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In this paper, a systematic review of the literature on the 
labor market integration (LMI) of people with disabilities 
(PWD) was conducted. PWD’s LMI is characterized by 
obtaining a (first) job, by the suitability of this job, by its 
security and maintenance, by a long-term career, by 
participation in the labor market, and by finding the 
meaning of this job. The stakeholder perspective of 
integrating PWD into the labor market could be extended to 
the long term. Thanks to the results and analysis supplied by 
this research, these partners will be able to channel their 
actions along the six phases identified. This article will 
enable the people involved to gain a better understanding of 
the phenomenon, solve the problems, and better assume 
their responsibilities. This study responds to the lack of 
literature review on the PWD’s LMI and provides an analysis 
and organization of this knowledge. 
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Introduction 

We need to distinguish among assimilation, inclusion, and integration. Assimilation is 

an adaptation to society by newcomers and is the responsibility of the latter alone [1]-[4]. 

Inclusion advocates the mutual adaptation of newcomers and people who welcome them 

[4],[5]-[10] and takes into account senses of belonging and value in uniqueness that consider 

similarity and difference [9],[10]. In the concept of integration, this adaptation is the 
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responsibility of society, labor market actors, and institutions [4],[10],[11]. Integration 

involves reciprocal adaptation between newcomers and the policies and practices of the host 

society to meet the needs of these newcomers [4],[11]. Whereas assimilation is one-way, 

inclusion and integration are two-way. Inclusion can be seen as the antonym of exclusion, 

whereas integration has an approach that involves all stakeholders. When inclusion means 

involving the same group, i.e., people with disabilities, integration calls for a differentiated 

approach based on the specific characteristics of each person. 

Conforming to the United Nations Convention on the Rights of Persons with 

Disabilities, these people have long-term physical, mental, intellectual, or sensory impairments 

that, combined with a variety of barriers, may prevent their full and effective participation in 

society on an equal basis with others [12]. According to the World Health Organization, 

disability is an impairment, a limitation of activities and participation, related to the negative 

aspects of the interaction between a person suffering from a health problem and the 

environmental and personal contextual factors of that person [13]. According to the same 

organization, on 7 March 2023, the number of people with a significant disability was 1.3 

billion, or 16% of the world's population, or 1 in 6 people [14]. The level of job insecurity for 

these people is high. They experience high levels of underemployment and unemployment 

[15],[16]. Employers would benefit from considering them [17] and creating harmony between 

these people and people who do not have a disability [18].  

In this paper, the term “people with disabilities” (PWD) was chosen to refer to people 

before their specific characteristics. The employment of PWD is justified by a lack of skills, the 

increasing age of employees, where older people are increasingly living with a disability, 

changes in society's point of view, and the legal framework [15],[19],[20]. Promoting inclusion, 

diversity, and equity thus contributes to sustainable development. 

Literature Review 

Labor market integration (LMI) has been the subject of several studies that have 

focused on the meaning of this concept. Some have limited it to access to employment, whereas 

others have assigned it a deeper and broader meaning. Whatever any case, PWD have more 

difficulty integrating into the labor market than people without disabilities do [21]. The fact is 

that employers are not open to recruiting PWD because of fear, uncertainty, and a lack of 

experience working with them [22],[23]. PWD face discrimination [24]. However, 160 

employers in the United States have been satisfied with PWD's supported employment [25]. 

This study aims to summarize the definitions of integration into the labor market that have 

been found, particularly those relating to PWD, in the context of efforts to promote equality, 

equity, diversity, and inclusion. 
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Integration into the labor market has been characterized by entry into the labor market 

[26]. Beyond access to employment, LMI is characterized by security, particularly the 

permanence of employment, which can be measured by its duration and career perspective 

[27]-[29]. This integration is also effective when the job obtained corresponds to the 

expectations of those entering the labor market [30]. In addition, it works in the formal 

economy [31], has decent wages, and avoids casual work [32]. Fixed-term and temporary 

workers are less socially affiliated and therefore less integrated in the workplace than 

permanent workers are [33]. Societal integration opens up the construction and expansion of 

social networks [34]. 

Research on American workers has shown that their labor market positions predict 

their rewards beyond the effects of gender, race, and human capital. Position in the structure 

is a significant determinant of earnings [35]. Research on Greek students who studied abroad 

and returned to Greece to work after graduation connected labor market integration to 

obtaining a job [36]. The literature lacks an overview of the current state of knowledge on the 

labor market integration of people with disabilities to improve awareness, understanding, and 

decision-making on the part of the players involved. One particular form of organization 

supporting PWD is the sheltered workshop (SW). In Spain, SWs advocate the possibility for 

PWD to access ordinary jobs as an alternative to LMI [37]. Work integration social enterprises 

(WISEs) in the United States are SWs that provide employment and training opportunities as 

well as routes into the mainstream labor market [38]. 

