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ABSTRACT 
Intoday'sorganizations, promotinghigh-quality, 

accessible, 

andinclusiveworkingconditionsforemployeeswithdis

abilities has become an essentialobjective of 

sustainablehumanresourcemanagementandorganizati

onaldiversityinitiatives. As 

digitaltransformationcontinuestoreshapecontempora

ryworkplaces, 

organizationsareincreasinglyexpectedtodevelopinno

vativepoliciesandpracticesthatfacilitatethefullpartici

pationandwell-being of employeeswithdisabilities. 

Amongtheseinitiatives, SMART 

workplaceapplicationshaveemerged as an 

importantorganizationalresourceforimprovingworkp

laceaccessibility, 

supportingindependentworkperformance, 

andfosteringmoreinclusiveworkenvironments. 

However, thereremains a needfor a 

morecomprehensivetheoreticalunderstanding of how 

SMART workplaceapplications, 

togetherwithorganizationalsocialsupport, 

influenceemployees' workplaceexperiences. 

Theprimarypurpose of thisconceptualpaper 

is todevelop an 

integratedtheoreticalframeworkexplainingtherelation

shipsbetween SMART workplaceapplications, 

organizationalsocialsupport, jobstrain, 

andorganizationalcommitmentamongemployeeswith

disabilities. Thestudyadopts a 

conceptualresearchdesignbysynthesizingtheexistingl

iterature on SMART workplaces, 

disabilitymanagement, organizationalsupport, 

andorganizationalbehavior. 

DrawingupontheJobDemands–Resources Model, 

OrganizationalSupportTheory, andSocial Exchange 

Theory, 

thepaperdevelopsfourconceptualpropositionsthatexp

laintheproposedrelationshipsamongthefocalconstruct

s. 

Theproposedframeworksuggeststhat 

SMART 

workplaceapplicationsandorganizationalsocialsuppo

rtarenegativelyassociatedwithjobstrainwhilepositivel

yassociatedwithorganizationalcommitmentamongem

ployeeswithdisabilities. 

Thestudycontributestotheliteraturebyintegratingtech

nologicalandorganizationalperspectiveswithina 

singleconceptualframeworkandofferspracticalrecom

mendationsformanagersandhumanresourceprofessio

nalsseekingtocreatemoreaccessible, supportive, 

andinclusiveworkplaces. It is 

anticipatedthattheproposedframeworkwillraiseaware

nessamongresearchers, managers, 

andpolicymakersregardingtheimportance of 

combining SMART 

workplaceapplicationswithorganizationalsocialsupp

orttoimprovethequality of working life 

andorganizationalexperiences of 

employeeswithdisabilities. 

 

Keywords: SMART workplaceapplications, 

Employeeswithdisabilities, 

Organizationalsocialsupport, 

JobstrainİOrganizationalcommitment, 

Disabilityinclusion, JobDemands–Resources Model. 

 

I. INTRODUCTION 
Theincreasingemphasis on diversity, 

equity, andinclusion (DEI) has 

fundamentallytransformedcontemporaryorganizatio

nalpracticesandhumanresourcemanagement. 

Organizationsareincreasinglyexpected not 

onlytorecruitindividualsfromdiversebackgrounds but 

alsotoestablishinclusiveworkenvironmentsthatenable

allemployeestoparticipatefullyandperformeffectively

regardless of 

theirpersonalcharacteristicsorfunctionalabilities. 

Amongdiverseemployeegroups, 

personswithdisabilitiesrepresent a 

significantsegment of the global 

workforcewhoseparticipationcontributes not 

onlytoorganizationalperformance but 

alsotosocialsustainabilityandeconomicdevelopment. 
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Despitesubstantiallegislativeimprovementsandgrowi

ngorganizationalawareness, 

employeeswithdisabilitiescontinuetoencountervariou

sphysical, technological, psychological, 

andorganizationalbarriersthat limit 

theirworkparticipation, careerdevelopment, 

andorganizationalintegration. 

Simultaneously, rapidadvances in 

digitaltransformationhavesignificantlyreshapedthena

ture of work. 

EmergingtechnologiesassociatedwithIndustry 4.0—

includingartificialintelligence (AI), the Internet of 

Things (IoT), ambientintelligence, intelligent sensor 

systems, assistivetechnologies, robotics, 

voicerecognitionsystems, cloudcomputing, 

andadaptive software—

haveacceleratedthedevelopment of SMART 

workplaces (e.g.; Mukhopadhyay, Tyagi, 

Suryadevara, Piuri, Scotti, &Zeadally, 2021; Bhatt, 

Agrawal&Bisen, 2024). 

Unliketraditionalworkenvironments, SMART 

workplacesintegrateintelligenttechnologieswithhum

an-centereddesignprinciplestocreateadaptive, 

flexible, andaccessibleworkingconditions. 

Suchtechnologieshaveconsiderablepotentialtoimpro

veworkplaceaccessibility, increaseemployees' 

autonomy, reducephysicalandcognitiveworkload, 

andfacilitatemoreinclusiveemploymentopportunities, 

particularlyforemployeeswithdisabilities (Kelpman, 

Karjust&Majak, 2025). 

Recenttechnologicaldevelopmentsincreasinglyemph

asizethatdigitaltransformationshould not 

replacehumancapabilities but 

ratherenhanceemployees' performance, well-being, 

andworkplaceparticipationthroughintelligentandada

ptivesystems.  

Withinthiscontext, SMART 

workplaceapplicationshaveattractedgrowingscholarl

yattention in recentyears. 

Existingstudieshaveprimarilyfocused on 

technologicalinnovationssuch as context-

awareenvironments, ambientintelligence, 

assistivetechnologies, smartcommunicationsystems, 

andIoT-

basedworkplacesolutionsdesignedtosupportemploye

eswithdisabilities. 

Thesetechnologicalapplicationshavedemonstratedsu

bstantialpotentialforincreasingworkplaceaccessibilit

y, promotingindependenttaskperformance, 

improvingcommunication, 

andenhancingproductivityamongpersonswithdisabili

ties (Kbar&Aly. 2014). Nevertheless, themajority of 

previousstudieshavepredominantlyadoptedengineeri

ng, computerscience, 

orinformationsystemsperspectives, 

emphasizingtechnologicaldevelopmentandsystemim

plementationratherthanexaminingtheorganizationala

ndpsychologicalconsequences of 

thesetechnologiesforemployees.  

From an 

organizationalbehaviorperspective, 

organizationalsocialsupportconstitutesanothercritical 

determinant of employees' workplaceexperiences 

(Eisenberger, Huntington, Hutchison&Sowa, 1986). 

Organizationalsocialsupportreflectsemployees' 

perceptionsthattheirorganization, supervisors, 

andcoworkersvaluetheircontributionsandgenuinelyc

areabouttheirwell-being. 

Previousresearchconsistentlydemonstratesthatpercei

vedorganizationalsupportcontributespositivelytoemp

loyees' psychologicalwell-being, workmotivation, 

organizationalidentification, 

andtaskperformancewhilereducingburnoutandothera

dversework-relatedoutcomes. 

Foremployeeswithdisabilities, 

organizationalsupportextendsbeyondconventionalma

nagerialpracticesbyfosteringinclusiveorganizationalc

limates, facilitatingworkplaceaccommodation, 

strengtheningsocialintegration, 

andpromotingequalparticipation in organizational 

life. 

Recentstudiesfurthersuggestthatsupportiveorganizati

onalenvironmentssatisfyemployees' 

psychologicalneedsandreinforcepositiveworkattitude

sthroughmechanismsexplainedbysocialidentityandor

ganizationalsupportperspectives (e.g., Fakhraei, 

Imami&Manuchehri, 2015; Vuong, 

Tushar&Hossain, 2023). 

Anotherimportantorganizationaloutcomefor

employeeswithdisabilitiesconcernsjobstrain. 

