
Introduction
The World Bank (1) estimates that approximately 15% of 
the global population, accounting for around one billion 
individuals, live with some form of disability. This figure 
is equivalent to the combined populations of the United 
States, Brazil, Indonesia, and Pakistan (2). In Malaysia, 
the number of registered persons with disabilities 
increased by 60.9% between 2015 and 2020, reaching a 
total of 588,378 individuals (3). Nevertheless, this figure 
likely underrepresents the actual number, as registration 
is voluntary and specific registries for conditions such 
as Down syndrome are lacking. Employment plays a 
pivotal role in human life, contributing to one’s social 
status, interpersonal relationships, and sense of identity 
(4). For individuals with disabilities, meaningful work 
can provide not only financial independence but also 
opportunities for social inclusion and community 

participation (5). However, these individuals continue 
to encounter substantial barriers to employment, leading 
to disproportionately high unemployment rates and 
increased economic vulnerability (6,7). Despite their 
capabilities and potential contributions, people with 
disabilities often face discrimination and misconceptions 
regarding their competence in the workplace (8). 
This persistent global disparity has prompted the 
implementation of inclusive labor market policies aimed 
at enhancing employment opportunities for persons with 
disabilities (9). Nonetheless, the employment experiences 
of individuals with Down syndrome remain notably 
underexplored, particularly within the Malaysian context. 
Therefore, it is essential to examine the specific barriers 
and facilitators that influence the workforce participation 
and independence of individuals with Down syndrome.

Down syndrome, also known as trisomy 21, is the 
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Abstract
Background: The social integration of individuals with disabilities represents one of the most pressing challenges in contemporary 
social policy. Globally, people with disabilities experience disproportionately high unemployment rates. However, socioeconomic 
research focusing specifically on individuals with Down syndrome remains limited. There is little empirical evidence regarding 
their employment-related challenges, and the underlying causes of their low employment rates are not yet well understood. This 
study investigated the factors that facilitate employment among individuals with Down syndrome in Malaysia, drawing upon 
multiple social-ecological contexts.
Methods: Guided by a social constructivist paradigm, this study adopted an exploratory qualitative design. Semi-structured online 
interviews were conducted with 45 participants, including six individuals with Down syndrome, ten family members, six employers 
or coworkers, twenty-two community members, and one policymaker. Data were analyzed using Braun and Clarke’s reflexive 
thematic analysis approach, supported by ATLAS.ti software, to generate overarching themes and subthemes.
Results: The analysis produced a thematic map highlighting the key facilitators of employment. The identified themes included: 
supportive environment, (2) conducive workplace, (3) individual strengths, (4) inclusive community, and (5) family support.
Conclusion: Securing employment for individuals with Down syndrome is a complex, multidimensional issue that requires 
collaborative efforts across societal levels, particularly from employers and policymakers. It should not be viewed as the sole 
responsibility of the individual. The findings of this study may inform the development of more inclusive employment policies and 
practices by governmental bodies, non-governmental organizations, and private sector employers.
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most common chromosomal disorder and the leading 
identifiable cause of intellectual disability worldwide. It 
is also prevalent in Malaysia (10). Advances in medical 
care have substantially improved the life expectancy of 
individuals with Down syndrome (11,12), highlighting 
the growing importance of addressing their employment 
opportunities and overall socioeconomic well-being. The 
clinical manifestations of the syndrome are highly diverse, 
encompassing congenital anomalies, an increased risk of 
comorbid health conditions, and considerable variation 
in cognitive functioning (13–15). Although individuals 
with Down syndrome may experience difficulties with 
adaptive behavior and executive functioning, they often 
demonstrate relative strengths in social interaction 
and emotional engagement (16,17). This variability in 
functional abilities and asynchronous skill development 
can significantly influence their employability and 
workplace integration (18). Consequently, it is essential 
to investigate the socioeconomic challenges of individuals 
with Down syndrome as a distinct group, taking into 
account the heterogeneity of their abilities and needs.