Past literature reviews have not specified the integration of people with disabilities 

into the labor market. Instead, they have discussed networked services designed for PWD’s 

(re)employment [39], their return-to-work [40], WISEs that promote employment for PWD 

[38], work disability policies and programs [41], the way PWD are treated at work [16], their 

acceptance by their colleagues [42], their recruitment [43], their participation at work [44], 

their inclusion in the workforce [45],[46], and their inclusion in the labor market [47]. This 

work helps to fill this gap. It delivers answers to the following question: How should the PWD’s 

LMI be understood? A discussion of the extent of significance stated in the selected studies will 

be produced. 

Methods 

In compliance with the question posed above, we conducted a systematic literature 

review on the PWD’s LMI. Six tasks were carried out: defining the time horizon, selecting 

suitable databases, deploying the research strategy, defining the inclusion and exclusion 

criteria, conducting the research, and extracting and analyzing the data [48],[49]. 
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Concerning the data sources and search strategies, in accordance with best practices 

[50], two electronic databases were systematically searched: Web of Science (WoS) and 

Scopus. These are among the most highly valued databases. Peer-reviewed studies with 

articles written or translated into English were pinpointed between 1993 and 2023. The 

keywords used for the search were "labor market integration," and "people with disabilities," 

and "disabled" and "disability" and "disabilities". Among these words, the group of words 

"labor market integration" has been combined with each of the others. 

The titles and abstracts of the selected studies were reviewed. The aforementioned 

criteria were used to determine paper eligibility for inclusion in the study. The full texts of 

potentially relevant studies were reviewed for final inclusion. The extracted data were 

recorded in an evidence table. The quality of each sample was assessed. To ensure the quality 

of the articles used in the literature review, only those that met the following criteria were 

included: the article was available in an International Scientific Index (ISI)-listed peer-

reviewed journal, and it addressed PWD’s LMI. This study focuses on scientific journal articles. 

The following articles were excluded: scientific publications such as conference papers, as well 

as research papers presenting very general results in which those related to persons with 

disabilities are not highlighted, and articles that do not express the meaning of PWD’s LMI. 

The selection of the articles for review was conducted in three rounds. The first round 

of analysis involved screening the title and abstract. The second round was the analysis of the 

articles. The eligibility and selection criteria were established as specified by the research 

question, and the results were organized. Studies with no full text available were excluded. In 

the third round, all the results were read and integrated into a single document. Articles in this 

round were retrieved for a comprehensive examination to determine their inclusion in this 

study. To address the specific research question, all papers that did not describe research 

examining the sense of PWDs’ LMI were eliminated. 

To construct the analysis corpus, the listed studies were organized by year of 

publication and by alphabetical order of the first author’s name. The articles were coded with 

a number, and a thematic content analysis was carried out [51]-[53]. Using the keywords 

"labor market integration", 724 papers were found. The search based on the inclusion criteria 

yielded a total of 39 articles, of which 18 were quantitative and 21 were qualitative, including 

6 reviews. Seven articles that did not define the LMI of PWD were excluded. The final number 

of articles studied was 32. For data extraction and analysis, a system of categories and codes 

was introduced to facilitate cross-sectional analysis of the studies. This made it possible to 

examine publications systematically and compare them, enabling differences and similarities 

to be located and examined [54]. The following diagram shows the process for including 

articles in the systematic literature review. 
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Fig. 1. Flowchart of the Systematic Review Process 

Results 

Of the 39 articles selected, 32 each evoke a meaning of LMI applied to PWD. Of these 

32 articles, 15 are characterized by a quantitative research methodology, and for the other 17, 

the authors have adopted qualitative methods, including 4 literature reviews. These 39 papers 

indicate that there are two types of disability: physical and nonphysical. However, regardless 

of the form of disability, it is more difficult for PWD to integrate into the labor market. The 

seven excluded articles focused on disability policies and programs [55]-[59] and the changes 

and challenges accompanying the transition to adulthood [60],[61]. 

In what follows, the definitions of Persons with Disabilities’ (PWD) Labor Market 

Integration (LMI) from these 32 documents are discussed in greater detail. The concept of LMI 

encompasses a range of interpretations that vary according to the authors’ perspectives and 

research contexts. For some scholars, LMI is understood as the initial stage of entering the 

workforce, referring specifically to obtaining one’s first job [41], [62]–[66]. Others extend the 

definition to include the long-term retention of employment, spanning as much as fifteen years 

of a professional career [67]. Several studies propose that being employed [38]–[40], [68]–[83] 

signifies full integration into the regular labor market [84] and mainstream companies [85]. 