Jobstrainrepresentsemployees' 

psychologicalandemotionalresponsestoexcessivejob

demands, insufficientworkplaceresources, role-

relateddifficulties, andstressfulworkingconditions. 

Employeeswithdisabilitiesmayexperienceelevatedle

vels of jobstrainduetoaccessibilitybarriers, 

inadequateworkplaceaccommodations, 

technologicallimitations, 

orinsufficientorganizationalsupport. However, both 

SMART 

workplaceapplicationsandsupportiveorganizationale

nvironmentsmayfunction as 

valuableorganizationalresourcescapable of 

reducingwork-

relatedstressorsandfacilitatinghealthierworkexperien

ces. Lowerlevels of 

jobstrainareexpectedtocontributepositivelytoemploy

ees' organizationalcommitment, whichremainsone of 

themostimportantindicators of 
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successfulemployeeintegrationandlong-

termorganizationalretention. 

Althoughpreviousstudieshaveseparatelyexa

mined SMART workplacetechnologies, 

disabilityinclusion, organizationalsupport, 

workplaceaccessibility, andemployeewell-being, 

theseresearchstreamshavelargelyevolvedindependen

tly. 

Existingliteratureofferslimitedtheoreticalintegratione

xplaining how SMART 

workplaceapplicationsandorganizationalsocialsuppo

rtjointlyinfluencejobstrainandorganizationalcommit

mentamongemployeeswithdisabilities. Furthermore, 

most SMART 

workplacestudiesconcentrateprimarily on 

technologicalinnovation, 

whereasorganizationalbehaviorstudiesemphasizepsy

chosocialsupportmechanismswithoutadequatelycons

ideringthe role of intelligentworkplacetechnologies. 

Consequently, thereremains a 

significanttheoreticalgapconcerningthecombinedinfl

uence of technologicalandorganizationalresources 

on theworkplaceexperiences of 

employeeswithdisabilities. 

DrawingupontheJobDemands–Resources 

(JD–R) Model, OrganizationalSupportTheory, 

andSocial Exchange Theory, 

thisconceptualpaperproposes an 

integratedtheoreticalframeworkexplaining how 

SMART 

workplaceapplicationsandorganizationalsocialsuppo

rtfunction as 

complementaryorganizationalresourcesthatreducejo

bstrainandstrengthenorganizationalcommitmentamo

ngemployeeswithdisabilities.  

Thereby, 

thispapermakesthreeprincipalcontributionstothelitera

ture. First, it integrates SMART 

workplacetechnologiesandorganizationalbehaviorpe

rspectiveswithin a 

singleconceptualframeworkforemployeeswithdisabil

ities. Second, it extendstheJobDemands–Resources 

Model (Bakker&Demerouti, 2007; 

Cropanzano&Mitchell, 2005)byconceptualizing 

SMART 

workplaceapplicationsandorganizationalsocialsuppo

rt as 

complementaryorganizationalresourcesthatalleviatej

obstrain. Third, it offersevidence-

basedmanagerialrecommendationsfordesigninginclu

sive, technology-

enabledworkplacesthatpromoteemployeewell-

beingandorganizationalcommitment. 

Bysynthesizingresearchfromorganizational

behavior, humanresourcemanagement, 

disabilitymanagement, andsmartworkplaceliterature, 

thisstudycontributestothegrowing body of 

knowledge on 

inclusiveorganizationsanddigitallyenabledworkenvir

onments. 

Inadditiontoidentifyingimportanttheoreticalrelations

hips, 

thepaperofferspracticalimplicationsformanagersandh

umanresourceprofessionalsseekingtodevelopmoreac

cessible, supportive, 

andsustainableworkplacesforemployeeswithdisabilit

ies. 

 

II. LITERATURE REVIEW 
2.1. EmployeeswithDisabilities in 

Today'sOrganizations 

People withdisabilitiesconstitute a 

significantandgrowingsegment of the global 

workforceandrepresent an importantsource of 

humancapitalforcontemporaryorganizations. 

Promotingequalemploymentopportunitiesforindivid

ualswithdisabilities has become a 

fundamentalobjective of 

sustainablehumanresourcemanagementandinclusive

organizationalpractices. Beyond legal compliance, 

employingpeoplewithdisabilitiescontributestoworkf

orcediversity, organizationalinnovation, 

socialresponsibility, 

andsustainableeconomicdevelopment. 

Consequently, 

organizationsareincreasinglyexpectedtoestablishwor

kenvironmentsthatenableemployeeswithdisabilitiest

oparticipatefully in organizational life 

andperformtheirjobseffectively. 

Despitenotableprogress in 

disabilitylegislationandworkplaceinclusioninitiatives

, 

employeeswithdisabilitiescontinuetoencounternumer

ousbarriers in organizationalsettings. 

Thesebarriersmayincludephysicalinaccessibility, 

limitedworkplaceaccommodations, 

insufficientassistivetechnologies, 

communicationdifficulties, socialexclusion, 

andnegativestereotypes. 

Suchchallengesoftenrestrictemployees' 

workparticipation, careerdevelopment, 

psychologicalwell-being, 

andorganizationalintegration. 

Previousstudieshaveemphasizedthatdisabilityinclusi

onextendsbeyondprovidingphysicalaccessibility; it 

alsorequiressupportiveorganizationalcultures, 

inclusiveleadership, accessibletechnologies, 

andeffectiveworkplaceaccommodationsthatfacilitate

equalparticipationandmeaningfulemployment 

(Jansen et al., 2021). 
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Recentresearchfurtherhighlightsthatorganiz

ationalsupportplays a crucial role in 

improvingworkexperiencesforemployeeswithdisabili

ties. Supportivesupervisors, coworkers, 

andhumanresourcepracticescontributetoemployees' 

sense of belonging, needsatisfaction, 

andorganizationalidentificationwhilereducingworkpl

acestressandfacilitatingsuccessfuljobperformance 

(Coll&Mignonac, 2023). Likewise, 

inclusiveorganizationalclimatescharacterizedbyacce

ptance, cooperation, 

andsocialsupportpositivelyinfluenceemployees' 

adjustmentandlong-termorganizationalparticipation 

(Sanclemente et al., 2024). 

Thesefindingsindicatethatsuccessfuldisabilityinclusi

ondepends not only on individualcapabilities but 

also on 

organizationalresourcesthatfosteraccessibleandsupp

ortiveworkenvironments. 

Therapiddigitaltransformation of 

workplaces has 

introducedadditionalopportunitiesforimprovingempl

oymentoutcomesamongpersonswithdisabilities. 

Technologicalinnovationssuch as 

assistivetechnologies, intelligentworkplacesystems, 

adaptive software, voicerecognitionapplications, and 

Internet of Things (IoT)-

basedsolutionsincreasinglyenableemployeeswithdisa

bilitiestoperformworktasksmoreindependentlyandeff

iciently. 

Thesetechnologiesreduceenvironmentalbarriersande

nhanceaccessibility, 

allowingorganizationstocreatemoreflexibleandinclus

iveworkplaces (Kbar&Aly, 2014; Kbar et al., 2016). 

Consequently, disabilityinclusion in 

contemporaryorganizationsshould be viewed as a 

multidimensionalprocessintegratingtechnologicalacc

essibilitywithorganizationalsupportmechanisms. 

Accordingly, 

understandingtheworkplaceexperiences of 

employeeswithdisabilitiesrequires a 

comprehensiveorganizationalperspectivethatconside

rsbothtechnologicalandpsychosocialresources. 

Buildinguponthisperspective, 

thefollowingsectionsexamine SMART 

workplaceapplicationsandorganizationalsocialsuppo

rt as 

twocomplementaryorganizationalresourcesthatmayc

ontributetoreducingjobstrainandstrengtheningorgani

zationalcommitmentamongemployeeswithdisabilitie

s. 

