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Abstract 
 

People often fail to realize that the disabled population is an important but largely untapped human resource. Prejudices and misconcep-

tions about person with disabilities’ ability to perform and compete in the open market are likely to be the cause. This research endeavor 

provides an overview of some of the factors that contributes for low ratio of job placements for persons with disabilities. Study about 

such factors is imperative so as to improve understanding regarding this phenomenon and increase employment opportunities for person 

with disabilities. Review of literature is carried out to highlight the barriers to job placement for persons with disabilities. Some of the 

barriers highlighted in this study are the attitude of the employers towards the hiring of persons with disabilities, job demand, and attitude 

of disabled persons. This paper concludes that more training and awareness programs should be conducted to educate employers about 

human resource policies, practices and strategies for persons with disabilities to improve their participation in the mainstream workforce. 

This research will have useful implications for the policy makers for incorporating untapped human resource in the form of persons with 

disabilities. 
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1. Introduction 

The inclusion of person of disabilities in the labour market has 

been the attention of many countries. This is because the participa-

tion rate of person with disabilities in the mainstream labour mar-

ket is not as substantial as compared to non-disabled counterparts 

(1-2). Person with disabilities are generally considered as the mar-

ginalized population whereby they are systematically being ex-

cluded socially and economically (1-3). 80% of person with disa-

bilities live in developing countries and are among the very poor-

est (4). The inclusion of person with disabilities in the labour mar-

ket not only would improve their conditions but also may be one 

of the solutions for the problem of ageing labour market popula-

tion particularly in developed countries (1). Although many coun-

tries such as Thailand has allocated a certain percentage of vacan-

cies for person with disabilities, these job vacancies however 

could not be filled due to various factors such as lack of qualified 

disabled candidate (5). Various other causes for the barriers to job 

placement of person with disabilities have been discussed widely 

in the literature. However most of the past studies were based on 

the findings obtained from the non-disabled respondents i.e. em-

ployers.  

2. Literature Review 

First thing first, it is important to know that stigmatized people 

often be the target of exclusion by the society. Stigmatized people, 

basically consist of people who possess less social power, have 

low status in among the society and underserving of the rights as 

other society members such as people of colour, obese, religious 

group, ethnics, and even disabled people (6). As stigmatized peo-

ple are considered as individuals who are lacking in human char-

acteristics and sometimes considered as ‘infrahumans’, they are 

often excluded by groups or society which think that they are radi-

cally different from the others (7). One of the groups which are 

impotent to social exclusion as suggested by Sloane (8) is people 

with disabilities. As a result, they are socially excluded and the 

endeavours to include them in the mainstream society are still not 

achieved especially for people with mental and physical disabili-

ties (9). 

A study conducted by Yfantopoulos (10) for the Disability and 

Social Exclusion in European Union has revealed several findings 

which are not surprising to be comprehended regarding this matter 

and context. In terms of disability benefits, despite most of disa-

bled people received the benefits awarded for them based on se-

verity of their disabilities, 93% of them still consider that the ben-

efits they received are inadequate because it is insufficient to cov-

er their basic necessities. Although they may receive special bene-

fits due to their disabilities, PWD are still in the group of people 

who receive low income and face difficulties in fulfilling their 

needs as most of them needs to cover for the extra costs due to 

their conditions, which makes them to consider themselves as in a 

poor or very poor situation. 

Besides that, in terms of education, one of the reasons why disa-

bled people are being socially excluded is because of the lack of 

education they receive from the beginning. This is caused by the 

limited opportunities for disabled children to participate in the 

mainstream education (11) due to lack of support in the academic 

and extracurricular activities (10), denial of education from fami-

lies or even the society (12), underfunded institutions and un-

skilled teachers (11). 
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Furthermore, in terms of unemployment, as it is related to social 

exclusion, only 30.5% of the disabled population are employed 

and 20.8% of the disabled people are found to be unemployed due 

to several factors including issues on the workplace and employ-

ers, lack of psychological support, and personal factors such as 

severity of their disabilities and also their education level (10). 

One of the reasons of the low employment rate among disabled 

people is due to low job satisfaction compared to other non-

disabled employees (13) and lack of education which narrow 

down their options for employment (12). Another impeding factor 

to employment for them is the losing of their income support if 

they are able to have a job (10).   

