Work 78 (2024) 317-330 317
DOI:10.3233/WOR-230018
10S Press

Review Article

Towards identifying gaps in employment
integration of people living with vision
impairment: A scoping review

Tosin Omonye Ogedengbe®*, Mahadeo Sukhai® and Walter Wittich?
aSchool of Optometry, Université de Montréal, Montreal, QC, Canada
bCanadian National Institute for the Blind (CNIB), Kingston, ON, Canada

Received 10 January 2023
Accepted 6 October 2023

Abstract.

BACKGROUND: The high rate of unemployment among individuals with vision impairment remains a pressing issue, even
with the implementation of disability laws and coordinated effort to foster inclusive workplace. Employment integration
challenges persist for people with vision impairment due to inaccessible job markets and workplaces.

OBJECTIVE: To create new knowledge from previous studies related to employment among people with vision impairment
and to understand what has been explored and identify the gaps in employment integration.

METHOD: A comprehensive search of six databases was conducted utilizing both index terms and keywords. The title
and abstract of identified studies were screened, followed by a full-text screening using pre-set criteria. Only available peer-
reviewed studies with a focus on employment and vision impairment were included, irrespective of location and publication
year.

RESULT: Of 2264 studies screened, only 43 studies were eligible for review and data extraction. Using thematic analysis,
8 key themes emerged: social support, disability rights and service systems, transition strategies and challenges, career,
employment integration, employment environment, adaptive potential, and employment sustainability. These studies consid-
ered the perspectives of people living with vision impairment, rehabilitation practice, and employers. Identified gaps include
transition strategies, workplace participation, the perception of colleagues, and work evolution.

CONCLUSION: The primary focus of studies was on the individual factors that impact workplace integration; work envi-
ronment impact was not explored in depth. The need to examine the readiness of the work environment is also importance
because environmental factors can be modified according to the functional needs of people with vision impairment.

Keywords: Vision disorders, employment, rehabilitation, diversity, equity, inclusion, health services accessibility, quality of
life

1. Introduction
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from stigma, poverty, discrimination, and marginal-
ization in education and employment, all of which
have negative effects on health and quality of life.
Inaccessible environments further affect impairment
by creating barriers to participation and inclusion [1].
There is a growing population of PVI (meaning low
vision or blindness), many of whom have acquired
this impairment at different stages across their life-
span [2]. Employment rates among PVI hover around
26-39%, whereas this rate is estimated between 64-
84% for the sighted population [3]. The COVID
-19 pandemic negatively impacted the employment
rate of PVI, causing a change in the type and qual-
ity of employment [4]. PVI can perform jobs, if
given the right environment for productivity. How-
ever, some have categorized themselves as unable to
work because they lack the required skills needed
to compensate for their impairments [5]. Creating
an inclusive workforce with the blind and partially
sighted has significant influence on their health and
likewise offers socio-economic advantages [6].

1.1. Employment and vision impairment

An analysis of the full-time employment rate
of PVI across three developed countries, Australia,
Canada and New Zealand was 24%, 28% and 32%
respectively, with that of the sighted population
almost double [3, 7]. Employment gives a framework
to one’s life, defines adulthood and social standing,
provides the opportunity to acquire an identity and
become a valuable member of a workforce. While
unemployment has been associated with social, emo-
tional, and psychological adverse effects and general
low quality of life [8]. For PVI, employment is signif-
icant as having a disability comes with an experience
of isolation [9] and having employment offers a
chance to break this isolation. It is therefore not sur-
prising that employment is an imperative aspect to
socially including persons with vision impairment,
and several employment policies and programs tar-
get inclusion in the labor market [8]. However, even
now, at a time of labor shortages, it remains diffi-
cult for people living with a vision impairment to
integrate into the job market. Shaw and Gold [10]
developed an assessment tool -T. A. P. E measure,
to effectively assess the readiness of a person with
vision impairment for employment. This tool, when
administered, helps PVI and their vocational reha-
bilitation professionals identify skills, their level of
labor market competitiveness and preparedness for
employment, such that those who are not fully ready

are able to identify core areas of development to
prepare for employment [11]. While PVI are being
prepared for employment, the preparedness of the
employment environment is unknown. Therefore, it
is time to take a fresh look at the approaches that have
been studied when it comes to vision impairment and
employment, and to identify gaps that need to be filled
to overcome remaining barriers. Here, we present the
findings of the scoping review that answers the ques-
tion ‘What themes have been studied in the context
of vision impairment and employment?