 

2.2. SMART Workplace Applications  

Therapidadvancement of 

digitaltechnologies has 

fundamentallytransformedcontemporaryworkplaces

andreshapedthewayorganizationsdesignworkenviron

ments. Withinthecontext of Industry 4.0 

anddigitaltransformation, theconcept of the SMART 

workplace has emerged as an 

innovativeapproachthatintegratesadvancedtechnolog

ieswithhuman-centeredworkplacedesign. 

Unliketraditionalworkplaces, SMART 

workplacesutilizeintelligenttechnologiestocreateada

ptive, flexible, accessible, 

andresponsiveworkingenvironmentsthatsupportempl

oyees' productivity, well-being, 

andworkperformance. 

SMART workplaceapplicationsencompass 

a widerange of digitaltechnologies, 

includingartificialintelligence (AI), the Internet of 

Things (IoT), ambientintelligence, sensor networks, 

assistivetechnologies, adaptive software, cloud-

basedsystems, voicerecognitiontechnologies, 

andsmartcommunicationplatforms. 

Thesetechnologiesenableworkplacestoresponddyna

micallytoemployees' 

individualneedswhilefacilitating safer, 

moreefficient, 

andmoreaccessibleworkenvironments. 

Recentstudiesemphasizethat SMART 

workplacesshould not merely be viewed as 

technology-drivenenvironments but rather as 

human-

centeredsystemsdesignedtoimproveemployees' 

workexperiencesandorganizationaleffectiveness 

(Kelpman et al., 2025). Likewise, 

ergonomicworkplacedesignsupportedbyintelligentte

chnologiescontributestoemployees' physicalwell-

beingandreducesworkplacerisksbyadaptingworkstati

onstoindividualcharacteristicsandtaskrequirements.  

Foremployeeswithdisabilities, SMART 

workplaceapplicationsprovideparticularlyimportanto

pportunitiestoovercomeworkplacebarriersandimprov

eworkparticipation. 

Previousstudieshavedemonstratedthattechnologiessu

ch as voicerecognitionsystems, smarteditors, 

context-awareenvironments, IoT-based sensor 

networks, 

andintelligentassistivesystemsenableemployeeswith

disabilitiestoperformworktasksmoreindependentlyan

defficientlywhileimprovingcommunication, 

accessibility, andworkplaceautonomy (Kbar&Aly, 

2014; Kbar et al., 2015; Kbar et al., 2016). 

Thesetechnologicalsolutions not 

onlyfacilitatetaskaccomplishment but 

alsocontributetogreaterworkplaceinclusionbyreducin

genvironmentalandtechnologicalbarriers. 

From an 

organizationalbehaviorperspective, SMART 
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workplaceapplications can also be viewed as 

valuableorganizationalresourcesthatsupportemploye

es' psychologicalwell-being. 

Byimprovingworkplaceaccessibility, 

reducingunnecessaryphysicalandcognitivedemands, 

andfacilitatingmoreindependentworkperformance, 

thesetechnologiesmaycontributetolowerlevels of 

jobstrainwhilecreatingfavorableconditionsforstronge

rorganizationalattachment. Accordingly, SMART 

workplaceapplicationsrepresent an 

importantcomponent of 

inclusiveorganizationsthatseektoenhancebothemploy

eewell-beingandorganizationaloutcomes. 

 

2.3. OrganizationalSocialSupport, 

JobStrainandOrganizationalCommitment 

Organizationalsocialsupport has 

longbeenrecognized as one of 

themostimportantorganizationalresourcesinfluencing

employees' psychologicalwell-beingandwork-

relatedattitudes. Rooted in 

OrganizationalSupportTheory, 

organizationalsocialsupportreferstoemployees' 

perceptionsthattheirorganization, supervisors, 

andcoworkersvaluetheircontributions, 

recognizetheirneeds, 

andprovideassistancewhennecessary. 

Suchsupportcreates a 

positiveworkenvironmentcharacterizedbytrust, 

cooperation, andmutualrespect, 

enablingemployeestocopemoreeffectivelywithworkp

lacedemandsandchallenges. 

Previousresearchconsistentlydemonstratesthatemplo

yeeswhoperceivehigherlevels of 

organizationalsupportexperiencegreaterjobsatisfacti

on, strongerorganizationalidentification, 

andhigherorganizationalcommitmentwhilereportingl

owerlevels of stressandemotionalexhaustion. 

Jobstrain, on theotherhand, representsone 

of 

themostfrequentlyexaminedpsychologicaloutcomes 

of 

excessivejobdemandsandinsufficientorganizationalr

esources (Karasek, 1979). 

AccordingtotheJobDemands–Resources (JD–R) 

Model, 

employeesexperiencejobstrainwhenworkdemandsex

ceedthephysical, psychological, 

ororganizationalresourcesavailabletocopewiththosed

emands 

(Bakker&Demerouti,2007).Organizationalresources

such as supervisorsupport, coworkersupport, 

participation, 

andsupportivemanagementpracticesplay a protective 

role byreducingthenegativeconsequences of work-

relatedstressandfacilitatingemployeewell-being. 

Consequently, socialsupport is considered an 

importantbufferthatmitigatestheadverseeffects of 

stressfulworkconditions. 

A substantial body of 

organizationalbehaviorresearchsupportsthebuffering 

role of socialsupport in thestressprocess. 

Schaubroeckand Fink (1998) 

demonstratedthatsocialsupportreducesthedetrimental

effects of 

workstresswhilefacilitatingpositiveworkbehaviors. 

Similarly, Koand Yom (2003) 

reportedthatorganizationalsocialsupportsignificantly

weakenedthenegativeeffects of 

jobstressandstrengthenedbothjobsatisfactionandorga

nizationalcommitmentamonghospitalnurses. 

Morerecently, Li et al. (2022) 

foundthatsocialsupportmoderatedtherelationshipbet

weenjobstrain, burnout, 

andorganizationalcommitmentbyalleviatingemploye

es' 

psychologicalstrainandpromotingmorefavorablewor

kattitudes. Likewise, Lambert et al. (2016) 

concludedthatorganizationalsocialsupportwasassocia

tedwithlowerjobstressandhigherorganizationalcomm

itmentacrosscorrectionalemployees. 

SaadehandSuifan (2020) 

furtherdemonstratedthatperceivedorganizationalsupp

ortpartiallymediatedtherelationshipbetweenjobstress

andorganizationalcommitment, 

emphasizingthecritical role of 

supportiveorganizationalenvironments in 

maintainingemployees' psychologicalwell-

beingandpositiveorganizationalattitudes. 

Amongthevariouswork-

relatedattitudesexamined in organizationalbehavior, 

organizationalcommitmentremainsone of 

themostimportantindicators of employees' 

attachmenttotheirorganizations. 

Organizationalcommitmentreflectsemployees' 

emotionalattachment, 

identificationwithorganizationalgoals, 

andwillingnesstoremain as organizationalmembers 

(Meyer&Allen,1991).Previousstudiesconsistentlyind

icatethatemployeesexperiencinglowerlevels of 

jobstrainaremorelikelytodevelopstrongerorganizatio

nalcommitmentbecausereducedstressenablesgreaterp

sychologicalengagement, higherworkmotivation, 

andmorepositiveevaluations of theorganization. 

Conversely, 

prolongedjobstrainmayreduceemployees' 

emotionalattachmentandincreasewithdrawalintentio

ns, ultimatelyweakeningorganizationalcommitment 

(Schmidt, 2007). 
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Fromtheperspective of 

employeeswithdisabilities, 

organizationalsocialsupportbecomesevenmorecritica

l. 

Inadditiontoformalworkplaceaccommodationsandac

cessibletechnologies, supportivesupervisors, 

coworkers, 

andinclusiveorganizationalpracticesprovidevaluable

psychologicalresourcesthatfacilitateworkadjustment, 

reducestress, andstrengthenemployees' sense of 

belonging. Accordingly, 

organizationalsocialsupportmay be viewed as a 

strategicorganizationalresourcethat not 

onlyalleviatesjobstrain but 

alsopromotesstrongerorganizationalcommitmentamo

ngemployeeswithdisabilities. 