Moreover, the concept is associated with the suitability of work positions for PWD [86] and 

their active participation in various labor market activities [70]. In this context, LMI is not 

limited to access but also includes the ability to secure and sustain employment [41], [87]. 

Networked services (public, private, and multisectoral) play a vital role in promoting 

(re)employment through innovation, coproduction, and cocreation [39]. Additionally, Social 

Workshops (SWs) and Work Integration Social Enterprises (WISEs) contribute significantly to 

facilitating employment, while entrepreneurship and business management are also viewed as 

essential components of PWD’s LMI [88]. See Table 1 for a summary. 

Articles identified in 
databases with the terms 

"labor market integration" 
and "labor market 

integration" (n=724) 

Potentially 
relevant articles 

(n=39) 

Included 
articles (n=32) 

Excluded articles (n=7) 
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Table 1. The Summary of Selected Papers 

No Reference 
Number 

Issue / Topics Type of Research 

1 [38]–[40], 
[68]–[83] 

Employment of PWD as equivalent to integration into 
the regular labor market 

Quantitative 

2 [41], [62]–[66] First entry of PWD into employment (getting the first 
job) 

Quantitative 

3 [67] Long-term job retention of PWD (up to fifteen years of 
career) 

Quantitative 

4 [84], [85] Integration of PWD into regular labor market and 
companies 

Qualitative 

5 [86] Suitability of PWD’s jobs and their participation in the 
labor market 

Qualitative 

6 [41], [87] Securing and maintaining PWD employment Quantitative 
7 [39] Role of networked services (public, private, 

multisector) in fostering (re)employment of PWD 
Qualitative 

8 [88] Creation and management of businesses by/for PWD Qualitative 
9 [55]–[59] Disability policies and programs (excluded from LMI 

analysis) 
Policy-focused / 
Excluded 

10 [60], [61] Transition to adulthood: changes and challenges for 
PWD 

Qualitative / 
Excluded 

Discussion 

This systematic review of the literature on PWD’s LMI has made it possible to trace the 

meanings attributed to this notion so that it can be conceptualized. Given the different stages 

of PWD's LMI, this notion can be structured. It begins with access to a first job [62],[63],[41], 

[64]-[66]. Then, job suitability also marks this integration [86]. Next, it is a matter of PWD 

securing and keeping this job, which is the responsibility of both parties: PWD and their 

employers [41], [87]. This may take the form of a permanent, open-ended contract. Job security 

is also represented by the probability that the PWD will keep her or his job. As a result, we need 

to talk about careers. It is therefore the responsibility of PWD and their employers to plan long-

term careers for these people. In this case, the development of human resources through 

training [89]-[91] and internal career development [92] is essential. With respect to PWD who 

are in a position after their first job, maintaining, securing, and projecting these jobs in the long 

term is important [67]. The duration is not necessarily limited to fifteen years but extends to 

the entire period of professional activity before retirement.  

The last criterion is inherent in the content and quality of the work provided, where 

the participation of these people in the advancement of the organizations in which they work 

comes into effect [70]. Finally, faced with the exclusion of PWD from the labor market, finding 

the meaning of work is the final point: it should be seen from the PWD’s perspective [93]. This 

is a sensitive issue, as PWD generally have low levels of pay, their jobs are neither secure nor 

flexible, their employers do not treat them properly or even treat them badly [94], and their 

job satisfaction is low, leading them to leave their jobs despite their organizational 

commitment [95]. Indeed, PWD have not been treated fairly well compared with people 
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without disabilities [96]. The creation and management of a business have been excluded from 

the definitions of PWD’s LMI because, from this point of view, it is no longer a question of 

integrating the existing employment market but of creating a new labor market [88]. These 

steps are shown in Fig. 2. 

 

Fig. 2. Six Phases of The Labor Market Integration of People with Disabilities 

Fig. 2 illustrates a hierarchical framework for understanding the stages of Labor 

Market Integration (LMI) for Persons with Disabilities (PWD). At the base of the pyramid lies 

“Access to a (first) job,” representing the foundational step of obtaining initial employment, 

which is often the most significant barrier for PWD. The next level, “Job suitability,” highlights 

the importance of aligning an individual’s skills, abilities, and needs with the nature of the work 

and workplace environment. Progressing upward, “Job security and retention” signifies the 

stage where maintaining stable employment becomes crucial for long-term economic and 

social inclusion. Above this is “Long-term career,” emphasizing career development, 

advancement opportunities, and continuous participation in the labor market over time. The 

subsequent level, “Participation,” extends beyond employment itself, reflecting active 

engagement, contribution, and inclusion within the workplace and broader professional 

community. At the pinnacle of the pyramid is “Finding meaning of work,” symbolizing the 

ultimate goal of achieving fulfillment, purpose, and identity through one’s occupation. 