The Social Ecological Model (SEM), developed by Urie 
Bronfenbrenner, provides a comprehensive framework 
for examining how personal and environmental factors 
interact to shape individual behavior (19–21). This 
theory was originally formulated to explain the dynamic 
interplay between individuals and their surrounding 
environments in influencing behavioral outcomes (21). 
Bronfenbrenner conceptualized this interaction through 
a series of nested circles, placing the individual at the 
center and surrounding them with multiple, interrelated 
systems (20). The model comprises five hierarchical levels: 
individual, interpersonal, organizational, community, and 
policy or enabling environment. These levels are assumed 
to exert synergistic and mutually reinforcing effects on 
behavior (22) The SEM captures the complex web of 
interactions between individuals and their environments, 
all situated within broader sociocultural contexts (21–23). 
This framework is particularly suitable for the present 
study, as employment acquisition and retention among 
individuals with Down syndrome involve multifaceted 
interactions between personal characteristics and social 
contexts (Supplementary Figure 1). Beyond explaining 
behavioral development, the SEM also serves as a valuable 
tool for identifying behavioral and organizational leverage 
points that can inform targeted interventions and policy 
formulation (21–22, 24).

This study employed the Social Ecological Model (SEM) 
to examine the complex interactions between individuals 
with Down syndrome and their surrounding social 
environments within the context of employment. The 
primary objective was to explore the factors that facilitate 
employment among individuals with Down syndrome, 
as viewed from multiple perspectives—namely, those of 
the individuals themselves, their families, communities, 

organizations, and policymakers. Accordingly, this study 
sought to address the following questions:
1.	 What employment opportunities are available for 

individuals with Down syndrome?
2.	 What factors promote or support their employment?

Methods
Study Design
This study adopted a social constructivist paradigm, 
which posits that reality is socially constructed, context-
dependent, and dynamic (25). Given the diverse and 
multifaceted nature of individual experiences, semi-
structured interviews were employed to collect rich, 
in-depth qualitative data (26). The meanings that 
participants ascribed to employment-related issues 
among individuals with Down syndrome were central to 
the inquiry. Data were analyzed using reflexive thematic 
analysis, chosen for its ability to capture patterns within 
the data while allowing interpretive flexibility (27–30). 
This analytical approach aligns with the Social Ecological 
Model (SEM) by accommodating the complex interplay 
of social interactions and contextual influences within 
broader environmental systems.

Participants and Data Collection
This study employed purposive sampling to recruit 
individuals with relevant experience in working with, 
employing, or caring for people with Down syndrome 
(31–32). Collaboration was established with non-
governmental organisations (NGOs) and the Department 
of Social Welfare in Sarawak to facilitate participant 
recruitment. In addition, snowball sampling was used 
to reach individuals with Down syndrome who were not 
currently employed. Family members were also included 
to ensure comprehensive representation. Participants 
were contacted via telephone and were provided with 
information sheets and consent forms before the interviews 
(Table 1). The data were collected from June to December 
2021 through online semi-structured interviews, a format 
necessitated by COVID-19 restrictions. The interviews 
were conducted in both English and Bahasa Malaysia and 
covered topics including participants’ sociodemographic 
profiles, factors enhancing employment opportunities, 
and perceptions of employment among individuals 
with Down syndrome. A total of 45 participants 
were interviewed, comprising individuals with Down 
syndrome, family members, employers, co-workers, 
community members, and one policymaker (Table 2). 

For the participants with Down syndrome, proxies or 
support persons were present during the interviews to 
facilitate communication and ensure participant comfort 
(33). The interviews were conducted by the first author, a 
medical doctor with experience working with individuals 
with Down syndrome, and supported by the second 
author, an expert in public health and social medicine. 
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Each interview lasted from 30 to 90 minutes.

