reducing daily stress. By focusing
on better leadership and fair promotions, businesses
can make sure these employees stay motivated and
successful in the long term.

The study theorized that a high Quality of Work Life,
built on accessible communication and professional
trust, is the essential foundation for high Job Satisfaction
among deafemployees. The findings validate Herzberg’s
Two-Factor Theory, as results showed that standard
“hygiene” benefits were met, while true satisfaction
was driven by “motivators” such as meaningful work
and job enjoyment. Social Cognitive Theory is likewise
confirmed by the strong ratings for supervisor care and
clear instructions, which correlate with the high self-
confidence and effective task management observed
in the respondents. However, the relatively lower
scores regarding emotional stress and workplace social
dynamics provide a nuanced validation of Dinner Table
Syndrome, indicating that informal social isolation
and communication gaps may still exist despite formal
employmentsuccess. Thus, the strongpositive correlation
between Quality of Work Life and Job Satisfaction
confirms that the overall theoretical framework is a
valid predictor of deaf employees’ success in Bacolod
City’s private sector.

Conclusion

The study shows that deaf employees in private sector
industries in Bacolod City do well when their workplace
provides support and clear ways to communicate. The
findings suggest that when a company focuses on
safety, independence, and fair treatment, the common
challenges faced by people with hearing disabilities
are reduced. While the research found high levels of

quality of work life and job satisfaction, the results also
show that some communication barriers still exist. This
research shows that a good work environment is the
main reason deaf employees feel happy and stay loyal
to their jobs. The strong link between work conditions
and happiness proves that inclusion works best when it
is a natural part of the office culture. By focusing on
well-being and support, a workplace becomes a fair
environment where a person’s skills matter more than
their disability. These insights highlight that when deaf
employees feel valued, they are able to reach their full
potential. This study contributes the knowledge that a
supportive environment is the most important factor in
creating a sense of true belonging.

Limitation of the Findings

This study employed a quantitative, descriptive-
correlational design to examine the quality of work
life and job satisfaction among deaf employees. The
respondents were limited to workers from six specific
private sector industries in Bacolod City. Data were
gathered using standardized instruments: The Quality
of Work Life Scale and the Job Satisfaction Survey.
Although these tools are established and used for
general populations, they may not fully capture the
unique communication needs or cultural factors specific
to the deaf workers studied. Furthermore, the study did
not account for other potentially influential variables
such as the degree of hearing loss, sign language skills,
access to interpreters, or the impact of post-pandemic
workplace changes, which could affect the levels and
interplay of work quality and satisfaction.

Practical Value of the Paper

The practical applications of this study benefit a wide
range of stakeholders by providing a roadmap for
inclusive socio-economic growth in Bacolod City.
Human resource managers and business owners gain
a strategic framework to enhance organizational
performance by cultivating a supportive environment
that prioritizes clear communication and fair treatment,
directly leading to increased loyalty and productivity
among Deaf staff. City officials and policymakers can
utilize these findings as a localized evidence base to draft
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more effective ordinances and inclusive employment
mandates that protect the rights and professional dignity
of the PWD community. Furthermore, vocational
teachers and career counselors are guided to refine their
training programs, ensuring that Deaf students acquire
the specific technical and social competencies required
to thrive in the local job market. For future researchers,
this study highlights the need to further examine
workplace inclusion practices, measure their long-term
effectiveness, and explore how different support systems
influence the career development, job satisfaction, and
well-being of Deaf employees in various employment
settings.

