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Abstract

Background: Persons with disabilities are often disproportionately placed in part-time roles, confined to low occupational levels and face a heightened risk of job loss perpetuating a cycle of underemployment, leaving many to earn below the official poverty line. Despite progressive South African employment legislations, many companies still do not meet employment targets for employees with disabilities.

Objectives: The scoping review aimed to summarise the literature and synthesise strategies used to employ and retain persons with disabilities in South African open labour market.

Method: Systematic and manual searches of six databases identified relevant primary sources. The first two authors conducted blinded reviews of 2402 titles and abstracts, followed by 482 full-text reviews. Following conflict resolution, 92 sources were included. A content analysis of charted data followed, and the findings were summarised into two categories and 12 codes.

Results: Programmes shown to improve the representation of persons with disabilities were demand-side employment, inclusive recruitment, disability disclosure, reasonable accommodation, employee referral, internships and apprenticeships, return-to-work, supported employment, wage subsidy and partnering with disability organisations. Stakeholder support enhanced implementation and reduced barriers.

Conclusion: Various programmes were adopted to improve the inclusion of employees with disabilities, but their implementation varied across employers, yielding mixed results.

Contribution: The review highlighted the need for policymakers to strengthen enforcement, for employers to foster inclusive workplace practices and for researchers to expand the scope of inquiry to capture broader dimensions of disability employment. Future research could be conducted under different settings to explore the employment of persons with disabilities.
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Introduction

Globally, persons with disabilities remain underrepresented in the open labour market and are more likely to be employed in precarious, part-time and low-paying positions with limited opportunities for career advancement (Pettinicchio & Maroto 2017; Shahidi et al. 2023). Persistent barriers such as stigma, inaccessible workplaces and limited employer awareness continue to undermine meaningful labour market inclusion. As a result, persons with disabilities often face a high risk of job loss and are disproportionately placed in lower occupational levels, often earning below the official poverty line (Lindstrom, Doren & Miesch 2011; Scotch & McConnel 2017). Despite global and national commitments to equality, a substantial gap between policy intentions and employment outcomes persists. The World Bank (2019) has highlighted that persons with disabilities, including those in South Africa, continue to experience systemic exclusion from economic participation.

In South Africa, the Commission of Employment Equity (CEE) reported low equitable representation of persons with disabilities in the open labour market (Department of Labour 2018). Because the low employment rate of persons with disabilities has the potential to restrict the future sustainable economic growth of the country, it has been recognised that multi-pronged strategies are needed. The literature acknowledges the existence of shallow and short-term gains in creating disability-inclusive employment; however, it argues that these may not be sufficient and thus recommends that in-depth approaches and interventions be investigated to create long-term improvements in the disability-inclusive labour market (Shaw et al. 2022).

In South Africa, 1.2% of workers in both the private and public sectors reported having disabilities in 2022 (Department of Employment and Labour 2023). The United Nations Convention on the Rights of Persons with Disabilities defines persons with disabilities as those:


[W]ho have long-term physical, mental, intellectual or sensory impairments which in interaction with various barriers may hinder their full and effective participation in society on an equal basis with others. (United Nations 2008:n.p.)



Similarly, South Africa’s Employment Equity Amendment Act 4 of 2022 (Republic of South Africa 2023) defines persons with disabilities as those:


[W]ho have a long-term or recurring physical, mental, intellectual or sensory impairment which, in interaction with various barriers, may substantially limit their prospects of entry into, or advancement in, employment. (p. 2)



South Africa has been applauded for having socioeconomic policies aimed at addressing historical inequalities that emanated from apartheid, but it remains among the world’s 10 most unequal countries, including in employment opportunities (Díaz Pabón et al. 2021). A new political era, constitutional rights and progressive legislations do not equate to the realisation of equality and the achievement of socioeconomic transformation (Muswede 2017).

Governments could improve the representation of persons with disabilities in the workplace by increasing their recruitment, enacting policies to enforce basic education and developing occupational capacity (Asmara, Wedadjati & Sa’adah 2022; Kang 2013). In the study by Yazıcı, Şişman and Kocabaş (2011), it was shown that a policy-based quota method was the preferred approach adopted by some large companies to include and employ persons with disabilities in the workforce. Kalargyrou (2014) emphasised that companies that recognise the individual needs of persons with disabilities may have a competitive advantage over those that do not. According to Waxman (2017), inclusion of persons with disabilities required organisations to value diversity and create an accepting culture that embeds disability. Embedding disability in an organisation’s diversity plan demonstrates management’s commitment to creating a disability-inclusive work environment.