Data Analysis and Trustworthiness
Reflexive Thematic Analysis (RTA) was employed 
for data analysis, following Braun and Clarke’s six-
stage framework (27). All interview recordings were 
carefully reviewed, transcribed verbatim, and translated 
from Bahasa Malaysia into English when necessary to 
minimize data loss (34). The reviewed transcripts were 
analyzed using ATLAS.ti software (Version 9). To ensure 
methodological rigour, Braun and Clarke’s 15-point 
checklist for high-quality RTA practice was adhered 
to throughout the process (30). A comprehensive set 
of validation strategies was implemented to enhance 
the trustworthiness and analytical depth of the study. 
Data source triangulation was used to capture multiple 
perspectives, involving independent coding by the 
two principal investigators, followed by collaborative 
discussions to deepen engagement with the data. Member 
checking was conducted with participants to validate the 
interpretations, and detailed, “thick” descriptions of the 
research process were provided to support transferability. 
Throughout the analysis, the research team maintained 
a reflexive stance, continuously examining assumptions, 

positionality, and potential biases. This multifaceted 
approach to triangulation and reflexivity strengthened 
the overall rigour and credibility of the findings, 
allowing for a richer and more nuanced understanding 
of the phenomenon under investigation (35). Reflexive 
journaling was also maintained throughout the study to 
document researchers’ insights and reflections, ensuring 
transparency in how interpretive decisions were shaped—
consistent with the social constructivist approach to data 
interpretation.

Ethical Considerations
The study was conducted in accordance with established 
ethical standards. Participants were provided with the 
informed consent form and participant information sheet 
via email, and verbal consent was obtained before the 
commencement of the interviews. Confidentiality was 
strictly maintained, and the rights of all participants were 
fully respected throughout the research process.

Results 
The analysis identified five major themes representing 
perceived drivers of employment for individuals with 
Down syndrome. The themes and their corresponding 

Table 1. The inclusion and exclusion criteria for participant selection 

Participant level Description Inclusion criteria Exclusion criteria

Individual The person with Down syndrome •	 An adult person with Down syndrome

•	 Unable to give 
consent

•	 Unable to understand 
the construct of the 
questions asked

•	 Unable to converse 
in Bahasa Malaysia or 
English

Family Parents/caregivers/siblings
•	 Has been taking care of PDS over a significant 

period of time

Organization Employer/Co-workers/ Job coaches
•	 Has experience in hiring, working, or training 

PDS, either in open or sheltered employment

Community
NGOs/ community members with PDS as part of 
their community/ special education teachers

•	 Has significant experience in dealing with PDS 
as part of their community/ work, other than 
being a co-worker or employee

State/Policy level
Member of parliament, High officials of the Ministry 
in the relevant sectors, Members of state/national 
representative groups for PWD/PDS

•	 Has been involved in policymaking for people 
with DS

•	 Has experience in dealing with/representing 
people with DS or their respective organisations

NGO, non-governmental organisation; PDS, person with Down syndrome; PWD, person with disabilities

Table 2. Participants’ sociodemographic profile according to group (N = 45)

Category (n) Age group (n) Gender (n) Occupation (n) Education level (n)

Individual (6) 18 – 29 (6)
Male (1)
Female (5)

Unemployed (2)
Private sector (4)

Secondary school (4)
Certificate (2)

Family members (10)

18 – 29 (4)
30 – 39 (1)
50 – 59 (1)
60 – 69 (3)
 ≥ 70 (1)

Male (3)
Female (7)

Homemaker (5)
University student (2)
Pensioner (1)
Private sector (1)
Civil servant (1)

Secondary school (6)
Tertiary education (4)

Employer (3)
Co-worker (3)

18 – 29 (1)
30 – 39 (1)
40 – 49 (1)
50 – 59 (2)
60 – 69 (1)

Male (1)
Female (5)

Business owner (2)
NGO (3)
Private sector (1)

Secondary school (1)
Tertiary education (5)

Community (22)
18 – 29 (17)
30 – 39 (5)

Male (11)
Female (11)

University student (6)
Self-employed (1)
Private sector (9)
Civil servant (6)

Secondary school (1)
Tertiary education (21)

Policymaking (1) 18 – 29 (1) Female (1) NGO (1) Tertiary education (1)

NGO, Non-governmental organisation

http://ATLAS.ti
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subthemes are presented in Table 3. The five primary 
themes included: (1) supportive environment, (2) 
conducive workplace, (3) individual strengths, (4) 
inclusive community, and (5) family support. Each theme 
encompasses multiple subthemes, which are elaborated 
in the results (Supplementary Table 1). The findings are 
presented according to the hierarchy of code frequency 
and relative importance.