Thisperspectiveprovides an 

importanttheoreticalfoundationforintegratingorganiz

ationalbehaviortheorieswith SMART 

workplaceapplications in thefollowingsections of 

thepresentstudy. 

 

III. PROPOSED THEORETICAL 

FRAMEWORK 
Theprevioussectionsreviewedtheliterature 

on SMART workplaceapplications, 

organizationalsocialsupport, jobstrain, 

andorganizationalcommitmentindependently. 

However, 

theseresearchstreamshaverarelybeenintegratedwithin 

a comprehensivetheoreticalframeworkfocusing on 

employeeswithdisabilities. 

DrawingupontheJobDemands–Resources Model, 

OrganizationalSupportTheory, andSocial Exchange 

Theory, 

thispaperproposesthefollowingconceptualrelationshi

ps. 

Althoughtheseresearchstreamshavemadeim

portantcontributionstounderstandingworkplaceinclus

ion, theyhavelargelydevelopedindependently. 

Existingstudies on SMART 

workplaceapplicationshaveprimarilyfocused on 

technologicalinnovation, assistivetechnologies, 

accessibility, andintelligentworkplacesystems, 

whereasorganizationalbehaviorresearch has 

mainlyemphasizedpsychosocialfactorssuch as 

organizationalsupport, workplacestress, 

andemployeeattitudes. Consequently, 

limitedattention has beendevotedtoexplaining how 

technologicalandorganizationalresourcesjointlyinflu

encetheworkexperiences of 

employeeswithdisabilities. 

Thisconceptualpaperarguesthatsuccessfulw

orkplaceinclusionrequiresmorethantheimplementatio

n of 

advancedtechnologiesorsupportiveorganizationalpra

cticesalone. While SMART 

workplaceapplicationsimproveworkplaceaccessibilit

yandfacilitateemployees' 

independentworkperformancethroughadaptivetechn

ologies, 

organizationalsocialsupportprovidespsychologicalan

dsocialresourcesthatstrengthenemployees' sense of 

belonging, workadjustment, 

andorganizationalintegration. Therefore, 

thesetwoorganizationalresourcesshould not be 

viewed as independentmechanisms but rather as 

complementaryfactorsthatinteracttocreatemoreinclus

ive, supportive, andsustainableworkplaces. 

Theproposedframework is 

primarilygrounded in theJobDemands–Resources 

(JD–R) Model, whichsuggeststhatemployees' well-

beingandworkattitudesareinfluencedbythebalancebet

weenjobdemandsandavailableorganizationalresource

s. Fromthisperspective, SMART 

workplaceapplicationsandorganizationalsocialsuppo

rtrepresentvaluableorganizationalresourcescapable 

of reducingphysical, technological, psychological, 

andsocialbarriersencounteredbyemployeeswithdisab

ilities. Byincreasingworkplaceaccessibility, 

facilitatingtaskaccomplishment, 

andenhancingsocialinclusion, 

theseresourcesareexpectedtoalleviatejobstrainwhilep

romotingmorefavorableorganizationalattitudes. 

Theframework is 

furthersupportedbyOrganizationalSupportTheory, 

whichproposesthatemployeeswhoperceivehigherleve

ls of organizationalcare, recognition, 

andsupportaremorelikelytoreciprocatethroughstrong

erorganizationalattachmentandpositiveworkbehavior

s. Similarly, Social Exchange 

Theorysuggeststhatemployeesrespondtosupportiveor

ganizationalpracticesbydevelopinggreatertrust, 

commitment, 

andwillingnesstocontributetoorganizationalgoals. 

Withinthecontext of disabilityinclusion, 

accessibletechnologiesandsupportiveorganizationale

nvironmentsjointlysignalthatemployeesarevaluedorg

anizationalmemberswhoseparticipationandcontributi

onsareappreciated. 

Accordingly, thisstudyproposesthat 

SMART 

workplaceapplicationsandorganizationalsocialsuppo

rtfunction as 

complementaryorganizationalresourcesthatcontribut

etoreducingjobstrainandstrengtheningorganizational

commitmentamongemployeeswithdisabilities. 

Ratherthanexaminingtheserelationshipsindependentl

y, 

theproposedframeworkintegratestechnologicalaccess



 

  

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 6, Issue 4, Jul. – Aug., 2026, pp: 67-82                             ISSN: 3048-6874  

www.ijhssm.org                                                      

 

 

 

DOI: 10.35629/6874-06046782     | Impact Factor value 7.52 |   ISO 9001: 2008 Certified Journal           Page 73 

ibilityandorganizationalsupportwithin a 

unifiedorganizationalbehaviorperspective. 

Indoingso, 

theframeworkextendsexistingdisabilitymanagementa

nd SMART 

workplaceliteraturebyemphasizingthecombined role 

of technologicalandpsychosocialresources in 

promotingemployeewell-

beingandorganizationaleffectiveness. Figure 1 

illustratestheproposedconceptualframework, 

andthefollowingpropositionsaredevelopedbased on 

thistheoreticalperspective. 

 

Figure 1. Proposedtheoreticalframeworkillustratingtherelationshipsbetween SMART 

workplaceapplications, organizationalsocialsupport, jobstrain, 

andorganizationalcommitmentamongemployeeswithdisabilities. 

 
 

Figure 1 

illustratestheproposedconceptualframeworkdevelope

d in thisstudy. BuildingupontheJobDemands–

Resources Model, OrganizationalSupportTheory, 

andSocial Exchange Theory, 

theframeworkconceptualizes SMART 

workplaceapplicationsandorganizationalsocialsuppo

rt as 

complementaryorganizationalresourcesthatcontribut

etoreducingjobstrainandstrengtheningorganizational

commitmentamongemployeeswithdisabilities. 

Thefollowingsectionselaboratetheseconceptualrelati

onshipsanddevelopthepropositions of thestudy. 

 

3.1. SMART Workplace Applications 

andJobStrain 

Therapidadvancement of 

digitaltechnologies has 

fundamentallytransformedthenature of 

contemporaryworkplaces, 

creatingnewopportunitiestoimprovebothorganization

alperformanceandemployeewell-being. 

Withinthistransformation, SMART 

workplaceapplicationshaveemerged as an 

importantorganizationalresourcethatextendsbeyondt

echnologicalinnovationbypromotingadaptive, 

accessible, andemployee-

centeredworkenvironments. 

Foremployeeswithdisabilities, 

theseintelligentworkplacesystemshaveparticularsigni

ficancebecausetheyfacilitateworkparticipation, 

reduceenvironmentalbarriers, 

andsupportindependenttaskaccomplishmentthrougha

ssistiveandadaptivetechnologies. 

Fromtheperspective of theJobDemands–

Resources (JD–R) Model, SMART 

workplaceapplications can be conceptualized as 

valuableorganizationalresourcesthathelpemployeesc

opemoreeffectivelywithworkdemands. The JD–R 

Model 

proposesthatjobresourcesreducethepsychologicaland

physicalcostsassociatedwithworkdemandswhilepro

motingmotivation, engagement, andemployeewell-

being. 

Resourcesbecomeparticularlyimportantwhenemploy

eesencounteradditionalchallengesassociatedwiththei

rworkenvironment. Foremployeeswithdisabilities, 

inaccessibleworkplaces, technologicallimitations, 

andphysicalorcommunicationbarriersmayincreasewo

rkdemandsandconsequentlyelevatejobstrain. 

Incontrast, SMART 

workplaceapplicationsprovidetechnologicalresource

sthatfacilitatetaskperformance, improveaccessibility, 

andenableemployeestoperformtheirjobswithgreatera

utonomyandefficiency. 

Previousresearch has 

increasinglyemphasizedthe role of SMART 

technologies in 

creatingmoreaccessibleandinclusiveworkplaces. 