Directions for Future Research

Future studies may use mixed-methods or qualitative
approaches, such as interviews or focus groups, to
better understand the experiences of Deaf employees
at work. Expanding the study to include respondents
from other regions or conducting nationwide research,
including those working in government offices, would
help make the results more general. Future research may
also include respondents from government workplaces,
along with private companies, to gain a more complete
understanding of Deaf employees’ experiences. Other
factors such as degree of hearing loss, sign language
skills, access to interpreters, workplace communication,
and post-pandemic work conditions may also be included
to better understand job satisfaction and quality of work
life. It is also important for future studies to evaluate
workplace inclusion policies and programs and check
if they are effective over time. Long-term studies that
follow Deaf employees’ job satisfaction, career growth,
and well-being can give deeper information. Policy
studies may also help identify problems and solutions
in the workplace. These future efforts can help create
better and more supportive work environments for Deaf
employees in both private companies and government
offices.

Declaration of Conflict of Interest

The researcher declares no conflict of interest in the
conduct of this study

References

1. Abes, Z. N., Balmes, M. E., Gunday, F., Mejia, C.
A. B., & Tizon, N. G. (2024). Social interactions and
motivations of deaf and hard of hearing in workplaces.
City College of Calapan. https://www.scribd.com/
document/896872346/BSNED-3A-GROUP-1-
Similarity-Index

2. Akinola, O., Igwe, A., & Nwankwo, B. E. (2022).

10.

11.

12.

Workplace inclusion and job satisfaction among
employees with disabilities. Journal of Management
and  Sustainability, 12(2), 45-57. https://doi.
org/10.5539/jms.v12n2p45

Aksnes, S. Y., & Ulstein, J. (2024). Sustainable
employment for people with disabilities: A scoping
practices
employment outcomes. Scandinavian Journal of
Disability Research, 26(1). https://doi.org/10.16993/
sjdr.1089

Bacolod City Council. (2010, February 24). City
ordinance no. 519: An ordinance creating the office of
persons with disability affairs (OPDA) and providing
funds thereof. Official Gazette. https://ncda.gov.ph/
city-ordinance-no-519/

Bacolod City Government (BCG). (2024, May 24).
Bacolod city expands access to education for persons
deprived of liberty (PDL). https//bacolodcity.gov.
ph/bacolod-city-expand-access-to-education-for-
persons-deprived-of-liberty-pdl/

Bandura, A. (1977). Self-efficacy: Toward a unifying

theory of behavioral change. Psychological Review.
https://doi.org/10.1037/0033-295X.84.2.191

Blumer, H. (1986). Symbolic
Perspective and method. University of California
Press. https://doi.org/10.2307/590791

BusinessWorld Online. (2024, July 1). Many filipino
pwds still struggle to join the workforce, remain poor.
CEDTyClea. https://tinyurl.com/4yns6sy4

Chelius, S., Jonker, B. E., & Brouwers, M. (2024).
Exploring the job resources experienced by employees

review on workplace and positive

interactionism:

with hearing impairment in south africa. S4 Journal
of Human Resource Management. https://doi.
org/10.4102/sajhrm.v22i0.2786

Choo, N. C. G., Jimenez, Y. A. A. A., Kojima, K.
E., & Morada, R. T. (2021). “I saw the sign”: Extent
of use of filipino sign language and its impact on
interpersonal relationships in the workplace among
deaf employees. https://animorepository.dlsu.edu.ph/
conf shsrescon/2021/paper_ghi/6/

Clarete, P. M. D., Mondejar, M. A. D., Quimba, N. R.
L., & Carlos, J. G. (2023). A descriptive-correlational
study onpersonality traits and entrepreneurial intentions
of senior high school learners. International Journal
of Multidisciplinary Applied Business and Education
Research. https://doi.org/10.11594/ijmaber.04.12.22

Dawat, R. B. T. (2025). Assessing the quality of work
life and job satisfaction of deaf employees in private
sector industries. International Journal of Research

44

International Journal of Innovative Studies in Humanities and Social Studies V2. 14. 2026



Correlating Quality of Work Life and Job Satisfaction Among Deaf Employees in Private Sector Industries in Bacolod City,
Philippines

13.

14.

15.

16.

17.

18.

19.

20.