Besides that, there is also a list of other contributing factors of 

exclusion faced by disabled people as found by Yfantopoulos (10) 

which are; lack of access to health and social services, denial of 

citizenship rights and barriers to public administrations (11), lack 

of access of social environment, lack of access on ICT, inadequate 

social services provided for them (11), stigmatization (14), inade-

quate training and education system, and many more. These fac-

tors of exclusion are mostly triggered due to negative social atti-

tudes and prejudice by others (15), barriers in communication, 

barriers in physical and architectures and also financial. Burchardt 

(13) also stated that lack of accessibilities, lack of chances to so-

cialize and increased rate of poverty among disabled people may 

be the contributing factors of their dissatisfaction of life. 

On a bigger scope, the effect of exclusion in terms of societal, 

community, relationship and individual towards disabled people 

will cause them to have less access to education, poor health and 

wellbeing, less participation in the economic, social and communi-

ty, higher rate of poverty and dependency on others (16). Accord-

ing to United Nations (17), disabled people often face discrimina-

tion and marginalisation, and (18) too has stated that people with 

disabilities are the workforce which is being marginalized from 

employment as compared to other populations. Disabled people 

are being marginalised due to their impairments and also the envi-

ronmental obstacles which cause them to be disempowered and 

overprotected. However, (18) also stated that the cost of marginal-

izing and disempowering disabled people as well as letting them 

to stay dependent are high, not only on people they are depending 

on, but also on the general society. On the other hand, regardless 

of the impairments, it will be very advantageous for the society if 

disabled people are empowered as they will help to contribute 

socially and economically as well as being more independent (18). 

3. Methodology 

A systematic literature search in several databases including 

SCOPUS, Wiley, Science Direct and Emerald was conducted. We 

used several keywords such as ‘employment or employability 

challenges or barriers and person with disabilities’. The literature 

search resulted in 5367 studies which were then screened for du-

plicates and eligibility. We finally selected 27 articles for review. 

All except one of the studies were published from 2000 onwards. 

A considerable number of these studies were qualitative in nature 

which includes case study, interview and focus group.  Only five 

studies used quantitative approach. In terms of their research pop-

ulations, majority of the studies had involved employ-

ers/policymakers. A mere five studies had involved person with 

disabilities. This suggests that most of the past studies have fo-

cused on the barriers to hiring person with disabilities from the 

employers’ perspectives rather than from the disabled persons’ 

point of view.  

4. Results and Findings 

The research findings can be categorised into three: (a) employers’ 

attitude, (b) person with disabilities’ attitude, and (c) job demand.  

4.1. Barriers to Job Placement of Person with Disabili-

ties 

4.1.1. Employers’ Attitude 

Review of relevant literature revealed that person with disabilities 

face numerous employment barriers. The main cause identified is 

the employers’ attitude towards hiring disabled person. Employers 

have a negative perception towards person with disabilities 

whereby they are concerned that person with disabilities could not 

perform the task (19-22). Past literature shows that attitude of 

managers impact the hiring of PWDs (23-25) found that attitude 

influences intention, while in turn, intention predicts behaviour. In 

the case of hiring decisions for person with disabilities, the em-

ployer must first have a favorable attitude toward hiring person 

with disabilities before this attitude can translate to intention to 

hire person with disabilities. Some recent studies suggest that 

employers usually think that employees with disabilities have 

lower productivity, higher absenteeism, lack the necessary skills 

or require greater supervision compared to those without disabili-

ties (26-27). While on the other hand employers with experience 

working with person with disabilities have more favourable atti-

tudes toward employees with disabilities, and display greater will-

ingness to hire other individuals with disabilities (28-29). 
Gröschl (30) and (20,27) suggest that employers are uneducated 

and inexperienced about person with disabilities; hence they have 

limited awareness, and understanding about person with disabili-

ties. This resulted in the stigma towards disability which can have 

a lot of negative effects for those who are being stigmatized, in-

cluding discrimination and exploitation of person with disabilities 

at work (31).  For example, person with disabilities are systemati-

cally excluded by the hotel industry. According to Gröschl (30), 

employers have a preference for physical attractiveness which is 

discriminatory for person with disabilities. Besides, employers are 

concerned about the additional costs that might incur as a result of 

hiring disabled employees (20,27). Employers also believe that 

their corporate culture is not welcoming for person with disabili-

ties (32-33) and that their workplace lacks the facilities and are not 

conducive for person with disabilities (34). They are concerned 

about co-workers attitudes towards person with disabilities (33) 

and the ability of their supervisors in managing person with disa-

bilities (20). It is also evident from the literature that employers 

fear of legal liability (22,27).  