Intelligentworkplacesystemsincorporatingartificialin
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telligence, ambientintelligence, Internet of Things 

(IoT), sensor networks, 

voicerecognitiontechnologies, adaptive software, 

andassistivetechnologiesenableorganizationstoacco

mmodatethediverseneeds of 

employeeswithdisabilities. 

Ratherthanrequiringemployeestoadapttorigidworken

vironments, SMART 

workplaceapplicationsallowworkenvironmentstoada

pttoemployees' 

individualcapabilitiesandfunctionalneeds. 

Suchadaptivetechnologiescontributetoreducingunne

cessaryphysicaleffort, simplifyingworkprocesses, 

improvingcommunication, 

andfacilitatingaccesstoorganizationalresources, 

therebycreatingmoresupportiveandinclusiveworkpla

ces.  

Recentstudiesfurthersuggestthat SMART 

workplaceapplicationsimproveemployees' 

workexperiencesbyenhancingworkplaceaccessibility

, ergonomics, andoperationalflexibility. Human-

centeredworkplacedesignsupportedbyintelligenttech

nologiesenablesorganizationsto optimize 

workstationsaccordingtoemployees' 

characteristicsandtaskrequirements, 

therebyreducingphysicalworkloadandpromotingoccu

pationalwell-being. 

Suchtechnologicaladaptationsareparticularlybenefici

alforemployeeswithdisabilities, as they minimize 

environmentalbarriersandsupport safer 

andmorecomfortableworkingconditions.  

Thesetechnologicalimprovementsmayalsoh

aveimportantpsychologicalimplications. 

Employeeswhoareabletoperformtheirworkindepende

ntly, efficiently, 

andwithoutunnecessaryenvironmentalobstaclesarele

sslikelytoexperiencework-relatedstress, frustration, 

andpsychologicaloverload. 

Accessibletechnologiesmaythereforereducethemism

atchbetweenjobdemandsandemployees' 

availableresources, whichconstitutesone of 

theprincipalsources of jobstrainaccordingtothe JD–R 

Model. Consequently, SMART 

workplaceapplicationsshould not merely be viewed 

as technologicalinnovations but also as 

organizationalresourcesthatfosteremployeewell-

beingbyreducingwork-relatedstrain. 

Despitethegrowing body of research on 

SMART workplacetechnologies, 

relativelylimitedattention has 

beendevotedtotheirorganizationalbehavioroutcomes, 

particularlyamongemployeeswithdisabilities. 

Mostpreviousstudieshavefocusedprimarily on 

technologicaldevelopment, systemimplementation, 

andaccessibilityissues, 

whereasconsiderablylessresearch has examined how 

thesetechnologiesinfluenceemployees' 

psychologicalexperiences in theworkplace. 

Buildinguponthe JD–R Model 

andtheexistingevidence on 

adaptiveworkplacetechnologies, 

thepresentstudyarguesthat SMART 

workplaceapplicationsconstitute an 

importantorganizationalresourcethatcontributestolo

werlevels of 

jobstrainamongemployeeswithdisabilities. 

Accordingly, thefollowingproposition is 

advanced: 

Proposition 1 (P1).SMART 

workplaceapplicationsarenegativelyassociatedwithj

obstrainamongemployeeswithdisabilities. 

 

3.2 SMART Workplace Applications 

andOrganizationalCommitment 

Organizationalcommitmentrepresentsone of 

themostimportantwork-relatedattitudes in 

organizationalbehaviorliterature, 

reflectingemployees' emotionalattachmentto, 

identificationwith, andinvolvement in 

theirorganization. 

Committedemployeesaremorelikelytoremainwiththe

irorganizations, exhibithighermotivation, 

contributetoorganizationalgoals, 

anddemonstratepositiveworkbehaviors 

(Meyer&Allen, 1991). Consequently, 

understandingtheorganizationalfactorsthatstrengthen

employees' commitment has become a 

majorconcernforbothresearchersandpractitioners. 

Withincontemporaryorganizations, 

digitaltransformation has 

introducednewopportunitiestoenhanceemployees' 

workexperiencesthrough SMART 

workplaceapplications. Beyond 

improvingoperationalefficiency, 

intelligentworkplacetechnologiesmayalsocontributet

opositiveemployeeattitudesbycreatingmoreaccessibl

e, flexible, andinclusiveworkenvironments. 

Foremployeeswithdisabilities, SMART 

workplaceapplicationsfacilitateworkplaceparticipati

onbyminimizingenvironmentalbarriers, 

supportingindependenttaskaccomplishment, 

andincreasingemployees' 

autonomythroughadaptivetechnologies. 

Thesetechnologicalimprovementsmaystrengthenemp

loyees' 

perceptionsthattheorganizationvaluestheirparticipati

onandinvests in creatingequitableworkingconditions. 

Previousstudieshavesuggestedthat SMART 

workenvironmentscontributetomorepositiveemploye

eattitudestowardtheirorganizations. Kim andShin 
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(2015)foundthat SMART 

workenvironmentspositivelyinfluenceorganizational

commitmentandinnovativebehaviorbycreatingmorefl

exibleandsupportiveworksettings. Similarly, Smith 

(2016)arguedthat SMART 

workpracticesstrengthenemployees' 

commitmentbyimprovingcommunication, 

workplaceflexibility, andemployees' 

overallworkexperience. Furthermore, Hassan 

(2016)emphasizedthat SMART 

workpracticesenhanceworkplaceefficiencythroughte

chnology-supportedworkprocesses, 

suggestingthatintelligentworkenvironmentsimprovee

mployees' abilitytoaccomplishworktaskseffectively. 

Collectively, thesestudiesindicatethat SMART 

workplaceapplicationsextendbeyondtechnologicalin

novationbycreatingorganizationalconditionsthatfoste

remployees' positiveperceptions of 

theirworkenvironment. 

Foremployeeswithdisabilities, 

theseorganizationalbenefitsmaybecomeevenmorepro

nounced. SMART 

workplaceapplicationsreduceenvironmentalbarriers, 

facilitateworkplaceaccessibility, 

andsupportindependenttaskaccomplishmentthrougha

daptivetechnologies. Suchinvestmentsdemonstrate 

an organization'scommitmenttoinclusion, equality, 

andemployeewell-being (E.g., Smith, 2016). 

Despitetheincreasingimplementation of SMART 

workplacetechnologiesacrossorganizations, 

relativelylittleresearch has examinedtheirinfluence 

on organizationalcommitment, 

particularlyamongemployeeswithdisabilities. 

Mostexistingstudieshaveconcentrated on 

technologicalfunctionalityandworkplaceaccessibility

ratherthaninvestigating how 

thesetechnologiesshapeemployees' 

organizationalattitudes.  

Fromtheperspective of 

OrganizationalSupportTheory, investments in 

SMART workplaceapplicationsmay be interpreted 

as 

organizationalactionsdemonstratingconcernforemplo

yees' needsandwell-being. 

Employeeswhoperceivethattheirorganizationsinvest 

in 

accessibletechnologiesandsupportiveworkenvironme

ntsaremorelikelytodevelopfavorableattitudestowardt

heorganization. Likewise, Social Exchange 

Theorysuggeststhatemployeestendtoreciprocateorga

nizationalinvestmentswithstrongerorganizationalatta

chmentandgreatercommitment. 

Foremployeeswithdisabilities, SMART 

workplaceapplicationssignalorganizationaleffortstop

romoteequalparticipation, accessibility, 

andinclusion, therebystrengtheningemployees' 

emotionalattachmentandcommitmenttotheorganizati

on. 

Accordingly, thefollowingproposition is 

advanced: 

Proposition 2 (P2).SMART 

workplaceapplicationsarepositivelyassociatedwithor

ganizationalcommitmentamongemployeeswithdisabi

lities. 