21.

and Innovation in Social Science. https://dx.doi.
org/10.47772/1JRI1SS.2025.909000542

De Vries, N., Boone, A., Godderis, L., Bouman, J.,
Szemik, S., Matranga, D., & De Winter, P. (2023).
The race to retain healthcare workers: A systematic
review on factors that impact retention of nurses and
physicians in hospitals. INQUIRY: The Journal of
Health Care Organization, Provision, and Financing,
60. https://doi.org/10.1177/00469580231159318

Emidy, M. B., Lewis, G. B., & Pizarro-Bore, X.
(2024). US federal employees with disabilities:
How perceptions of diversity, equity, inclusion, and
accessibility affect differences in job satisfaction,
organizational commitment, and job involvement.
Public Personnel Management, 53(4), 649-679.
https://doi.org/10.1177/00910260241253577

Green, A. U., Chima, A. C., & John, A. G. (2026).
Labor Force Productivity: A Comparative Analysis
of The Deaf and Hearing Person. Journal of
Contemporary Academic Research and Methodologies
(JCARM), 1(2), 342-356. https://doi.org/10.5281/
zenodo.19501221

Hameli, K., Collaku, L., & Ukaj, L. (2024). The
impact of job burnout on job satisfaction and intention
The
mediating role of psychological well-being. /ndustrial
and Commercial Training, 56(1), 24—40. https://doi.
org/10.1108/ict-06-2023-0040

Herawaty, M. T., Asmadi, ., Rahayu, E. . H,, &
Zahra, Z. (2024). Impact of work-life balance, job
satisfaction, and stress levels on employee retention

to change occupation among accountants:

in banking sector companies. International Journal
of Business, Law, and Education, 5(2), 2405-2417.
https://doi.org/10.56442/ijble.v5i2.875

Herzberg, F. (1959). The motivation to work.
New York, John Wiley and Sons. https://doi.
org/10.7202/1022040ar

Katsui, H., Khan, M. R., Chrea, S., Thammavong,
S., Omboosuren, M., Victa, D. C., ... & Karchay, K.
(2025). Enhancing disability-inclusive employment
policies in asia: Challenges, good practices, and policy
recommendations. Asian Productivity Organization
(APO). https://doi.org/10.61145/DRQL8779

Kulkarni, M., & Lengnick-Hall, M. L. (2021).
Obstacles to success in the workplace for people with
disabilities: A review and research agenda. Human
Resource Development Review, 20(1), 85—107. https://
doi.org/10.1177/1534484320977566

Lailiyah, N., Sanjaya, A., Wulansari, W., Jurnal,
A., Pendidikan, P., & Pembelajaran, D. (2024).

22.

23.

24.

25.

26.

27.

28.

29.

30.

Communication without borders: Integrating sign
language in restaurants for maximum inclusivity.
Asa Jurnal Penelitian Pendidikan dan Pembelajaran.
https://doi.org/10.63709/ajppp.v1il.14

Lindsay, S., Cagliostro, E., & Leck, J. (2021). A
systematic review of workplace disclosure and
accommodation requests among youth and young
adults with disabilities. Disability and Rehabilitation,
43(5), 597-610. https://doi.org/10.1080/09638288.20
19.1635659

Madero-Cabib, I., & Kaeser, L. (2021). How voluntary
is the active ageing life? A life-course study on the
determinants of extending careers. European Journal
of Ageing, 18(1), 25-37. https://doi.org/10.1007/
$10433-020-00576-2

Medina-Garrido, J. A., Biedma-Ferrer, J. M., &
Ramos-Rodriguez, A. R. (2023).
between work-family balance,
being and job performance. Journal of Business
Research, 172, 114389. https://doi.org/10.1016/].
jbusres.2023.114389

Meek, D. R. (2020). Dinner table syndrome: A
study of deaf
experiences with inaccessible communication. The
https://doi.org/10.46743/2160-