The 2015 Disability Statistics Annual Report (Kraus 2015) reported trends that depicted that persons with disabilities in the United States (US) encounter considerable challenges in gaining meaningful employment, and they were paid less than their counterparts. The same issues prevail in South Africa, despite initiatives such as internships and learnerships aimed at including persons with disabilities in paid employment. Internships provide persons with disabilities with opportunities to acquire marketable and competitive skills (Arksey & O’Malley 2005). A South African single case study by Ndzwayiba and Ned (2017) identified that learnerships and internships can redress low employment prospects. Arksey and O’Malley (2005) concur that these programmes provide opportunities to acquire marketable work experience. However, learnerships and internships were criticised for facilitating employment at low occupational levels and in the most basic roles. A longitudinal survey by Rankin, Roberts and Schöer (2014) concluded that completion of a learnership did not translate to better employment opportunities in terms of income or promotion.

Notwithstanding 31 years of democratic governance in South Africa and the enactment of progressive labour legislations designed to facilitate the inclusion of persons with disabilities within the open labour market, they remain significantly under-represented across all sectors and occupational levels (Department of Employment and Labour 2024).

The aim of the scoping review was to summarise and synthesise peer-reviewed and grey literature on strategies used to improve the representation of persons with disabilities in the open labour market. Scoping reviews provide a systematic and transparent approach to clarifying key concepts, examining the breadth of available evidence and identifying research gaps to inform future policy, practice and research (Arksey & O’Malley 2005; Cacchione 2016).

Methods

Methodological framework

The scoping review adopted a five-stage process, described by Arksey and O’Malley (2005:22) and outlined below. Stages 3–5 were done using Covidence by Veritas Health Innovation and Mendeley Reference Manager Version 2.134.0. The Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA)-ScR and JBI guidelines (Joanna Briggs Institute 2020) were followed. The review question was ‘what strategies improve the representation of employees with disabilities in the open labour market?’

Search strategy

The keywords and search strings were developed in partnership with a subject librarian at Stellenbosch University. The search string used was (‘disabled persons’ OR handicapped OR disabilit*) AND (‘open labour market*’ OR ‘open labor market*’ OR ‘labor sector*’ OR employment OR employee* OR employer* OR workplace) AND (inclusion OR represent* OR underemploy* OR under-employ* OR ‘return to work’ OR ‘personnel downsizing’) AND (strateg* OR program* OR intervention* OR plan* OR initiative* OR guide*). The search was conducted twice in 3 years using the same search string to include new literature. Grey literature was also considered for inclusion.

The search results from each respective database were imported into Mendeley Reference Manager where the sources were collated, and duplicates identified and removed. The first author conducted hand searches to further retrieve literature not captured in the initial search. Hand searching involved reviewing the reference lists of the included journal articles to ensure relevant literature was included.

Databases

The electronic databases Ebscohost, Google Scholar, Emerald, PubMed, ProQuest and Sabinet provided comprehensive coverage of the literature, including the fields of Occupational Science, Human Resource and Diversity and Inclusion. Table 1 shows the results obtained.
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Selection criteria

The selection criteria were finalised through group discussions among all authors.

Inclusion criteria: Sources were included if:


	they contained primary research

	were published in English between January 2010 and April 2023

	pertained to policy developments and emerging employment patterns

	described employment practices or strategies aimed at increasing the representation of persons with disabilities in the open labour market.



Because of the focus on work, the sources included pertained to persons with disabilities in the economically active population, which spans from 15 years to 64 years.

Exclusion criteria: Sources were not included if these pertained:


	interventions related to self-employment

	including micro-enterprises and small businesses

	employment outside the open labour market.



Sources that described general disability inclusion strategies or health and employee wellness initiatives were not included, as these fell outside the scope of competitive employment. In competitive employment, jobs are not earmarked for persons with disabilities.

Screening and selection

In stage 3, study selection commenced with a review of titles and abstracts, followed by full-texts review. During each of these stages, all the selection criteria provided above were applied. Screening was conducted using Covidence, employing a blind review process to mitigate potential bias during systematic screening. The platform concealed reviewers’ decisions from one another until each reviewer had independently cast their vote. Credibility was established through a dual screening mode, where each source required agreement from two reviewers before proceeding to the next stage of the review (Covidence 2023). Discrepancies were resolved through discussion between the reviewers to reach consensus. Where consensus could not be achieved, the final decision was made by the last author.