Collectively, this model suggests that LMI for PWD evolves from basic employment access to a 

more profound sense of belonging and purpose, representing both structural and personal 

dimensions of integration into the labor market. 

Implications 

From a practical perspective, in the interests of fairness, equality [97], diversity, and 

inclusion, employers should be more open to recruiting PWD [98]. Socially responsible HRM 

practices have an important role to play in their LMI [99]. This starts with making workplaces 
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physically accessible to PWD. Considering these steps in PWD’s LMI, employers are better 

equipped to monitor the quality of PWD employment [96]. That said, the level of this quality 

corresponds to the position of each PWD in this hierarchy of their LMI criteria. These phases 

may be linked to HRM practices such as selection, training and development, performance 

appraisal, and compensation and benefits [100]-[102]. Selection plays a key role in access to 

the first job and subsequent jobs. As the job's suitability for the characteristics of the PWD in 

question is assessed at the time of selection [103]-[106], it extends to periodic performance 

appraisals [90],[107]-[109]. These characteristics include the correspondence between the 

field of study and the professional field, as well as the level of education and training. Next is 

job security for PWDs and their retention. The willingness to stay with the organization 

indefinitely can also be assessed at the periodic performance assessment stage [90], [107]-

[109]. Thus, appropriate career management is needed for PWDs, where the long term is the 

horizon in sight. After that, PWD’s participation in the labor market and the fact that they are 

an integral part of it are also detected during periodic performance evaluations, as is the 

discovery of the meaning of work [90],[107]-[109]. Tailored to PWD, these HRM practices 

should consider the six phases of their LMI journey. 

In an approach geared towards PWD, in the second stage of the LMI, the design of their 

jobs has an impact on their correspondence with the specific characteristics of these people. It 

might be possible to assign them fewer tasks or less demanding activities, transfer tasks to 

colleagues, and allocate operations flexibly according to their aspirations and skills (job 

carving). Inclusive job design, therefore, involves examining the tasks that would suit these 

people, with inclusive working conditions, including aspects of the social environment, 

accessibility, and flexibility at work [110]. 

Once the PWD and their employers are aware of the PWD's LMI pathway, it follows that 

at each periodic performance appraisal interview, the two parties should reach an agreement 

on how they perceive the situation of these PWD on this LMI road to agree on areas for 

improvement. The HRM practice that covers this entire process is therefore performance 

appraisal [90],[107]-[109]. This impacts their compensation and benefits [108]. HRM 

practices, therefore, play a role in each phase of the PWD’s LMI process. 

These results can help PWD set LMI targets, develop LMI strategies, and monitor their 

progress. Because of their specific characteristics, PWD are more dependent on the measures 

taken by employers to help them than other people are. For employers, supporting PWDs' LMI 

enables them to fulfil their economic, legal, ethical, and philanthropic responsibilities. PWD's 

LMI is part of corporate social responsibility (CSR) [111]. 

At the international and national levels, the results of this study can serve as a reference 

for the formulation of policies related to PWDs’ employment. These policies should also have 
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a long-term focus and should give greater consideration to the challenges PWD face in being 

integrated into the labor market indefinitely, according to these six steps. 

Future research could empirically test these six phases individually and in general. 

From a qualitative perspective, future research could collect and analyze PWD’s perceptions of 

their LMI, the antecedents of that LMI, and its outcomes. Thus, for these quantitative and 

qualitative studies, each type of disability could be dealt with, and then, an overall view would 

also designate a better understanding of PWD’s LMI phenomenon, the way in which each 

stakeholder manages it, and the general coordination of related actions. 

Conclusion 

While LMI in general is difficult because of economic crises, PWD are sidelined by 

society, employees, and employers because of their disabilities. Applied to PWD and bearing in 

mind all the literature in this article, integration into the labor market begins with access to the 

first job and extends to the end of the professional career. It is a matter for themselves and all 

the stakeholders involved. This paper enables PWD, decision-makers, and employees in public 

and private organizations to determine how to integrate PWD into the labor market. Once they 

have taken stock of the situation, they will be in a better position to implement the elements 

that promote this integration and improve their relationships and collaboration. Owing to the 

findings and analysis offered by this research, these partners will be able to target their actions 

more closely in agreement with developments in the situation of the PWD’s LMI in the six 

phases diagnosed. Ultimately, diversity, equality, and equity are the responsibility of all 

organizations and people who regulate and employ PWD. On the one hand, future research 

should empirically verify these six stages. On the other hand, the collection and analysis of 

PWD’s perceptions of their LMI, the antecedents of that LMI, and its outcomes should be 

undertaken. The limitation of this research lies in the databases used to select the articles 

studied. 
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