Relationship

employee well-

phenomenological individuals’
Qualitative  Report.
3715/2020.4203

Miah, M. T., & Hasan, M. J. (2022). Impact of Herzberg
Two-Factor Theory on teachers’ job satisfaction: An
implication to the private universities of Bangladesh.
International Journal of Business and Management
Research, 10(1), 1-5. https://doi.org/10.37391/
jbmr.100101

Mirasol, P. B. (2024, April 22). Many Filipino PWDs
still struggle to join the workforce, remain poor.
BusinessWorld Online. https://www.bworldonline.
com/top-stories/2024/04/22/589519/many-filipino-
pwds-still-struggle-to-join-the-workforce-remain-
poor/

Molina, R. M. (2022). Acceptability of differently-
abled persons in the bpo industry. Social Science
Research Network (SSRN). https://doi.org/10.56738/
1ssn29603986.g€02022.3.26

Murphy, C., & Thomas, F. P. (2024). Employment
and people with disabilities: Reframing the dialogue
in the post-pandemic era. The Journal of Spinal Cord
Medicine. https://doi.org/10.1080/10790268.2024.23
15927

Noonari, N., & Hyder, M. (2023). Building resilient
community by leaving no one behind: Social inclusion
of deaf people at workplace in karachi. International

International Journal of Innovative Studies in Humanities and Social Studies V2. 14. 2026

45



Correlating Quality of Work Life and Job Satisfaction Among Deaf Employees in Private Sector Industries in Bacolod City,
Philippines

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

Journal of Contemporary Issues in Social Sciences.
https://ijciss.org/index.php/ijciss/article/view/196

Nugroho, P., Purnami, N., Falerina, R., Perdana, R.,
Rahmadiyanto, Y., Rakhma, H., Sumarman, S., &
Sriati, S. (2022). Sign language training for health staff.
Jurnal Layanan Masyarakat. https://doi.org/10.20473/
jlm.v6i1.2022.99-108

Nurhayati, S. (2020). Social inclusion for persons with
disabilities through access to employment in indonesia.
Prophetic Law Review. https://doi.org/10.20885/PLR.
vol2.issl.artl

Official Gazette. (1992). Magna carta for disabled
persons (republic act no. 7277). https://www.
officialgazette.gov.ph/1992/03/24/republic-act-no-
7277/

Official Gazette. (2018). The filipino sign language
act (republic act no. 11106). National Council on
Disability Affairs (NCDA). https://www.ncda.gov.ph/
disability-laws/republic-acts/ra-11106/

Park, I. J., Kim, P. B., Kim, M., & Zhou, B. (2023).
Don’t be behaviorally shaken to feel less fatigue
among frontline employees. Journal of Hospitality
and Tourism Management, 56, 106-114. https://doi.
org/10.1016/j.jhtm.2023.06.018

Pagsolingan, J. C. (2021, September 16). Equality
for all: Laws concerning PWD employment in the
Philippines. Remote Staff. https://www.remotestaff.
ph/blog/equality-for-all-laws-concerning-pwd-
employment-philippines/

Pedrosa, M. A. (2025, September 1). Bacolod council
urges dole to enforce pwd employment quota.
SunStar  Bacolod.
bacolod/bacolod-council-urges-dole-to-enforce-pwd-
employment-quota

Punch, R., Hyde, M., & Power, D. (2007). Career
and workplace experiences of australian university
graduates who are deaf or hard of hearing. Journal
of Deaf Studies and Deaf Education. https://doi.
org/10.1093/deafed/enm014

Randel, A. E. (2025). Inclusion in the workplace: A
review and research agenda. Group & Organization
Management, 50(1), 119-162. https://doi.
org/10.1177/10596011231175578

Reyes, N. R. D., Cabigon, A. F., Edicto, Q.
M., Villaganas, M. A., Ygot, C., Abellana, D.
P, & Ocampo, L. (2022). of
deaf workers and job longevity—evidence from
philippine industries. International Journal of Work
Organisation and Emotion. https://doi.org/10.1504/

https://www.sunstar.com.ph/

Characteristics

42.