2. Methods

The scoping review approach is an assessment of
the extent of available research literature [12], to
summarize the variety of evidence to communicate
the extent and scope of a field [13]. This scop-
ing review aims to summarize knowledge from the
preexisting research in employment for PVI. We fol-
lowed the steps charted by Arksey and O’Malley [14],
which necessitated the identification of the research
question, identification of the relevant studies, study
selection based on a set of inclusion criteria, charting
of data, and conclusion by collating, summarizing,
and reporting the findings.

2.1. Identification of research question

The research question was established through
the collaborative efforts of the authors as part of a
larger reflection on a project on employment and
vision impairment in Canada, funded by Acces-
sibility Standards Canada. These discussions were
informed by the perspectives of persons with lived
experience, researchers, trainees, and research pro-
fessionals, and resulted in the question: ‘What themes
have been studied in the context of vision impairment
and employment?’. The Population/Concept/Context
framework [13] guided the development of our
search strategy, which was accomplished in collab-
oration with two librarians from the Health Science
library. For this study, persons with vision impairment
were defined as individuals living with subjectively
reported or behaviorally measured sight disabilities
(i.e., low vision or blindness), irrespective of the
time of onset or severity. Employment was defined
as having paid work, either part- or full-time. Pre-
paredness was considered as a state of readiness
for employment and employment environment as the
people, the place, and the policy of an organiza-
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Inclusion and exclusion criteria

Inclusion criteria

Exclusion criteria

1. Studies related to persons with only vision impairment.

2. Studies related to employment, employer and employee, and their experiences.
3. Study population with vision impairment irrespective of their age.

4. Studies related to vocational rehabilitation

5. Studies from all countries.

6. Studies related to work standard and Policy
7. Studies related to accessibility and inclusion.

1. Studies other than on vision impairment

2. Studies other than on employment

3. Studies with no available full text.

4. Studies in any language other than English

tion. The spatial context for this study was a global
perspective.

2.2. Identifying relevant studies

A broad exploration of six electronic databases
(Medline, CINAHL, Embase, Web of Science,
PsycINFO, Global Health,) was conducted utilizing
a search strategy (See appendix A for an example
of the PubMed database). The search was performed
on the 1% of February 2022, a second search was
performed on the 7% of October in Google scholar
and using the Research Rabbit platform to iden-
tify any recent or relevant studies. The search was
completed without limitations on publication date,
location, or language. The index terms and keywords
specific to each database were searched individu-
ally and combined with AND in accordance with
the search strategy to retrieve data from the scien-
tific databases (People/employees with vision loss
AND preparedness/work standard, AND employ-
ment environment). The initial studies were screened
to ascertain that appropriate report was generated
with the established inclusion criteria (see Table 1).

2.3. Selection of studies

The retrieved studies spanned from 1806 to
2022 and were imported into EndNote (Clarivate
Analytics, PA, USA), and thereafter transferred
to Covidence software (“Veritas Health Innovation,
Melbourne, Australia’), a screening software for
reviews, which automatically removed duplicates.
The selection of studies was completed in two
stages, beginning with the title and abstract screening,
whereby each abstract was viewed by two of seven
members of the research team. Thereafter, a full-
text screening was done independently by the first
author. The research group members have experience
with conducting scoping reviews [15, 16] and met to
deliberate over the uncertainty related to study selec-
tion. Inclusion and exclusion criteria (see Table 1)

were established. Studies on other forms of disability
and employment, non-peer-reviewed journal articles,
articles published in a language other than English,
and those with no available full-text access were
omitted during the review. Any discrepancies in the
two-stage selection process were addressed by the
senior author. A representation of the study selection
process is depicted in Fig. 1.

2.4. Charting of data

The team developed a data extraction spreadsheet
to include study details, such as journal type, the pub-
lication year, study location, design, methodology,
population, the study scope, findings, and recommen-
dations. Using a qualitative approach, data emerging
from the main findings, interest, conclusion, and stud-
ies” recommendations are presented in the results
section to answer the study objectives.

2.5. Data synthesis and reporting

Following data charting, qualitative content anal-
ysis was conducted by using the guidelines outlined
by Colquhoun et al. [13] and Sandelowski [17]. Find-
ings were synthesized from the content of text data
through a methodical process of coding and recogniz-
ing patterns [18]. Themes emerged inductively from
repeated patterns in the qualitative data set [19]. At
first, each study was analyzed at the individual level,
then compared across broad themes to represent the
reoccurring patterns.