3.3 OrganizationalSocialSupportandJobStrain 

Organizationalsocialsupport has 

longbeenrecognized as one of 

themostimportantorganizationalresourcesforreducin

gemployees' work-

relatedstressandpromotingpsychologicalwell-being. 

Organizationalsocialsupportencompassesemotional, 

informational, 

andinstrumentalassistanceprovidedbysupervisors, 

coworkers, andtheorganizationitself. 

Suchsupportenablesemployeestocopemoreeffectivel

ywithdemandingworkconditionsbyprovidingaccesst

ovaluableinterpersonalandorganizationalresourcesth

atfacilitate problem-solving, reduceuncertainty, 

andstrengthenemployees' psychologicalresilience 

(Eisenberger et al, 1986). 

Withinorganizationalbehaviorliterature, 

thestress-

bufferingperspectivesuggeststhatsocialsupportmitiga

testheadverseeffects of 

stressfulworkconditionsbyenhancingemployees' 

copingcapacityandreducingthepsychologicalimpact 

of jobdemands (Karasek, 1979). Likewise, 

theJobDemands–Resources (JD–R) 

Modelproposesthatorganizationalresourcesfunction 

as 

protectivemechanismsthatoffsetexcessivejobdemand

sandconsequentlyreduceemployees' jobstrain. 

Employeeswhoperceivehigherlevels of 

organizationalsocialsupportarethereforemorelikelyto

experiencelowerlevels of 

stressandpsychologicalstrainbecausesupportiveorgan

izationalenvironmentsprovidevaluableemotionaland

practicalresourcesthatfacilitatesuccessfulworkadjust

ment. 

Substantialempiricalevidencesupportsthene

gativerelationshipbetweenorganizationalsocialsuppo

rtandjobstrain. One of theearlieststudiesbyWinnubst 

et al. 

(1982)demonstratedthatsocialsupportsignificantlywe

akenedtherelationshipbetweenoccupationalstressorsa

ndpsychologicalstrain. Similarly, Sargentand Terry 

(2000)confirmedthemoderating role of 

workplacesocialsupportwithinKarasek'sJobStrain 

Model, 

emphasizingthatsupportiveworkenvironmentsreduce
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thedetrimentalconsequences of 

demandingworkconditions. Morerecently, Blanch 

(2016)reportedthatsocialsupportserves as an 

importantmechanismlinkinggreaterworkplacecontrol

tolowerpsychologicalstrain, 

furtherhighlightingitsprotectivefunctionwithinorgani

zationalsettings. 

Contemporaryresearchcontinuestoreinforcet

hesefindings. Komatsu et al. 

(2010)demonstratedthatworkplacesocialsupportbuff

erstheeffects of 

jobstrainanddepressivesymptomsamongemployees, 

whileLi et al. 

(2022)foundthatorganizationalsocialsupportalleviate

sthenegativeeffects of 

jobstrainandburnoutwhilestrengtheningpositiveorga

nizationaloutcomes. Furthermore, an 

extensiveintegrativereviewconductedbyJolly et al. 

(2021)concludedthatworkplacesocialsupportconsiste

ntlycontributestoemployees' psychologicalwell-

beingbyreducingstress, improvingcopingcapacity, 

andfosteringhealthierworkenvironmentsacrossdivers

eoccupationalsettings. 

Foremployeeswithdisabilities, 

organizationalsocialsupportassumesevengreaterimpo

rtancebecausedisability-

relatedworkplacechallengesoftenextendbeyondphysi

calaccessibilitytoincludesocialintegration, 

communication, andpsychologicaladjustment. 

Supportivesupervisors, coworkers, 

andorganizationalpracticesprovideessentialresources

thathelpemployeeswithdisabilitiesovercomeworkpla

cebarriers, strengthentheir sense of belonging, 

andreducework-relatedstress. Accordingly, 

organizationalsocialsupportmay be regarded as a 

strategicorganizationalresourcethatprotectsemployee

swithdisabilitiesagainstexcessivejobstrainwhilefacili

tatinghealthierandmoreinclusiveworkexperiences. 

DrawingupontheJobDemands–Resources 

Model, theStress-BufferingTheory, 

andtheextensiveorganizationalbehaviorliterature, 

thepresentstudyarguesthatorganizationalsocialsuppo

rtcontributestolowerlevels of 

jobstrainamongemployeeswithdisabilities. 

Accordingly, thefollowingproposition is 

advanced: 

Proposition 3 

(P3).Organizationalsocialsupport is 

negativelyassociatedwithjobstrainamongemployees

withdisabilities. 

 

3.4 

OrganizationalSocialSupportandOrganizational

Commitment 

Organizationalcommitment has 

longbeenregarded as one of 

themostimportantindicators of 

positiveemployeeattitudesandsuccessfulorganization

alfunctioning. Itreflectsemployees' 

psychologicalattachmenttotheirorganization, 

identificationwithorganizationalvaluesandgoals, 

andwillingnesstomaintainorganizationalmembership

. 

Employeeswithstrongerorganizationalcommitmentar

egenerallymoreengaged, motivated, productive, 

andlesslikelytoleavetheirorganizations (Eisenberger 

et al, 1986). Consequently, 

identifyingorganizationalfactorsthatfostercommitme

nt has remained a majorconcern in 

organizationalbehaviorandhumanresourcemanageme

ntresearch. 

Amongthesefactors, 

organizationalsocialsupport has 

consistentlybeenrecognized as one of 

thestrongestantecedents of 

organizationalcommitment. 

AccordingtoOrganizationalSupportTheory 

(Eisenberger et al., 1986), 

employeesdevelopstrongercommitmentwhentheyper

ceivethattheirorganizationvaluestheircontributionsan

dgenuinelycaresabouttheirwell-being. Similarly, 

Social Exchange 

Theorysuggeststhatsupportiveorganizationalpractice

screatereciprocalexchangerelationships, 

encouragingemployeestorespondwithgreaterloyalty, 

trust, andcommitmenttowardtheirorganizations 

(CropanzanoandMitchell, 2005). 

Supportivesupervisors, cooperativecoworkers, 

fairorganizationalpolicies, 

andinclusiveorganizationalclimatesstrengthenemplo

yees' sense of 

belongingandreinforcetheiremotionalattachmenttoth

eorganization. 

Extensiveempiricalresearchprovidesstronge

videnceforthepositiverelationshipbetweenorganizati

onalsocialsupportandorganizationalcommitment. 

PanaccioandVandenberghe 

(2009)demonstratedthatperceivedorganizationalsupp

ortpositivelypredictsorganizationalcommitmentandp

sychologicalwell-beingover time. Likewise, 

Marique et al. 

(2013)emphasizedthatperceivedorganizationalsuppo

rtenhancesaffectivecommitmentbystrengtheningemp

loyees' socialidentificationwiththeirorganizations. 

Similarly, Gündüz (2014), Nayir (2012), Eğriboyun 

(2015), andFakhraei et al. 



 

  

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 6, Issue 4, Jul. – Aug., 2026, pp: 67-82                             ISSN: 3048-6874  

www.ijhssm.org                                                      

 

 

 

DOI: 10.35629/6874-06046782     | Impact Factor value 7.52 |   ISO 9001: 2008 Certified Journal           Page 77 

(2015)consistentlyreportedthatemployeeswhopercei

vehigherlevels of 

organizationalsupportexhibitstrongerorganizationalc

ommitmentacrossdifferentoccupationalsettings. 

Morerecently, Vuong et al. 

(2023)foundthatsocialsupportcontributestoemployee

s' 

jobperformancethroughincreasedorganizationalcom

mitment, furtherhighlightingthestrategicimportance 

of supportiveworkenvironments. Likewise, Tuna 

and Aslan (2018)reportedthatteachers' perceptions 

of 

socialsupportwerepositivelyassociatedwiththeirorga

nizationalcommitment, 

reinforcingthegeneralizability of 

thisrelationshipacrossoccupationalcontexts. 