Theme 1: Supportive environment
A supportive environment is essential for fostering 
positive employment attitudes and enhancing 
opportunities for individuals with Down syndrome. This 
theme encompasses the broader ecosystem of regulations, 
policies, and programs that facilitate workforce 
participation. Two subthemes emerged under this theme: 
(1) promoting integration into the workforce and (2) 
inclusive policies and regulations.

Subtheme 1: Promoting integration into the workforce
Sheltered workshops and job coaches were identified as 
critical facilitators of employment for individuals with 
Down syndrome. These initiatives provide essential 
training and create safe, supervised environments that 
support skill development. As one employer noted, 

“We need to set up more places like that… we provide 
the training. They are very happy…” (Employer, 07).
Sheltered workshops also support the transition of 

individuals into the open labor market. Job coaches, 
meanwhile, serve as communicative bridges, facilitating 
workplace integration and helping employers optimize 
operations. Equally important, community acceptance 
was perceived as a key factor enhancing employment 
opportunities. A community member remarked,

“If an employer… hires individuals with Down 
syndrome, society will see it as one good value. It will 
lead others to do the same” (Community, 34).
Thus, employing individuals with Down syndrome has 

the potential to transform societal perceptions, fostering 
greater inclusivity and encouraging wider participation in 

the workforce.

Subtheme 2: Inclusive policies and regulations
Effective policies are essential to safeguard the employment 
rights of individuals with Down syndrome. Proposed 
measures include the introduction of employment 
quotas in the private sector, provision of incentives for 
employers, and mandatory awareness training for both 
employers and co-workers. As one employer stated,

“Companies, especially large multinational ones, should 
make a quota for disabled individuals, so that they can 
have equal opportunity to be employed” (Employer, 03).
Enforcement of the existing 1% employment quota in the 

public sector was also highlighted as a strategy to enhance 
visibility and foster confidence in hiring individuals with 
Down syndrome. Financial incentives, such as tax breaks 
and grants, were perceived as additional motivators for 
employers. Furthermore, awareness and educational 
programs for employers and co-workers were deemed 
beneficial. As one community participant suggested,

“They need to attend the program, so they can improve 
their knowledge regarding PWD first” (Community, 16).
It was also recommended that standard operating 

procedures be developed to streamline the recruitment 
and management of employees with disabilities. Cross-
sector collaboration could further enhance policy 
inclusivity and provide a platform for shared learning. As 
another participant noted,

“They can learn and try to see from which aspect they 
need to improve. Is it their management or their safety?” 
(Community, 34).

Theme 2: Conducive workplace
Workplace settings play a critical role in shaping 
individuals’ employment experiences. The theme of 
an inclusive workplace emerged from participants’ 
responses as a key factor enhancing the employability of 
individuals with Down syndrome. Two subthemes were 
identified under this theme: (1) supportive colleagues and 
employers, and (2) employers’ incentives.