3. Results
3.1. Study characteristics

The 43 selected studies were published between
1974 and 2022. The majority of the studies orig-

inated in the United States (n=29); others were
from Canada (n=3), and the Netherlands (n=2),
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Fig. 1. PRISMA flow diagram of included and excluded studies.

as well as individual studies from Greece, Swe-
den, Australia, New Zealand, Israel, Japan, Turkey,
Norway, and India, in addition to one collaboration
of 11 European countries. During thematic anal-
ysis, the following reoccurring themes emerged:
social support, disability rights and system, transi-
tion strategies and challenges, career, employment
integration, employer’s hiring behavior, workplace,
adaptive potential (post disability), and employment
sustainability/retention (see Fig. 2). These themes
summarize the influencing contributors to employ-
ment success in the context of vision loss, either
at birth (congenital vision loss) or at a later age
(acquired vision loss) that have been studied to date.
They are discussed from the perspective of PVI, their
employment environment, as well as within voca-
tional rehabilitation, and are presented here to portray
the potential steps leading to employment integration
success from pre-employment, process of training,
employment seeking, actual employment and post-
employment; however, this order is not necessarily

associated with all individuals nor sequential but
within a general context.

3.2. Social support

This relates to how a person receives various sup-
portive action from people within their social circle,
which in turn boost their overall functioning and
potentially protect them from adverse consequences
[20]. According to Papakonstantinou and Papadopou-
los [21], social support is a type of assistance that
individuals receive or expect from those who meet
them. Social support can be explained under four
categories: (1) esteem support, (2) informational sup-
port, (3) instrumental support, and (4) companionship
[21, 22]. In most studies, social support is discussed
broadly in the context of family, friends, commu-
nity, rehabilitation professionals [ 10, 23], educational
institutes, and/or the employment environment [23].
While social support was mentioned frequently, six
studies emphasized the role of social support in
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Employment
Integration

Fig. 2. Aspects of employment integration success among people with vision impairment.

employment integration [11, 23-27]. These studies
refer to the prosocial behaviors that people get from
their household and community to enhance social
functioning and employment integration. Individu-
als with vision impairment usually originate from
a sighted family [26]; Thus, social isolation can be
experienced early on, having a negative effect on
all aspects of the life. However, social skill devel-
opment can also begin at an early age, depending
on the level of social support received. This skill, if
enhanced early, becomes very useful for employment
success [28]. Hence, social support is a critical deter-
minant for character building, confidence, esteem,
doggedness, and a great source of motivation [10,
26], explaining the ease with which some people with
vision loss sustain quality employment without voca-
tional rehabilitation or an employment integration
program.

Role models contribute to social support by offer-
ing career counseling and sharing lived experiences
that speaks to the distinct needs of a PVI in the job
market (e.g., disability disclosure, accommodation
needs, or self-advocacy). Improving effectiveness
is especially critical for a PVI. Hence, having
and working closely with a mentor with visual

impairment in a similar field, can provide the essen-
tial support to overcoming employment barriers
[26, 29].

Esteem support is reported in the context of fam-
ily support, support from teachers and colleagues at
schools, employers, and work colleagues, as well as
from the community and role models. This support
often takes the form of appraisal, encouragement,
and equal treatment with the sighted individual. An
absence of this support due to a lack of concern,
or discrimination will often result in self-isolation,
reduced motivation, and poor-quality relationships
with others. Esteem support can help create and shape
an individual’s identity and personality and is not
restricted to any phase of life. Most studies indi-
cated that esteem support may drive other levels of
support. Poor family support [25], social discomfort
and cynicism with an impact on social engagement,
discrimination, hostile workplace [30], and social
isolation [26, 31] are some of the barriers affect-
ing successful employment of a person with vision
impairment. In comparison, sound support systems
from family, friends, society, and the employment
environment are vital facilitators of employment suc-
cess [10, 21, 23].
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Instrumental support defines the availability of
practical help to ease individual challenges. This sup-
port can take the form of tangible aids and services,
encompassing the support offered at educational and
rehabilitation institutes and in the employment envi-
ronment [11, 27, 32]. It is manifested in the academic
integration of PVI among the sighted community to
facilitate communication, collaboration, and transi-
tion into the work environment with sighted peers
[33]. Special education for PVI should not be per-
ceived as restrictive or detrimental to employment
integration. Instrumental support in a rehabilitation
center is evident in the development of employ-
ment integration programs targeted at helping PVI
prepare and develop tangible employment skills.
These abilities range from orientation and mobil-
ity skills, resume creation, job application, assistive
and adaptive devices, to communication skills [11,
32]. The provision of assistive and adaptive devices
is a means of creating an accessible and inclu-
sive work environment for effective productivity
[34].