Foremployeeswithdisabilities, 

organizationalsocialsupportmay be 

evenmoreinfluentialbecauseworkplaceinclusiondepe

nds not only on physicalaccessibility but also on 

employees' perceptions of acceptance, respect, 

andbelonging. Supportivesupervisors, coworkers, 

andinclusiveorganizationalpracticessignalthatemplo

yeeswithdisabilitiesarevaluedorganizationalmember

swhosecontributionsareappreciated. 

Thesesupportiveexperiencesstrengthenemployees' 

trust in theirorganizations, 

reinforceorganizationalidentification, 

andfosterstrongeremotionalattachment. 

Consequently, organizationalsocialsupportfunctions 

not only as a 

practicalresourceforfacilitatingworkplaceadjustment 

but also as an 

importantpsychologicalmechanismthatenhancesorga

nizationalcommitmentamongemployeeswithdisabilit

ies. 

BuildinguponOrganizationalSupportTheory

, Social Exchange Theory, 

andtheextensiveempiricalevidence in 

organizationalbehaviorliterature, 

thepresentstudyarguesthatorganizationalsocialsuppo

rt is 

positivelyassociatedwithorganizationalcommitmenta

mongemployeeswithdisabilities. 

Accordingly, thefollowingproposition is 

advanced: 

Proposition 4 

(P4).Organizationalsocialsupport is 

positivelyassociatedwithorganizationalcommitmenta

mongemployeeswithdisabilities. 

Tosummarizethetheoreticalrationaleunderly

ingtheproposedconceptualframework, Table 1 

presentstheprincipaltheoreticalperspectivesandrepres

entativeempiricalevidencesupportingeach of 

theproposedrelationships. Ratherthanrelying on a 

singletheoreticalperspective, 

thepresentstudyintegratescomplementaryorganizatio

nalbehaviortheoriestoexplain how SMART 

workplaceapplicationsandorganizationalsocialsuppo

rtinfluencejobstrainandorganizationalcommitmenta

mongemployeeswithdisabilities. 

 

Table 1. TheoreticalFoundationsandEmpiricalEvidenceSupportingtheProposedRelationships 

 

Relationship Main Theory SupportingLiterature 

SMART Workplace → JobStrain 
JobDemands–Resources (JD-

R) Model 

SMART workplace, 

accessibility, 

assistivetechnologies 

SMART Workplace → 

OrganizationalCommitment 

OrganizationalSupportTheory 

+ Social Exchange Theory 

Kim &Shin (2015), Smith 

(2016), Hassan (2016) 

OrganizationalSocialSupport → JobStrain 
JD-R Model + Stress-

BufferingTheory 

Sargent& Terry (2000), Blanch 

(2016), Jolly et al. (2021), Li et 

al. (2022), 

Cropanzano&Mitchell (2005). 

OrganizationalSocialSupport → 

OrganizationalCommitment 

OrganizationalSupportTheory 

+ Social Exchange Theory 

Panaccio&Vandenberghe 

(2009), Marique et al. (2013), 

Vuong et al. (2023), 

Eisenberger et al (1986) 

 

As illustrated in Table 1, each of 

theproposedrelationships is grounded in well-

establishedorganizationalbehaviortheoriesandsuppor

tedbysubstantialempiricalevidence. Theintegration 

of thesetheoreticalperspectivesprovides a 

comprehensiveexplanation of how 

technologicalresources (i.e., SMART 

workplaceapplications) andpsychosocialresources 
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(i.e., organizationalsocialsupport) 

contributetoemployees' workplaceexperiences. 

Collectively, 

theseperspectivessupporttheargumentthatorganizatio

ns can 

fostermoreinclusiveandsupportiveworkenvironments

foremployeeswithdisabilitiesbysimultaneouslyinvest

ing in 

intelligentworkplacetechnologiesandstrengtheningor

ganizationalsupportpractices. Accordingly, 

thefourconceptualpropositionspresented in 

thisstudyaretheoreticallyjustifiedandprovidethefoun

dationfortheproposedconceptualframework. 

 

IV. DISCUSSION AND CONCLUSION 
Thepresentconceptualstudysoughttointegrat

etheliterature on SMART workplaceapplications, 

organizationalsocialsupport, jobstrain, 

andorganizationalcommitmentwithinthecontext of 

employeeswithdisabilities. 

Bysynthesizingevidencefromorganizationalbehavior, 

disabilitymanagement, 

anddigitalworkplaceliterature, thispaperproposed a 

comprehensivetheoreticalframeworkexplaining how 

technologicalandpsychosocialorganizationalresource

scontributetomoreinclusiveandsupportiveworkplaces

. 

Thepresentconceptualstudysoughttointegrat

ethegrowingliterature on SMART 

workplaceapplications, organizationalsocialsupport, 

jobstrain, 

andorganizationalcommitmentwithinthecontext of 

employeeswithdisabilities. 

Althoughpreviousstudieshaveextensivelyexaminedth

eseconceptsindependently, limitedattention has 

beendevotedtoexplaining how 

technologicalandpsychosocialorganizationalresource

sjointlycontributetoemployees' 

workplaceexperiences. 

Byintegratingevidencefromorganizationalbehavior, 

disabilitymanagement, andsmartworkplaceresearch, 

theproposedframeworkprovides a 

comprehensiveperspective on how organizations can 

fostermoreinclusive, supportive, 

andsustainableworkenvironmentsforemployeeswithd

isabilities. 

Theproposedrelationshipsarestronglysuppor

tedbywell-

establishedorganizationalbehaviortheoriesandprevio

usempiricalfindings. 

ConsistentwiththeJobDemands–Resources (JD–R) 

Model, SMART 

workplaceapplicationsandorganizationalsocialsuppo

rtwereconceptualized as 

valuableorganizationalresourcesthathelpemployeesc

opewithworkplacedemandswhilereducingjobstrain. 

Existingresearch has 

shownthatintelligentworkplacetechnologiesimprove

accessibility, facilitatetaskaccomplishment, 

andenhanceemployees' workexperiences (Kbar et 

al., 2014; Kbar et al., 2016; Kelpman et al., 2025). 

Likewise, 

organizationalbehaviorliteratureconsistentlydemonst

ratesthatorganizationalsocialsupportreducesworkpla

cestresswhilestrengtheningpositiveemployeeattitude

s (Sargent& Terry, 2000; Blanch, 2016; Jolly et al., 

2021). 

TheproposedframeworkfurtherextendsOrga

nizationalSupportTheoryandSocial Exchange 

Theorybysuggestingthatbothtechnologicalinvestmen

tsandsupportiveorganizationalpracticescommunicate

organizationalcare, inclusion, 

andrespecttowardemployeeswithdisabilities. 

Previousstudieshavereportedthatsupportiveorganizat

ionalenvironmentsenhanceemployees' 

commitmentbystrengtheningorganizationalidentifica

tionandfulfillingemployees' socio-emotionalneeds 

(Panaccio&Vandenberghe, 2009; Marique et al., 

2013; Coll&Mignonac, 2023). Similarly, 

emergingresearch on SMART 

workenvironmentsindicatesthattechnology-

supportedworkplacespositivelyinfluenceorganizatio

nalcommitmentbycreatingmoreflexible, efficient, 

andemployee-centeredworkenvironments (Kim 

&Shin, 2015; Smith, 2016). 

Buildinguponthesefindings, 

thepresentstudyarguesthatorganizationsshouldconsid

er SMART 

workplaceapplicationsandorganizationalsocialsuppo

rt as 

complementaryorganizationalresourcesratherthaniso

latedorganizationalpractices. 

Unlikepreviousstudies, 

whichhaveprimarilyfocusedeither on 

technologicalsolutionsorpsychosocialorganizationalf

actors, 

thisconceptualpaperintegratestheseresearchstreamsin

to a unifiedorganizationalbehaviorframework. 