Data extraction

In stage 4, data charting was done to extract key information including year of publication, authorship, the main conclusions drawn and reported strategies aimed at increasing the representation of persons with disabilities in employment.

Data synthesis

A descriptive analytical approach using ATLAS.ti (2023) Version 23.2.1.26990 was used for data analysis. A content analysis was done on the data extracted in Stage 4. A qualitative data analysis strategy by King and Horrocks (2010) was adopted to ensure rigour. The researchers familiarised themselves with the data, identified themes, clustered themes and constructed a summary of the findings. Table 2 depicts the results of categories and codes developed, and supplementary data are available for more details (Online Appendix 1).
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Peer debriefing was used to enhance the accuracy of findings and data analysis. This was done to improve trustworthiness and to ensure that readers will resonate with the study (Creswell 2009). Through data triangulation, the analysed data were cross-checked for the confirmability of data and the construction of a coherent justification for themes (Creswell 2009; eds. Sapsford & Jupp 2006). Table 2 reports on the challenges found to hinder the inclusion of persons with disabilities and programmes affecting the representation of employees with disabilities in the competitive labour market.

Ethical considerations

Ethical clearance to conduct this study was obtained from the Stellenbosch University (SU) the Health Research Ethics Committee (HREC) (No. S20/07/185).

Review findings

Figure 1 contains a PRISMA flow diagram that reports the results obtained for each stage of the process.
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Of the 2429 studies imported for screening, Covidence identified 27 duplicates, which were removed. The remaining 2402 studies were screened, and 1920 studies were found to be irrelevant. Of the 482 full-texts reviewed, a further 390 were excluded, leaving 92 sources that were included in the review.

Table 2 depicts the two categories and related codes that emerged during data analysis.

Barriers, challenges, discrimination and exclusion

Multiple studies (Buhariwala, Wilton & Evans 2015; Nieminen et al. 2012; Teindl et al. 2018) identified stigma, preconceptions and lack of meaningful accommodation as recurring social barriers to sustainable employment for persons with disabilities. The studies concurred that there is a need to redress discrimination and exclusion in employment, as these impede disability inclusion and access to salaried employment in mainstream places of work. This could be done by dispelling disability myths and developing relevant programmes.

According to Bucğīunienże and Kazlauskaitże (2010), factors that restrict the inclusion of employees into the workforce were inability to attract candidates with disabilities, the need for reasonable accommodation and lack of preparation of managers and co-workers. The South African Human Rights Commission (2015) reported that among the barriers that hindered inclusion of employees with disabilities are attitudinal, physical, communication and social barriers. Botha et al. (2023) argued that policymakers and programme designers need to investigate obstacles to transformation in the South African labour market that exclude persons with disabilities.

Findings of a mixed-method sequential transformative study (Sampana & De la Cruz 2020) reported that barriers to inclusion of persons with disabilities were the absence of disability awareness or inclusivity policies in organisations, employers’ perception of limited competence among persons with disabilities and relatively high costs of employment. Conversely, a sense of social belonging was obtained through a good job-match, effective support and when persons with disabilities felt they mattered (Gustafsson, Peralta & Danermark 2018). Sincerely worded diversity statements that did not, in fact, facilitate inclusion led persons with disabilities, as potential job applicants to feel they were not valued (Couture & Johnson 2017). According to Sampana and De la Cruz (2020), potential solutions to barriers were financial support and subsidies, capacity building, partnership with industry and government and enhancement of current non-discriminatory laws. Nieminen et al. (2012) asserted that training interventions or programmes enabled successful integration of persons with disabilities into social inclusion and employment same as the absence thereof hindered their inclusion. The Europe 2020 Strategy lack of explicit reference to disability inclusion, weakened its advocacy for an inclusive society (Choi & Calero 2013). Across organisational and policy levels, the evidence consistently suggests that symbolic commitments to inclusion, in the absence of enforceable strategies and capacity-building interventions, fail to translate into meaningful employment outcomes for persons with disabilities.

Chan et al. (2010) identified that human resource and hiring managers who participated in their quantitative descriptive survey research did not perceive persons with disabilities as reliable and productive members of the workforce. In the qualitative research by Annett (2017), six supervisors interviewed were seen to exaggerate the risk associated with hiring persons with disabilities. The US government survey data by Jasper and Waldhart (2013) reported that employers held varied concerns about hiring of employees with disabilities. In addition, the survey also reported that employers with fewer employees were more hesitant to hire persons with disabilities. Multiple studies highlighted concerns among employers regarding employees with disabilities, including perceptions that they are less reliable or productive, exaggerated views of the risks involved and hesitation to employ them, particularly among smaller employers.