Informational support refers to the guidance
intended to solve problems by sharing valuable
information, advice, and suggestions. Informational
support for a person with vision impairment is the
information received from parents, friends, reha-
bilitation professionals, role models, and even the
employment environment. Such information could
include details about specific services [29], legisla-
tion [35], job openings, career advice, or answers to
specific questions [36]. Information support is asso-
ciated with good relationships [21] and is hindered
by social isolation [33]. Social isolation, in turn, has
an impact on the quality of information, individ-
ual career choices [33], transition process across the
different stages of life [26], employment, and even
employment productivity [36, 37].

Companionship support comprises of the close
connections developed within the family, among
peers, and engaging in recreational activities. Social
support transcends family setting and forms a cru-
cial part of transitioning for PVI across the life
span. Hence, the successful employment integra-
tion of PVI greatly depends on support, thereby
driving inclusion and preventing social isolation,
especially when provided early. While special educa-
tion could be an advantage, it can also be detrimental,
as this type of segregation socially isolates the
sighted population from PVI, thus leading to social
awkwardness and difficulty bridging the social gap
[26].

3.3. Disability rights and service systems

In the USA, the implementation of the Ameri-
cans with Disabilities Act (ADA) (1990) encourages
employment for PVI, given that they can accom-
plish their duties with the necessary accommodation.
Therefore, no one can be discriminated against solely
based on their disability. This policy is in line with
Canada’s Employment Equity Act (1995) and Acces-
sible Canada Act (2019) which seek to achieve
workplace equity and improve employment opportu-
nities by encouraging the establishment of working
conditions that are free of barriers for PVI. Despite
the implementation of these laws, there seems to
be negligence and challenges associated with their
implementation on the part of the employers. To
achieve the goal of the ADA and similar disability
rights, effective strategies need to be in place to ease
work-related conflict resolution.

According to Blanck and Folberg [38], eye care
providers, need to be fully aware of the employ-
ment legislation act, considering their professional
rolein eye care. They play arole as mediators between
employers, insurance companies, government agen-
cies, and their policies. Hence, eye care providers’
awareness of this legislation and their readiness to
apply it accurately to all parties involved is needed.
The judgment of an eye care professional who is
knowledgeable about disability legislations will help
keep many qualified PVI at work and thus signifi-
cantly address the unemployment rate.

Disability rights and privileges vary across coun-
tries and territories. The conventional method of
hiring persons with disabilities has generally revolved
around sheltered employment, despite the track
record of poor work conditions and inadequate
salaries. This approach has limited individuals who
could potentially secure employment in the open job
market, with the assumption that they are unquali-
fied for such jobs. Countries, such as Australia, the
United States, Canada, and the United Kingdom,
have transitioned away from sheltered employment
to ‘supported employment’ with strategies aimed at
providing employment opportunities within main-
stream businesses. The North American approach,
in the United States and Canada, requires that
employers accommodate the known limitations of
an employee with disability. These accommoda-
tions might involve modifying the physical layout of
workspaces, adapting equipment usage, restructuring
job roles, adjusting work schedules and training, and
offering aids or personal assistance. Conversely, the



T.O. Ogedengbe et al. / Towards identifying gaps in employment integration 323

European approach mandates that employers ensure
their entire workplaces are accessible to all individu-
als, including those with disabilities [39].

These benefit discrepancies [40] could account
for the differences in the priority given to the
employment of PVI. In addition, the approved reim-
bursement of disability benefits to PVI, though
advantageous, was also recognized as a hindrance
to employment in specific circumstances. Some PVI
have instead become overly dependent on this benefit
and would rather not search for a job. There is also
the concern of losing these benefits with acquiring
a particular level of employment [41]. Furthermore,
there is the speculation that PVI are not fully aware
of their rights and privileges, especially as adjust-
ments to the laws are made. The lack of accessible
information was identified as a core reason for this
ignorance; hence these laws must be made available
in an accessible format as they become revised.

Disability systems. Vocational rehabilitation is
a support service tasked with preparing PVI for
the workplace by helping them develop strate-
gies and adaptive skills to overcome integration
barriers. It operates through the development of
employment integration programs or services [11]
in collaboration with staffing agencies [32, 42]. The
members of the interdisciplinary team (e.g., eye care
providers, low vision therapists, vocational rehabil-
itation professionals, job placement organizations,
and accommodation networks) must be knowledge-
able about federal and state regulations guiding
workplace discrimination, in addition to available
assistive device programs and their eligibility crite-
ria [43]. The study by Farnsworth [42] emphasized
the need for rehabilitation services to work more
closely with staffing agencies, rather than making
them an option, and with the employer, to facilitate
more employment opportunities.