4.1.2. Person with Disabilities’ Attitude 

Another important barrier is the attitude of person with disabili-

ties. According to Ali et al., (32) the causes for low employment 

of person with disabilities are their lack of skill for available jobs, 

and their lack of effort and optimism about securing a job. This 

barrier is pertinent for those with low education and training level. 

There are also several reasons that job preferences of person with 

disabilities may differ from those of person without disabilities. 

First, they may desire flexibility in work arrangements to deal 

with health or mobility conditions. As noted by Schur: ‘‘many 

people with disabilities experience fatigue and other health prob-

lems, making it difficult to work a full 40-hour work week on a 

regular, predictable basis. Those with mobility impairments may 

have transportation problems, making flexible contingent work 

more attractive’’ (35). Person with disabilities are in fact more 

likely to be part-time and temporary employees, although they are 

not more likely to be in jobs with flexible hours (36). The prefer-

ences of person with disabilities may reflect personal and family 

concerns (e.g., health issues, transportation difficulties, therapy 

schedules, medical appointments, need for personal assistance, 

and reliance on family members). The need to accommodate non 

work concerns such as health and mobility issues may lead person 

with disabilities to prefer jobs with greater flexibility, while their 

lower incomes and greater likelihood of living alone may lead 

them to prefer jobs with high income and job security (32). 
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4.1.3. Job Demand 

Low employment and the financial crisis are critical examples of 

contextual factors that significantly impact employment outcomes 

for person with disabilities. As per Gröschl (30), there are less job 

demand for person with disabilities with further limits their chanc-

es of being employed in the labour market. The recession has a 

disproportionate impact on person with disabilities, with the num-

ber of employed person with disabilities declining at a rate of 

about two to three times that of person without disabilities (37-

38). Employers’ stigmatization towards person with disabilities is 

also a critical factor that resulted in the decrease of job offer for 

person with disabilities (32).  

5. Conclusion 

The present study aimed to contribute to a better understanding of 

some of the variables that hinder the employability of the persons 

with disabilities. Review of literature revealed some important 

factors that are hindering the disable people to be included in the 

mainstream workforce. Exclusion of persons with disabilities from 

the job market has important ramifications. Not also their potential 

remains untapped but also the socioeconomic condition of the 

disable persons also deteriorates. Exclusion from the job market 

has negative impact on the psychological well-being of the 

PWD’s. The barriers highlighted in the present research need 

some corrective measures on part of public as well as private sec-

tor.  

Among the roles that could be played by the government are to 

educate employers about person with disabilities via training pro-

grams, seminars, and conferences. This effort not only would im-

prove employers’ understanding about person with disabilities but 

also educate employers about the subsidies and financial incen-

tives from hiring person with disabilities, and also protection from 

legal risks (27). Apart from training and education, it is imperative 

that more actions are taken to remove stigmatization and negative 

perceptions towards disability (30). This could be done by impos-

ing regulations that would prevent and minimize employers’ dis-

criminatory human resource practices such as in hiring disabled 

candidates (39). Forced quota system (40) may also improve the 

employment of person with disabilities, which has been successful 

in South Korea (41).  

Educated and informed employers are possibly more likely to 

offer employment opportunities that are suitable for person with 

disabilities. It is critical that organization practises fair employ-

ment, equal employment and non-discriminatory policies for per-

son with disabilities (39). To further support the employment and 

retention of person with disabilities, employers may want to con-

sider providing a friendlier human resource policies and practices 

that are conducive for person with disabilities, such as flexible 

work schedule (20). Integration between co-workers and person 

with disabilities are also essential in developing a welcoming 

workplace for both parties (42).  

Last but not least, Jans et al., (43) suggest that person with disabil-

ities should be open about their disability and to discuss areas 

which they can contribute with their employers. They should also 

change their attitudes – develop their skills to increase their em-

ployability for available jobs, network with successfully employed 

person with disabilities and seek jobs that are in line with their 

needs.  

Future research in this area can explore the role of NGO’s in up-

lifting of persons with disabilities. Moreover the research work 

can be done on exploring some of the highly demanded job skills 

that can be easily imparted to the persons with disabilities. 
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