Findings of a quantitative descriptive survey using hierarchical regression analysis reported that disability legislation and training could change hiring attitudes towards persons with disabilities (Chan et al. 2010). Kalargyrou and Volis (2014) argued that a diversity team entrusted with the responsibility to facilitate awareness and inclusion practices helped to identify, hire and retain employees with disabilities by holding educational workshops and sessions that increased the acceptance in the workplace and reduced barriers. Awareness training was shown to encourage employment of persons with disabilities (Moody et al. 2017).

This section demonstrated that barriers to employment are predominantly socially and organisationally produced, thereby positioning employer led intervention as critical leverage points for improving representation. Furthermore, the analysis indicated that the implementation of inclusive recruitment, explicit disability statements, disability awareness initiatives, reasonable accommodation measures and comprehensive inclusivity policies constituted a critical strategy for enhancing employers’ capacity to attract, integrate and retain individuals with disabilities.

Programmes improving the representation of persons with disabilities in the workplace

The review identified six programmes that addressed the representation of persons with disabilities in the workplace. These were: the disclosure and accommodation of disability, having return-to-work, supported employment (SE) and internship or apprenticeship programmes, the collaboration with employment and rehabilitation specialist and demand side employment.

Disability disclosure and reasonable accommodation

Lindsay et al. (2019) asserted that employers hiring candidates with disabilities should provide support to employees that disclose their disability status, provide reasonable accommodation and support them in building trust with their colleagues. Positive reactions by organisations to disability disclosure were shown to foster trust, inclusive decision-making and create psychological safety in the workplace, which increased retention and employees’ sense of work-efficacy (Kirk-Brown & Van Dijk 2014). Reassignment of employees with disabilities to more suitable jobs was reported as a recognised retention strategy by a qualitative study of Roessler et al. (2017). Organisational loyalty and dedication were found to predict organisations’ success in adjusting job designs to meet employees’ needs, providing reasonable accommodations, and create conducive organisational culture among the employees with disabilities and their colleagues (Hashim & Wok 2014). According to Kelly (2012), work adjustments comprised making relevant modifications to work schedules, tasks, jobs and work environments.

Return-to-work programme

O’Ferrall and Davey (2016) contended that a rigorous return-to-work plan should include several critical aspects such as a phased return, reasonable accommodations, access to work schemes, regular reviews, disclosure to co-workers, workplace buddy or mentor, disabled employee network and wellness recovery plans. These aspects were deemed necessary for return-to-work initiatives to be a success and lessened feelings of anxiety that employees might have after being away from work. Kelly (2012) argued that a sustainable and successful return-to-work plan incorporated a disability management programme. This was achieved by ensuring that employees were committed and motivated, the plan focused on abilities, had supportive leaders and achieved the removal of barriers. Personalised social support in the work, community and family context was crucial to return-to-work and facilitated balance in everyday work life (Holmlund, Hultling & Asaba 2018). The qualitative multiple case study by Bush et al. (2016) Indicated that conjectures drawn about successful return-to-work recommended involvement in productive activities, maintaining roles with cognitive demands and individualised job adjustments.

Supported employment programme

Supported employment, particularly through the evidence-based Individual Placement and Support (IPS) model, has consistently demonstrated strong effectiveness in improving employment outcomes for persons with disabilities, including mental health service users. Supported employment enhances social inclusion by employing a carefully considered job-matching process that promotes social support and integration in workplace environments (Gustafsson et al. 2018). Evidence from specific populations further illustrates its impact; for example, Ottomanelli, Barnett and Goetz (2014) found SE to significantly improve employment outcomes for veterans with spinal cord injuries participating in vocational rehabilitation programmes. More broadly, SE has been shown to improve access to work, increase placement rates and support sustained participation in competitive employment for persons with disabilities, and it is considered one of the most suitable and context-relevant strategies for addressing employment barriers in low- and middle-income countries (Drake & Bond 2023).

Individual Placement and Support, the most rigorously evaluated form of SE, has been validated through more than two dozen randomised controlled trials, demonstrating that participants are more than twice as likely to secure competitive employment compared with individuals receiving traditional vocational rehabilitation services (Bond, Drake & Pogue 2019). In addition to employment benefits, SE also yields positive mental health outcomes, as work is reframed in a meaningful and empowering way (Rødevand et al. 2017). Further evidence highlights that SE interventions are cost-efficient across diverse disability groups (Engelbrecht et al. 2017).