43.

44,

45.

46.

47.

48.

49.

50.

IJWOE.2022.123505

. Ruotolo, I., Sellitto, G., Berardi, A., Panuccio, F.,

Simeon, R., D’Agostino, F., & Galeoto, G. (2024).
Validation of the work-related quality of life scale in
rehabilitation health workers: a cross-sectional study.
La Medicina del Lavoro, 115(4), €2024025. https://
doi.org/10.23749/mdl.v115i4.15644

Samillano, C. G. (2026, April 8). Sign language
interpreters to be required in bacolod police stations.
Star.
sign-language-interpreters-to-be-required-in-bacolod-
police-stations/

Santuzzi, A. M., & Waltz, P. R. (2021). Disability
in the workplace: The role of workplace culture and

Visayan Daily https://visayandailystar.com/

inclusion in employee outcomes. Rehabilitation
Psychology, 66(4), 420-431. https://doi.org/10.1037/
rep0000405

Spector, P. E. (2022). Job satisfaction: From
assessment to intervention. Routledge. https://doi.
org/10.4324/9781003250616

Sridhar, A., Poddar, R., Jain, M., & Kumar, P.
(2023). Challenges faced by the employed indian dhh
community. Springer. https://doi.org/10.1007/978-3-
031-42280-5 13

Svinndal, E., Jensen, C., & Rise, M. (2020). Employees
with hearing impairment: A qualitative study exploring
managers’ experiences. Disability and Rehabilitation.
https://doi.org/10.1080/09638288.2018.1541101

Tan, M. S. S., Valeriano, J. C., De Peralta, I. C. S., Jim,
J. T., Abrogar, D. L. S., Carlos, A. N. S., & Pepito, V.
C. F. (2026). Implementation issues of Republic Act
10754 (An Act Expanding the Benefits and Privileges
of Persons with Disability) in the Philippines: a
qualitative study. International Journal of Health
Governance, 1-17. https://doi.org/10.1108/IJHG-05-
2025-0055

Tuan, L. T., Rowley, C., Khai, D. C., Qian, D.,
Masli, E., & Le, H. Q. (2021). Fostering well-being
among public employees with disabilities: The roles
of disability-inclusive human resource practices, job
resources, and public service motivation. Review of
Public Personnel Administration, 41(3), 466-496.
https://doi.org/10.1177/0734371X1989775

United Nations. (2025, July 14). The Sustainable
Development Goals report 2025. https://unstats.
un.org/sdgs/report/2025/

van der Meulen Rodgers, Y., Schur, L., Hammond,
F. M., Edwards, R., Cohen, J., & Kruse, D.
(2025). Disability, job satisfaction, and workplace

46

International Journal of Innovative Studies in Humanities and Social Studies V2. 14. 2026



Correlating Quality of Work Life and Job Satisfaction Among Deaf Employees in Private Sector Industries in Bacolod City,
Philippines

51.

52.

53.

accommodations: Evidence from the healthcare
industry. Journal of Occupational Rehabilitation,

1-14. https://doi.org/10.1007/s10926-025-10316-0

Walton, R. E. (1973). Quality of working life: What is
it? Sloan Management Review, 15(1), 11-21.

World Health Organization (WHO). (2021). World
report on hearing. https://www.who.int/publications/i/
item/world-report-on-hearing

Wydyanto, W. (2022). The effect of co-workers and
recognition to job satisfaction (Human resources
literature review). Journal of Accounting and Finance
Management, 3(1), 36—47. https://doi.org/10.38035/
jafm.v3il.104

54. Yadav, A., Pandita, D., & Singh, S. (2022). Work-life

integration, job contentment, employee engagement
and its impact on organizational effectiveness:
A systematic literature review. Industrial and
Commercial Training, 54(3), 509-527. https://doi.

org/10.1108/ICT-12-2021-0083

International Journal of Innovative Studies in Humanities and Social Studies V2. 14. 2026 47