Subtheme 1: Supportive colleagues and employers
Support from co-workers and employers plays a pivotal 
role in enhancing both the work performance and 
employment opportunities of individuals with Down 
syndrome. Such support creates an environment in 
which these individuals can perform tasks effectively and 
develop their skills. As one job coach noted,

“People with Down Syndrome have a better performance 
as they have co-workers’ support and understanding” 
(Job coach, 09).
Supportive employers are equally important, as they 

encourage individuals with Down syndrome to reach 
their full potential and foster positive workplace attitudes. 
In parallel, supportive colleagues provide assistance as 

Table 3. Themes and subthemes generated as perceived drivers of 
employment for individuals with Down syndrome

Themes Subthemes

1.	 Supportive 
environment

1.	 Promoting integration into the workforce

2.	 Inclusive policies and regulations

2.	 Conducive 
Workplace

1.	 Supportive colleagues and employers

2.	 Employers’ incentives

3.	 Individual strengths
1.	 Qualification and training

2.	 Individual characteristics

4.	 Inclusive community 1.	 Inclusive community

5.	 Family support
1.	 Continuous motivation

2.	 Providing resources



J Qual Res Health Sci. 2025;14:1292 5

Drivers of employment for individuals with down syndrome

needed, contributing to a conducive environment for 
growth. As an individual with Down syndrome explained,

“They [my colleagues] support me” (Individual with 
Down syndrome, 39).
This supportive workplace atmosphere not only 

enhances the employment experience for individuals 
with Down syndrome but also reassures parents, thereby 
strengthening their endorsement of their children’s 
participation in the workforce. One employer commented,

“So that’s why in [workplace name] this group of parents 
feel that the environment is safe for them (individuals 
with Down syndrome)…” (Employer, 15).

Subtheme 2: Employers’ incentives
Employment incentives for employers also serve as a 
significant driver for the hiring of individuals with Down 
syndrome. Financial benefits, such as tax reliefs or grants 
under corporate social responsibility (CSR) initiatives, 
can encourage employers: 

“… if we employ somebody with Down syndrome, do we 
get extra perks from the government?... (Employer, 07)” 
“Tax exemption, yeah... Able to get more support. 
Especially financial...” (Job coach, 11).
Moreover, an enhanced corporate image attracts more 

business opportunities, benefiting employers: 
“If anything, you’ll get more customers and more clients 
because you’re tapping into the PWD community” 
(Policymaker, 06). 

Theme 3: Individual strengths
The strengths of individuals with Down syndrome 
may enhance their employment and retention. Such 
individuals can be empowered through (1) qualification 
and training and (2) paying attention to their individual 
characteristics.

Subtheme 1: Qualification and training
Training and qualifications emerged as the primary 
drivers of employment and retention for individuals 
with Down syndrome, as consistently highlighted across 
all participant groups. Employers’ confidence in hiring 
these individuals is often contingent upon prior training 
and demonstrated task competence. As one employer 
explained,

“As for the credentials, I mean, I didn’t go through and 
check, but the aunt said that he went to the special needs 
school and was trained to do simple tasks for daily living. 
So, I do trust that he went to school” (Employer, 03).
Formal assessment and certification programs in 

Malaysian special needs schools were perceived as 
providing credibility, while vocational certificates 
facilitate participation in the open labor market. 
Moreover, formal training was considered to expand the 
scope of employment opportunities, enabling individuals 

with Down syndrome to undertake more complex 
responsibilities beyond routine or repetitive tasks.

Subtheme 2: Individual characteristics
The individual characteristics of people with Down 
syndrome can significantly influence their employment 
prospects. They are generally perceived as friendly and 
hardworking, with a notable ability to engage warmly with 
others, including customers. As one mother observed,

“They actually love to interact with adults their age, you 
know?” (Mother, 20).
Similarly, a community member remarked,

“And then, as a cashier, they actually like talking to 
people. They like to interact with people” (Community, 
30).
Individuals with Down syndrome are also viewed as 

dedicated and focused, often demonstrating commitment 
to completing tasks. As another community member 
stated,

“Probably, I would think that people with Down 
Syndrome are actually quite dedicated to their work 
or their task. As long as they can, you know, finish the 
work given. Yeah. I think they are quite dedicated” 
(Community, 33).