Indoingso, 

thestudycontributestothedisabilitymanagementliterat

urebyemphasizingthatsuccessfulworkplaceinclusionr

equiressimultaneousinvestments in 

accessibletechnologiesandsupportiveorganizationale

nvironments. Such an integratedperspectiveoffers a 

morecomprehensiveunderstanding of 

theorganizationalconditionsthatmayreducejobstraina

ndstrengthenorganizationalcommitmentamongempl

oyeeswithdisabilities. 

Forconclusion, thefindings of 

thepresentconceptualstudysuggestthatboth SMART 
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workplaceapplicationsandorganizationalsocialsuppo

rtrepresentstrategicorganizationalresourcesthatmaysi

gnificantlyimprovetheworkplaceexperiences of 

employeeswithdisabilities. 

Byreducingworkplacebarriers, 

enhancingaccessibility, 

andcreatingsupportiveorganizationalenvironments, 

theseresourcesareexpectedtoalleviatejobstrainwhiles

trengtheningemployees' organizationalcommitment. 

Accordingly, 

organizationsseekingtopromotedisabilityinclusionsh

ouldrecognizethattechnologicalinnovationandorgani

zationalsupportarecomplementaryratherthanindepen

dentmechanismsforimprovingemployeewell-

beingandorganizationaleffectiveness. 

Overall, 

thisstudycontributestotheemergingliterature on 

inclusiveworkplacesbyproposing an 

integratedtheoreticalframeworkthatcombinesdigital

workplacetechnologieswithestablishedorganizationa

lbehaviortheories. It is 

expectedthattheproposedconceptualframeworkwillpr

ovide a 

usefulfoundationforfutureempiricalresearchinvestiga

tingtherelationshipsbetween SMART 

workplaceapplications, organizationalsocialsupport, 

jobstrain, 

andorganizationalcommitmentamongemployeeswith

disabilities. Ultimately, 

developingorganizationsthatarebothtechnologicallya

dvancedandsociallysupportivewill be 

essentialforfosteringequitable, accessible, 

andsustainableworkplaces in thefuture. 

 

4.1. ManagerialandConceptualImplications 

Theproposedconceptualframeworkofferssev

eralimportantimplicationsforbothorganizationalbeha

viortheoryandmanagerialpractice. From a 

conceptualperspective, 

thisstudycontributestothegrowingliterature on 

disabilitymanagementandinclusiveworkplacesbyinte

grating SMART 

workplaceapplicationswithorganizationalsocialsupp

ortwithin a 

unifiedorganizationalbehaviorframework. 

Whilepreviousstudieshavegenerallyexaminedtechnol

ogicalaccessibilityorpsychosocialorganizationalreso

urcesindependently, 

thepresentstudyarguesthattheseorganizationalresourc

esshould be 

consideredcomplementarymechanismsthatjointlycon

tributetoreducingjobstrainandstrengtheningorganizat

ionalcommitmentamongemployeeswithdisabilities. 

ByintegratingtheJobDemands–ResourcesModel, 

OrganizationalSupportTheory, andSocial Exchange 

Theory, 

theproposedframeworkextendsexistingknowledgere

gardingtheorganizationalconditionsthatfacilitatewor

kplaceinclusionandemployeewell-being in 

digitallytransformedorganizations. Furthermore, 

theconceptualpropositionsdeveloped in 

thisstudyprovide a 

theoreticalfoundationforfutureempiricalresearchexa

miningtheorganizationalconsequences of SMART 

workplaceapplicationsamongemployeeswithdisabilit

ies. 

From a managerialperspective, 

thefindingssuggestthatorganizationsshouldview 

SMART workplaceapplications not merely as 

technologicalinvestments but as 

strategichumanresourcepracticesthatsupportemploye

ewell-beingandorganizationalsustainability. 

Managersshouldinvest in 

accessibledigitaltechnologies, 

adaptiveworkplacesystems, assistivetechnologies, 

andintelligentworkenvironmentsthatenableemployee

swithdisabilitiestoperformtheirjobsmoreindependent

lyandeffectively. However, 

technologicalinvestmentsaloneareunlikelytoachievet

heirfullpotentialunlesstheyareaccompaniedbysuppor

tiveorganizationalculturescharacterizedbyinclusivele

adership, supportivesupervisors, 

cooperativecoworkers, 

andfairhumanresourcepractices. 

Organizationsshouldthereforefoster an 

inclusiveclimate in 

whichemployeeswithdisabilitiesfeelrespected, 

valued, 

andactivelysupportedthroughouttheiremploymentex

periences. 

Moreover, 

organizationsareencouragedtoadoptcomprehensivedi

sabilityinclusionstrategiesthatcombinetechnological

accessibilitywithorganizationalsupportinitiatives. 

Suchstrategiesmayincludedisabilityawarenesstrainin

g, inclusiveleadershipdevelopment, 

workplaceaccommodationpolicies, 

accessibledigitalinfrastructure, mentoringprograms, 

andemployeesupportmechanismsdesignedtofacilitate

workplaceparticipationandlong-

termorganizationalintegration. 

Theseinitiativesareexpected not 

onlytoreducejobstrain but 

alsotostrengthenemployees' 

organizationalcommitment, 

therebycontributingtohigheremployeeretention, 

improvedworkperformance, 

andmoresustainableorganizationaloutcomes. 

Ultimately, 

creatingtrulyinclusiveorganizationsrequiresbalancin
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gtechnologicalinnovationwithhuman-

centeredorganizationalpractices. 

Organizationsthatsimultaneouslyinvest in SMART 

workplaceapplicationsandorganizationalsocialsuppo

rtarelikelytoestablishmoreaccessible, equitable, 

andpsychologicallyhealthyworkenvironments in 

whichemployeeswithdisabilities can fullyparticipate, 

contribute, andthrive. 

 

4.2. FutureResearchDirections 

Althoughthepresentstudyprovides a 

comprehensiveconceptualframeworkintegrating 

SMART workplaceapplications, 

organizationalsocialsupport, jobstrain, 

andorganizationalcommitmentamongemployeeswith

disabilities, 

severalopportunitiesremainforfutureresearch. First, 

theproposedrelationshipsshould be 

empiricallyexaminedusingquantitativeresearchdesig

nsacrossdifferentindustriesandorganizationalcontext

s. 

Futurestudiesmayemploystructuralequationmodeling

orotheradvancedstatisticaltechniquesto test 

theproposedpropositionsandevaluatethestrength of 

therelationshipssuggested in 

thepresentconceptualframework. 

Second, 

futureresearchmayinvestigatewhethertheproposedrel

ationshipsdifferaccordingtodisabilitytype, 

organizationalcharacteristics, 

ornationalandculturalcontexts. 

Employeeswithphysical, sensory, cognitive, 

orpsychologicaldisabilitiesmayexperience SMART 

workplaceapplicationsandorganizationalsupportdiffe

rently. 

Comparativestudiesacrosspublicandprivateorganizat

ions, variousoccupationalgroups, 

anddifferentcountriesmayprovide a 

deeperunderstanding of how 

contextualfactorsinfluencejobstrainandorganizationa

lcommitmentamongemployeeswithdisabilities. 

Finally, 

futurestudiesmayextendtheproposedframeworkbyinc

orporatingadditionalorganizationalandpsychological

variables. Forexample, inclusiveleadership, 

organizationaljustice, psychologicalsafety, 

employeewell-being, workengagement, 

digitalinclusion, workplaceaccessibility, 

orperceivedemployabilitymayfurtherexplainthemech

anismsthroughwhich SMART 

workplaceapplicationsandorganizationalsocialsuppo

rtinfluenceemployees' workexperiences. 

Suchresearchwouldcontributetothecontinueddevelop

ment of 

disabilitymanagementandorganizationalbehaviorliter

aturewhileprovidingstrongerevidencefordesigningm

oreinclusive, accessible, andsustainableworkplaces. 
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