Luft et al. [26] reported a shortage of trained pro-
fessionals with expertise in blindness and deafness,
which significantly impacts the employment inte-
gration and skills acquisition for skilled personnel
with vision impairment. To further facilitate effec-
tive rehabilitation service, vocational rehabilitation
professionals should create a structure or curriculum
within their service that enables the transferability
of skillsets into employment for productivity and
safety [44, 45]. While vocational rehabilitation ser-
vices and programs could be instrumental for skill
acquisition, they are not compulsory for all PVI, espe-
cially those who have developed the requisite skillsets
[33]. Hence, the goal of rehabilitation services ought

to be clearly defined and personalized to the individ-
ual, to facilitate return to work (either old or new); or
develop self-employment and independence [46].

3.4. Transition strategies and challenges

Life advancement occurs in phases that transition
into each other; there is a time for education and a
time to work, allowing an individual to implement
their academic knowledge in the work environment.
PVI often experience significant transition barriers
compared to sighted individuals. From the perspec-
tive of PVI, the development of social skills, support
systems, academic competence, assistive technology,
and self-advocacy were major factors identified to aid
the transition to employment. Social isolation, com-
munication difficulties, limited access to information,
collaboration challenges between educational insti-
tutes and vocational rehabilitation organizations, and
difficulty establishing a career after high school were
significant limitations to effective transitioning [24,
26, 33, 37, 42].

From the perspective of the employment environ-
ment, discrimination in the hiring process and poor
work culture and policy were significant barriers
to employment integration [27]. Beyond the edu-
cation and skill acquisition for PVI, systems need
to be in place to facilitate and sustain employment.
Interdisciplinary transition services structured by a
student-centered plan, with transition specialists in
both special education and rehabilitation, can ensure
that deserving students are able to pursue reward-
ing, productive lives beyond the classroom [26].
According to Zhou et al. [47] computer training is
a fundamental element in the employment readiness
of transition-age youths with vision loss especially
since we live in a highly computerized society.

3.5. Career

Employees who want to advance in a particular
field need to have a thorough understanding of typ-
ical career paths for the field [48]. In this review,
career for PVI in the context of employment is dis-
cussed regarding career choice, and career readiness/
exposure.

Career Choice is often a significant challenge for
PVI because of preconceived ideas often associated
by the sighted community with PVI. While careers
are abundant, the societal restriction is a major influ-
ence, posing more significant limitations than the
presence of vision loss. While a person with vision
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impairment is capable of various tasks and profes-
sional careers, s/he is often trained to fill stereotype
opportunities like typists or tele-marketing [33, 40].

Career Readiness/Exposure describes the influ-
encing factors for a career and the preparedness of
PVIfor that chosen career path. Active engagementin
job shadowing, visiting job fairs, career exploration,
job exposure, and early career planning are facilita-
tors to a rewarding career beyond mere discussion of
career choices [36]. Role models who have excelled
in a career path often prepare PVI to embrace pro-
fessional careers. However, lack of motivation and
reliance on disability benefits can impede the quest
for a rewarding career and preparedness [41]. PVI
should be exposed to career education from child-
hood irrespective of the presence of vision loss and
should be encouraged on the feasibility of their career
interests [41].

3.6. Employment integration

This theme explores the role of, and effort required
by, all involved parties, and how they affect employ-
ment outcomes.

Personal factors. The employment process begins
with the individual, and their personality plays a
crucial role in employment success [40]. Much like
persons living without disabilities, PVI who had the
opportunity to develop and demonstrate organization
and communication skills, self-determination, good
personal grooming, advocacy skills, and networking
ability were more successful in their employment
journey [24, 33].

Labour market competitiveness. Employers search
for skilled people to take up specific job roles. Much
like for sighted individuals, the competitiveness of a
person with vision loss depends on their age, level
of independence (e.g., mobility), academic training,
personal traits, self-advocacy, vocational rehabilita-
tion skills, spoken and written language abilities,
prior work experience [23, 31, 33] and computer
competence [47]. While previous work experience
is a critical factor in labor market competitiveness,
most people with vision loss are rarely presented
with such opportunity [49]. According to Mcdonnall
et al., [41] PVI could leverage summer internship
programs, club activities, and even volunteering to
compensate for this lag. Furthermore, the level of
vision impairment, the use of mobility aids, and the
presence of other chronic conditions are significant
hindrances to the employment of PVI [31]. Job readi-
ness for PVI is a measure of physical (e.g., physical

capacity), psychological (e.g., personal acceptance of
their limitations), as well as occupational (e.g., skill
sets), and placement readiness (e.g., participation in
job application) [46].