Theme 4: Inclusive community 
Community acceptance plays a crucial role in facilitating 
the integration of individuals with Down syndrome into 
the workforce. Employment not only enhances their 
societal inclusion but can also influence broader public 
perceptions. As one community member noted,

“They indirectly will change the stigma of our public 
society… But if the employer is willing to take a risk or 
wholeheartedly hire individuals with Down syndrome, 
society will look at it as one solution or one good value…” 
(Community, 34).
By employing individuals with Down syndrome, 

organizations can set a precedent that encourages others 
to follow suit, thereby promoting a more inclusive and 
accepting society.

Theme 5: Family support
In addition to individual strengths, ongoing family 
support plays a vital role in helping individuals with Down 
syndrome secure and maintain employment. This theme 
highlights how family involvement can facilitate both 
employment opportunities and greater independence. 
Two subthemes were identified under this theme: (1) 
continuous motivation and (2) providing resources.

Subtheme 1: Continuous motivation
Persistent motivation and support are critical in facilitating 
employment for individuals with Down syndrome. 
Parents, in particular, play a key role in encouraging their 
children’s workforce participation as a step toward greater 



Rahman et al

J Qual Res Health Sci. 2025;14:12926

independence. As one mother explained,
“I think most parents with a Down Syndrome child will 
really give them a chance to work… let them explore… 
let them do what they want to do. So, they can be 
themselves…” (Mother, 08).
Parental encouragement also boosts confidence and 

eases workplace adaptation. As one individual with Down 
syndrome stated,

“My mother… always [reminds me] to work at my pace” 
(Individual with Down syndrome, 11).

Subtheme 2: Providing resources
Parental support further encompasses the provision 
of essential resources to facilitate the employment of 
individuals with Down syndrome. Parents play a pivotal 
role in assisting their children with enrolment in job 
training programs, thereby equipping them with skills 
that enhance employability. As one job coach noted,

“The parents call the [training agency name] to look for 
help” (Job coach, 09).
In addition, parents often provide direct training at 

home, which further develops their children’s skills and 
improves their employment prospects. As one mother 
described,

“So now I’m teaching him to work with Word and, what 
do they call it, the other one (Excel)?” (Mother, 20).

Discussion
The analysis of the data revealed a clear hierarchy 
of themes across the various stakeholder groups. A 
supportive environment emerged as the most critical 
factor, emphasizing the importance of creating an 
inclusive and accommodating context for individuals 
with Down syndrome. Closely related is the promotion of 
workforce integration, highlighting the necessity of active 
initiatives to include these individuals in employment 
opportunities. The theme of a conducive workplace also 
emerged prominently, indicating that specific conditions, 
organizational culture, and supportive practices within 
work settings are pivotal. Employer incentives and 
inclusive policies were similarly emphasised, suggesting 
that both practical support and formal regulatory 
frameworks are essential. Individual strengths and the 
notion of an inclusive community were also key themes, 
reflecting the importance of personal capabilities and 
broader societal acceptance. Although mentioned less 
frequently, factors such as personal characteristics, family 
support, and continuous motivation were recognized 
as significant contributors to successful employment 
outcomes.

A supportive and inclusive workplace enhances the 
employment experience and retention of individuals 
with disabilities, including those with Down syndrome 
(36). Such environments contribute to the development 
of skills, increase confidence, and improve job retention, 

producing mutual benefits for both employees and 
employers (6, 13, 37). Employer incentives, including 
tax breaks and financial benefits, further facilitate 
employment opportunities for individuals with 
disabilities (38). Societal acceptance of individuals with 
Down syndrome is also critical in expanding employment 
opportunities and can be shaped by awareness, exposure, 
and cultural factors (39–41). In addition, enabling 
environments, inclusive policies, and government support 
are key elements in promoting workforce participation 
among people with disabilities (42–43). Nonetheless, 
effective implementation requires coordinated action and 
collaboration among government bodies, organizations, 
and communities to strengthen policies and safeguard the 
rights of individuals with disabilities (44).