In low- and middle-income countries, SE has proven to be a viable and adaptable strategy although implementation may require adjustments to accommodate contextual realities such as labour market constraints, employer attitudes and resource limitations (Mascayano & Drake 2024; Van Niekerk et al. 2015). Beyond its practical effectiveness, SE also aligns with broader disability-inclusive philosophies. Bell (2020) emphasises that SE facilitates transition into the open labour market in ways that reflect a shift away from the medical model of disability towards a social model that recognises and addresses environmental and systemic barriers to participation. Collectively, the evidence positions SE – especially IPS – as a socially inclusive, adaptable and empirically supported strategy that enhances competitive employment outcomes and promotes occupational justice for persons with disabilities.

Partnerships with employment specialists, disability organisations and rehabilitation professionals

Employment specialists were shown to play a crucial role in customising jobs for persons with disabilities, conducting needs analysis, providing training and offering financial support (Riesen & Morgan 2018). In a study by Abma et al. (2013), partnerships between rehabilitation professionals and supervisors were found to be important for effective support of return-to-work. Companies were advised to incorporate disability as a fundamental part of their inclusion and diversity policies, establish partnerships with vocational rehabilitation agencies to recruit suitable qualified candidates and run internship programmes targeting individuals with disabilities (Bezyak et al. 2020).

Demand-side employment and inclusive recruitment

Recruitment and hiring practices could be reviewed and audited to comply with accessibility needs of persons with disabilities. A web-based survey of US organisations conducted by Phillips et al. (2019) found that supervisors should be trained in inclusive interviewing and hiring practices, as well as in establishing partnerships with organisations of and for persons with disabilities to support the recruitment of individuals with disabilities. Kalargyrou and Volis (2014) argued that disability awareness, support, coaching, workplace accommodation and proactive recruitment of persons with disabilities proved to diversify the workforce to be inclusive. Employees with disabilities were shown to be loyal, they help create a positive organisational culture and effectively refer their peers with disabilities through employee referral programme (Bucğīunienże & Kazlauskaitże 2010; Kalargyrou 2014).

Internship and apprenticeship programmes

A qualitative case study by Kalef, Barrera and Heymann (2014) found that internships provided participants with training, work experience and increased employability and provided job coaches to eliminate possible work challenges that interns could encounter. Apprenticeship programmes for persons with disabilities promoted diversity in the labour market and improved inclusive organisational culture (Berth 2020; Da Silva Chang, Duarte & Veloso 2019). Through the part-time employment and wage subsidy programme, the inclusion of persons with disabilities in the labour market was promoted and employee turnover was reduced, argued Angelov and Eliason (2018).

The assessment of programme effectiveness and implementation revealed mixed success in outcomes across employers. Collectively, these initiatives emerged as critical enablers, they demonstrated progress in fostering inclusivity, prioritised the provision of personalised social support, reasonable accommodations tailored to individual needs and strategic partnerships with disability specialists.

Implications and recommendations

The scoping review aimed to summarise and synthesise the literature on strategies used to employ and retain persons with disabilities. It applied a methodological framework to identify knowledge gaps, synthesise findings and share existing evidence. The review drew on published and grey literature from low, middle and high-income countries. All sources were published in English between 2010 and 2023 and retrieved from various electronic databases, including Ebscohost, Google Scholar, Emerald, PubMed, ProQuest and Sabinet. The principal author also conducted hand searches on the reference lists of the included journal articles.

For decades of their existence, disability legislations enforce the inclusion of employees with disabilities in the workplaces. Majola and Dhunpath (2016) argued that the attention has been on enacting legislations to overcome barriers without ensuring that employers develop workplace specific disability employment policies. Given the existence of disability inclusion legislations, there is a need to establish programmes that guide and enable employers to increase employment of persons with disabilities (Gupta, Sukhai & Wittich 2021). More research is required to understand issues around disability and employment, stressed Tompa, Samosh and Boucher (2020). This review identified two categories and 13 related codes derived from coding of extracted data using ATLAS.ti. Firstly, it outlines the challenges hindering the inclusion of persons with disabilities, while secondly, it highlights programmes improving their representation in the open labour market.