Job seeking: A positive attitude and persistence are
integral traits to attain employment success, consid-
ering the barriers associated with accessing the labor
market [40, 50]. Lack of prior work experience [23,
25, 49, 50], lack of proactiveness in a job applica-
tion [32, 40], and a visually unappealing resume are
some of the challenges during application [51]. From
the system perspective, variation in the available job
choice, employment legislation across countries and
regions [23, 40], and employer hiring behavior are
significant hindrances that are often overlooked [21,
26, 27, 36, 37, 45, 52].

Job application: On the one hand, most employ-
ers have a negative attitude towards employing
PVI despite existing legislation encouraging their
employment [26]. Employer attitudes towards PVI
can be influenced by their employees’ and clients’
base perceptions of working with a person with
vision impairment [21]. On the other hand, employers
have also pointed at receiving fewer job applications
from this population [27]. Hence some employers
are willing to consider qualified job candidates with
disabilities, but it remains unclear whether they will
hire those who reach them, and those who appear
most ready to be productive [32]. A personal relation-
ship with a person with vision impairment influences
employers to consider the inclusion of PVI [27].
In addition, age and educational level influence the
employer’s hiring behavior, whereby younger and
more educated employers appear to have a positive
attitude toward PVI but were not influenced by gen-
der [21]. In general, while it may be important to
educate the employers of the ability and competence
of PVI [27], employers must also be willing to give
this population an opportunity to prove themselves
[28].

Task performance: Upon attaining a job, PVI
are mandated with the responsibility of completing
the duties for which they were employed. Job pro-
ductivity was facilitated by the participation in an
employment integration program [11], as well as the
provision of assistive devices, and other necessary
accommodations [37, 53] and safety [45]. Although
accommodation affects the level of productivity of
PVI, this population works differently. Therefore,
productivity needs to be differently defined for this
population, with a different measure of performance
put in place. Lack of productivity was often associ-
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ated with poor flexibility regarding job tasks and little
opportunity to develop new skills [37].

Employment agencies: The role of employment
and staffing agencies is often neglected in the employ-
ment integration of PVI [26, 27]. Staffing agencies
can work with vocational rehabilitation and, in col-
laboration with the employers and their organization,
identify a qualified employee that meets workplace
requirements and demands, to maximize employment
opportunities [42, 54].

3.7. Employment environment

These themes discuss the impact of the employ-
ment environment- which involves the people, the
place, and the policy, on employment success [8, 55,
56].

Accessibility and inclusiveness of the workplace
remain significant concerns for PVI. Specifically,
mobility and physical accessibility [28], web acces-
sibility, and accessibility of digital and text materials
were considerable barriers, both before and dur-
ing employment, because the lack of accessibility,
by definition, restricts access to information [36].
This accessibility challenge often excluded PVI from
available employment opportunities and affects skill
acquisition, settlement into the work environment
and effective productivity at the workplace [47)].
Although the change and implementation of policy
encourages the need to make the workplace acces-
sible by providing necessary accommodation, this
does not always translate into reality [37]. From
the perspective of the employers and their envi-
ronment, the safety concern for employees with
vision impairment remains an employment limitation
[45]. Employers often associate an inclusive work-
place with unfavorable interference with business
operations and costs. In addition, employers have
expressed concern that assistive devices need vary
among individuals, and the cost and training impli-
cations have negatively impacted employers’ hiring
behavior [21].

Work policy: Organization size, culture, and policy
influence employers’ hiring behavior. Larger organi-
zations are more likely to have employment policies
considering PVI, but the employer’s attitude does not
appear to vary with the business type or entity [21].
Collaboration by developing a good relationship with
vocational rehabilitation service providers before the
hiring process can influence the employer’s hiring
behavior [27], whereby fostering a relationship with
agencies and organizations to improve community

awareness of the needs and potential of PVI encour-
age environmental changes.

3.8. Adaptive potential

For individuals with vision impairments acquired
during adulthood, employment challenges often
begin after having worked as a sighted individual;
hence the challenge becomes a return to work [11].
The effect of rehabilitation, the variety of task com-
petence and experience in the previous job(s), the
duration of employment, high level of independence,
and leadership ability are facilitating factors to return
to work [37]; however, from the employer’s per-
spective, organization’s size (medium to large scale)
favors reintegration of PVI, and the type of workplace
(public over private) influences the return to work
in the case of acquired vision impairment. Hence
employment re-integration differs from the employ-
ment integration for those with no job experience.