A conducive workplace is essential for enhancing 
the employment experiences of individuals with 
Down syndrome, as support from co-workers and 
employers significantly improves work performance 
and opportunities. Hagner et al. (45) highlight the 
positive effects of workplace support on employees 
with disabilities, noting that understanding colleagues 
not only enhances work experiences but also reassures 
families regarding safety and inclusivity. Supportive 
employers are similarly crucial, as they facilitate skill 
development, unlock employee potential, and promote a 
positive workplace culture. Financial incentives, such as 
tax relief and corporate social responsibility initiatives, 
further motivate employers to establish inclusive work 
environments (18), while also enhancing corporate 
image and business prospects. In Malaysia, although 
government policies encourage inclusive employment, 
challenges persist in effectively incentivizing supportive 
workplace practices, highlighting the need for ongoing 
advocacy and policy development to ensure accessibility 
for individuals with disabilities (46).

Employers are more inclined to hire individuals with 
Down syndrome who possess the necessary qualifications, 
training, and desirable personal characteristics (42, 47). 
This preference reflects the desire for employees who can 
competently perform required tasks while contributing 
to a culture of acceptance within the workplace. 
Furthermore, formal certification and training increase 
employers’ confidence in hiring and retaining individuals 
with disabilities (48). Despite these qualifications, 
individuals with Down syndrome often encounter 
challenges in securing employment due to persistent 
negative perceptions and stigma from employers (6, 
36). Addressing this issue requires not only improving 
awareness and attitudes toward individuals with Down 
syndrome but also developing their human capital (36). 
However, enhancing human capital alone is insufficient; 
interventions must also consider the broader social-
ecological context to be effective.

Community inclusion emerged as a critical factor 
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for integrating individuals with Down syndrome into 
the workforce. Acceptance by the community not only 
enhances employment opportunities but also positively 
influences social perceptions. As one community member 
observed, employers who hire individuals with Down 
syndrome can challenge existing stigma and promote 
inclusivity, encouraging others to follow suit. This finding 
aligns with research indicating that employment can 
significantly improve public perceptions of people with 
disabilities (18). Although government policies in Malaysia 
aim to foster inclusive practices, prevailing social attitudes 
continue to pose challenges. Stigma and misconceptions 
surrounding Down syndrome persist, underscoring the 
need for ongoing advocacy and awareness initiatives (49). 
The reciprocal relationship between employment and 
community acceptance suggests that increased visibility 
of individuals with Down syndrome in the workforce 
may, in turn, enhance broader societal acceptance.

The family plays a central role in supporting individuals 
with Down syndrome, both in the workforce and in daily life. 
Parental support and advocacy are critical for facilitating 
a successful transition into employment. Families often 
continue providing guidance after individuals with Down 
syndrome graduate, and their involvement in supporting 
employment opportunities can contribute to improved 
quality of life for their children (13, 50). However, many 
parents adopt an authoritative approach to parenting 
young adults with Down syndrome, making decisions 
without consultation or discussion (51). This dynamic 
presents a challenge in balancing the individuals’ need 
for family support with their desire for independence. 
Overall, fostering positive attitudes toward individuals 
with Down syndrome, combined with support from both 
the social-ecological context and the family, can enhance 
employment outcomes and promote a higher quality of 
life (51).

Conclusion
Fostering a supportive and inclusive environment is 
essential for enhancing the employment experiences of 
individuals with Down syndrome. This entails cultivating 
a supportive workplace culture, promoting integration 
into the workforce, and implementing employer 
incentives alongside inclusive policies. Such measures 
not only improve employee retention and satisfaction 
but also help challenge social stigma and misconceptions. 
Community acceptance plays a critical role by expanding 
employment opportunities and positively shaping social 
perceptions, while family support is equally vital in 
facilitating successful transitions into the workforce. 
Despite these valuable insights, the study acknowledges 
certain limitations, including potential biases and limited 
representation due to disparities in technology access 
and unmeasured cognitive levels. Overall, the findings 
underscore the need for a holistic approach to improving 

employment opportunities for individuals with Down 
syndrome, emphasizing the interconnected influence of 
individual, family, workplace, community, and policy 
factors in creating a more inclusive workforce.
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