Firstly, the category discussed barriers, challenges, discrimination and exclusion of persons with disabilities with four related codes highlighting disability development, better attraction of talent, positively influencing employees and addressing employers’ hesitation to hire persons with disabilities. Employees with disabilities were at risk of being stagnant in their careers, and their barriers were likely to persist rather than be addressed. A qualitative study conducted in Georgia by Verulava and Bedianashvili (2021) mirrored review findings that barriers included lack of effective legislation regulating the employment of persons with disabilities, negative perception about the competencies and skills of persons with disabilities, lack of information on available vacancies or information in inaccessible formats, lack of development of inclusive education resulting in persons with disabilities not attaining higher education, inaccessible physical environment and rejection of persons with disabilities by their societies. The removal of these barriers by employers and relevant stakeholders could change the work culture and notably improve the employment prospects of employees with disabilities (Chumo, Kabaria & Mberu 2023).

Secondly, the category discussed programmes affecting the representation in the workplace. The scoping review identified nine strategies that were used globally to employ and retain persons with disabilities. Evidence indicated that programmes like internships and learnerships primarily resulted in temporal inclusion without structural transformation, increasing short-term representation of persons with disabilities in entry-level roles, without enabling sustained career progression. Similarly, Majola and Dhunpath (2016) asserted that switchboard, clerical or similar lower-level vacant positions were specifically earmarked for recruiting candidates with disabilities in the South African public service.

Studies in this review indicate that employers implement various programmes to hire persons with disabilities. However, these programmes encountered challenges when attempting to address under-representation of persons with disabilities in the open labour market. In the absence of substantial evidence on effective strategies to improve the employability of persons with disabilities, the need for research was identified.

The identified barriers undermined the success and effectiveness of programmes, thereby limited the inclusion of persons with disabilities in the open labour market. To address this, organisations are advised to adopt strategies to position themselves as employers of choice for candidates with disabilities and to foster a disability-confident culture. This review aimed to advance theoretical discourse on disability-inclusive employment by applying the analysis within the social model of disability. Consistent with the premises of the social model of disability, the review identified a range of attitudinal, structural, communication and social barriers that continue to restrict inclusion. These barriers manifest through stigma, entrenched misconceptions, limited disability awareness, ineffective or poorly implemented inclusion policies and the inadequate provision of meaningful, reasonable accommodations (South African Human Rights Commission 2015).

Contributions

Theoretical contribution

The review contributes conceptually by highlighting the key challenges that hinder the labour-market inclusion of persons with disabilities and by mapping the types of interventions that can facilitate their recruitment into competitive employment.

Practical contribution

The review provides practical insights by calling on employers to actively remove workplace barriers and cultivate inclusive, supportive environments that enable persons with disabilities to participate fully and productively.

Policy contribution

The review reinforces the imperative for policymakers to rigorously enforce and monitor disability policies and legislation to promote fair and equitable labour-market participation for persons with disabilities.

Limitations

Substantial methodological heterogeneity and a pronounced risk of bias concerning non-English-language literature affected the depth and scope of findings presented in the review. However, synthesised evidence from diverse research designs might mitigate publication bias. The comprehensive search was repeated in an attempt to include significant contributions related to barriers and programmes influencing the representation of persons with disabilities in the open labour market.

Conclusion

This scoping review synthesised existing literature on strategies used to recruit and retain persons with disabilities in employment. Using systematic and manual search methods, 92 sources were included from an initial pool of 2402 sources screened at the title and abstract stage.

The findings indicate that South Africa, similar to many other countries, has progressive legislative frameworks that promote the inclusion of persons with disabilities in the open labour market. Despite these policies, employers continue to fall short of disability employment targets, resulting in the persistent underrepresentation of persons with disabilities. Where employed, individuals with disabilities are often concentrated in precarious positions, encounter systemic and attitudinal barriers, face heightened risks of job insecurity and experience limited opportunities for career progression.

Several initiatives were identified as having potential to improve the representation of persons with disabilities in competitive employment. These included demand-side employment strategies, inclusive recruitment practices, disability disclosure, the provision of reasonable accommodations, employee referral programmes, internship and partnerships with disability organisations. However, significant variability in the implementation of these initiatives across organisations yielded mixed successes.

Overall, this scoping review highlights a substantial gap between disability-inclusive legislations and their practical implementation within workplaces. Strengthening compliance with existing disability policies and improving employer accountability may be critical to advancing inclusive employment practices and reducing the ongoing exclusion of persons with disabilities from meaningful and sustainable employment.
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