3.9. Employment sustainability and retention

Employment sustainability and retention are
dependent on the level of job satisfaction. Unfair
workplace practices, and unfavorable employment
treatment of PVI may prevent employment reten-
tion [43]. Rehabilitation practice often ends when
employment is obtained, with no follow-up to ensure
the effectiveness of the rehabilitation service. Reha-
bilitation experts need to offer personalized services
to people with impairments throughout the com-
plete employment journey, beyond the rehabilitation
phase. Declining job retention was identified as an
important type of workplace discrimination. Employ-
ees’ beliefs and aspiration can affect their behavior in
varied ways when combined within the environmen-
tal setting of the workplace [43].

Employment sustainability can only be achieved
when everyone recognizes their individual role and
efficiently contributes their part in unison. Teach-
ers of the visually impaired have a responsibility to
prepare youths for primary and advanced education,
a determinant to success in the workforce. Orienta-
tion and mobility professionals specialize in teaching
independent travel skills, while vision rehabilitation
therapists, low vision therapists, and occupational
therapists teaches skills for daily living, all to ensure a
level of independence. Assistive technology special-
ists also play a crucial role in training people with
vision impairments for the workplace. This is partic-
ularly significant as the demand for digital skills is
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steadily rising across various job sectors, with jobs
requiring advanced digital skills typically offering
higher salaries [57].

4. Discussion

This scoping review synthesized the current
knowledge about, and identified potential gaps in,
the employment integration of PVI to guide fur-
ther research and prevent the repeated cycle of
actions with unfavorable outcomes. The synthe-
sized themes depict the research scope covered
in vision impairment and employment, including
Social Support, Disability rights and service sys-
tems, Transition strategies and challenges, Career,
Employment Integration, Employment Environment,
Adaptive Potential, and Employment sustainability
and retention.

Much emphasis has been placed on the role of
social support in all its forms. Research [38] has
shown that social support is required of eye care pro-
fessionals, starting at the point of diagnosis of vision
impairment, and extends across periods of search-
ing for, gaining and sustaining employment [58].
The need for support translates into the implemen-
tation of disability rights and the establishment of
rehabilitation services to ensure that PVI gain equal
opportunity and are not discriminated against. Spe-
cialized and inclusive education also became best
practice; however, our research findings shows that
these efforts do not easily translate into a range of
career choices and an inclusive workplace. There are
still limited career options open to include PVI, and
accessibility challenges persist even in organizations
that identify as inclusive.

This study also identified that, even though PVI,
employees and employment environments contribute
to employment success, the focus on the specific
roles and contributions the employment environment
makes towards this success seems minimal. Employ-
ers are unfamiliar with the abilities of PVI, and they
have no experience with how these individuals carry
out job task [59]. Many employers lack the knowl-
edge of what inclusion entails and are ineffective
in their collaboration with vocational rehabilitation
professionals and eye care professionals.

4.1. Service delivery implications

Employment success, and the resulting improve-
ment in the quality of life of PVI, involves all

professionals who encounter this population. Beyond
diagnosis, our findings also reveal that eye health spe-
cialists need to be fully cognizant of the disability and
employment laws, the capacity PVI possess in rela-
tion to workplace demand and accommodation plans,
establish good liaison with vocational and reha-
bilitation professionals, all to facilitate workplace
integration. In addition, professionals are encour-
aged to ensure that the privileges of PVI are always
upheld. Collaboration for early intervention, transi-
tioning, and employment success was identified as
crucial rather than an option for an effective sys-
tem that facilitate collaboration from the point of
diagnosis and across all levels employment integra-
tion. Our synthesis has identified the tremendous role
vocational rehabilitation plays in helping PVI gain
independence, integrate them into the workplace, and
provide expertise to employer on workplace integra-
tion. However, the restriction of services aimed to
increase employment preparedness of PVI remains a
significant gap, consideration of the changing nature
of job and the employment environment preparedness
is not a common practice.

Education: The employment seeking process for
PVI is similar to that of the sighted population.
Nevertheless, transitioning appears to be the major
challenge reported across studies. Education is the
bedrock on which a career is built, yet most edu-
cational system are inaccessible, thereby hindering
the possibility of following through a career path
in the educational system. PVI can be encouraged
to explore other career opportunities which abound
when inaccessibility, and transition challenges are
addressed. This flexibility of choosing and pursu-
ing a career can be sustained with the assurance of
employment success once competence is attained.
Conversely, in line with a previous study on the
employment environment and general human or
system-imposed barriers, a lack of inclusiveness can
be eased when opportunities like internships, or
career fairs are made accessible for PVI, thereby
facilitating adequate employment preparedness [58].
Furthermore, beyond formal education, sensitivity
training of HR personnel and employers who are still
reluctant and unsure of the potential of PVI can be
encouraged.

Assistive devices: Assistive devices play a crucial
role in facilitating independence and ease the bur-
dens of daily activities, independence, and mobility
[60]. However, it remains unclear how accessible and
efficient many of these tools are for workplace inclu-
sion. In most cases, the relevant goal associated with
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assistive devices is the ability to read [61]. Never-
theless, the effectiveness of any tool in helping PVI
in carryout reading-related duties and performance
within the workplace is not well established. Accord-
ing to a study by Martiniello and colleagues [62]
assistive devices have advanced to improve acces-
sibility; yet the effectiveness of these applications in
today’s world remains a challenge due to accessibil-
ity barriers [61]. Hence the usability of mainstream
software and applications in the employment context
will need to be assessed and researched further.

4.2. Implication for employment environment

Workplace culture has encouraged the inclusion
of people with disability. However, PVI seem not to
benefit enough from this trend [63]. This review indi-
cates that successful inclusion of PVI involves a clear
understanding of how PVI behave, socialize, live,
and access their environment. Embracing diversity in
the workplace thus implies a need to understand and
differentiate the specific needs of PVI, among other
types of disability needs and accommodate them.
Equity can also be achieved when there is fairness
and willingness to provide the necessary support and
favorable accommodation policy, as discussed ear-
lier, to give equal opportunity to people with vision
loss. Organizations can also increase accessibility
when they make their workplace design, assistive
devices, and recruitment processes accessible for
PVI. Without this support and effective policy, an
organization cannot claim to be inclusive, diverse,
equitable, and accessible [8, 58, 64, 65].

Workplace design: This scoping review revealed
that, despite the various disability acts to ensure that
PVI are given equal opportunity, most organizations
still do not include PVT in their workforce or work-
place design. Those who do hire them are often not
familiar with what living with vision impairment
entails. This lack of familiarity with the intricacies
of how this population functions, lives, and carries
out their tasks ultimately result in an accommoda-
tive plan that is not effective. This is evident as most
studies have ascribed unemployment to employers’
negative hiring behavior. However, Papakonstaninou
et al [21], and Mcdonnall et al [27], in their study
linked negative attitudes with a lack of understanding
or possible anxiety on how to be inclusive. Further-
more, Bonaccio [58] reported that organizations that
promote their inclusivity are often not as inclusive
as they claim to be, because most organizations do
not have fully accessible platforms (web accessibil-

ity challenge) or recruitment processes to include
PVI, a finding that is consistent with our synthesis.
For example, a study [64] evaluating the architec-
tural design for workplace accessibility reported that
an inclusive design depends on understanding what
inclusion means specifically for different disability
groups.

4.3. Limitations

The scoping review was intended to cover a global
perspective, but the available data were exclusively
from countries that are considered part of the Global
North, with developing countries not being repre-
sented. Therefore, it is likely that the information
provided in this study does not entirely reflect the
global reality, and more representative of the Global
North. The exclusion of non-peer review publica-
tions, systematic reviews, non-English publications,
as well as those with no available full text could have
resulted in omitting additional details specific to the
practice in countries that are not represented.

5. Conclusion

The high jobless rate among PVI has been a chal-
lenge before and after the implementation of various
disability laws. While the goal of such legislation is
to ensure that equal opportunity exists, this is often
not achieved in the employment reality. From the
themes described above, it is evident that employ-
ment success for PVI requires a wholistic approach.
The employment environment plays a critical role in
sustainable employment integration success. Hence,
beyond identifying the limitation the employment
environment possesses, an evidence-based solution
is required to address the high rate of unemployment
among this population with visual loss. Therefore,
a directional shift to the employment environment
is the next logical step to attain an equilibrium of
effort in creating an accessible and inclusive work-
place. A level of proactiveness and preparedness is
a must to attain employment success. It is crucial to
know the level of employment environment prepared-
ness in welcoming a person with vision impairment
into an organization. Having and sustaining employ-
ment will reward and compensate for this investment,
and lead to better quality of life for PVI. In addi-
tion, this approach will offer great economic benefit
and address current increasing shortages in the labor
force.
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