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Abstract

Purpose Current models of inclusive workplaces are primarily based on the perceptions of vulnerable workers, whereas
attention for employer’s perceptions is lacking. This scoping review addresses this issue by mapping the literature that covers
employer’s perceptions on the application and importance of organisational policies and practices aimed at the inclusion of
vulnerable workers. Methods A literature search for qualitative and quantitative research articles was conducted in MED-
LINE, Scopus, ProQuest, PsychInfo, Google Scholar and Web of Science. Studies were included when (a) they reported on
practices aimed at the inclusion, participation, or rehabilitation of (b) workers with disabilities, a low education or migra-
tion background, or who were long-term unemployed, and (c) were based on samples of employers or their representatives.
Results The search resulted in 3,134 articles. In total, 38 articles met the inclusion criteria of this study. We identified seven
types of inclusive practices to stimulate the inclusion of vulnerable workers that employers applied and/or perceived as valu-
able: senior management commitment, recruitment and selection, performance management and development practices, job
accommodations and redesign of work, supportive culture, external collaborations with other employers, and monitoring.
Conclusions Our review identified seven categories of inclusive practices that pertain to all stages of the employee journey
of vulnerable workers. These categories move beyond those reported in studies based on employee samples, for instance by
highlighting the importance of monitoring and collaborations with other employers. Hence, our findings stress that insight
into employers’ perceptions about effective measures is crucial to increase labour market participation of vulnerable groups.

Keywords Inclusion - Employer engagement - Vulnerable workers - Disability - Migrant worker - Low-educated worker -
Long-term unemployed - Scoping review

Introduction

The number of workers facing difficulties on the labour mar-
ket in terms of obtaining and maintaining a job has been
increasing over the years [1]. These so-called vulnerable
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workers are disproportionately impacted by economic and
labour market trends, such as financial crises and globalisa-
tion [2, 3], and are at the highest risk of long-term unem-
ployment [1, 4]. Vulnerable workers can be defined as indi-
viduals, who have a high probability to end up in precarious
working conditions due to the adversities they face because
of for instance, a disability, a migration background, and/or
limited work experience. Such precariousness is defined as
“accumulated adversities”, such as low access to training
and career opportunities, increased risk of job loss, or low
income [5, p. 552]. Due to the recent COVID-19 crisis, the
adversities that vulnerable groups face on the labour market
have only worsened, and the unemployment gap between
vulnerable and non-vulnerable groups continues to grow
[6]. Examples of important vulnerable groups, which are
the focus of this paper, are disabled persons, persons with a
migration background, long-term unemployed persons, and
low-educated persons.
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Disabled persons (i.e., persons with an intellectual, psy-
chiatric, neurological, physical, visual, or hearing disability)
do not receive equal opportunities in Europe, the USA, Asia
and the Pacific due to their need for adaptations in work in
terms of content, place or time [7-9]. Factors that hamper
disabled persons to integrate in the labour market include
employers’ prejudice about their capabilities, a lack of sup-
port networks or self-esteem, inadequate transportation
means, low educational attainment, and lacking training and
development opportunities [10, 11]. Migrant workers (i.e.,
individuals moving to a different country or area to pursue
employment, such as temporary foreign workers) also suffer
severely from barriers to enter and maintain a position on
the labour market in Europe, the Middle East, and the USA.
They are often hired for precarious work, segregated from
non-migrant employees [7, 12, 13]. The main challenges
for migrant workers relate to employers’ prejudice about
foreigners, xenophobia, language gaps, lack of recognition
for (educational) qualifications from different countries,
and legal restrictions for foreign citizens to be hired [14,
15]. Long-term unemployed persons (i.e., persons who have
been unemployed for more than one year, such as persons in
welfare) report negative experiences with successful reem-
ployment in Europe and the USA, due to a person-job misfit
[16, 17]. Among long-term unemployed workers, the return
to work is hampered by a decreased ability to work due to
health problems, a lack of work experience, depleted net-
works, negative employer attitudes, lower education levels,
inadequate support in finding and keeping a job, and finan-
cial problems [18, 19]. Lastly, low-educated workers suffer
detrimental consequences in terms of employment prospects
in the global knowledge-based economy as the investments
in their human capital, e.g., through training and education,
both before and during their career is low [20]. Common
challenges for sustainable employability are discrimination
in selection procedures because of lacking formal education,
learning barriers, having no professional license, and lacking
language proficiency [21, 22].

Individuals may be categorised into more than one vul-
nerable group, e.g., a person with a disability may be long-
term unemployed. And, although previous research high-
lights the importance of tailored practices to address (the
challenges of) each of these vulnerable groups specifically
e.g., [23, 24], the groups also seem to have overlapping
vulnerabilities. All of these groups face employers’ biases
on their capacity to work within an organisation, e.g., due
to functional limitations, lacking education or experience,
or language barriers. All groups also require some form of
adaptations or investments by the employer to become or
remain sustainable employable, e.g., a (language) training
program or an adapted desk.

To promote the involvement and investments of employ-
ers in the inclusion of vulnerable workers and to reduce
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persisting unemployment, active labour market policies
(ALMPs), such as job-search programs or unemployment
insurances, have been launched [25, 26]. Even though these
activation policies rely on the active involvement of employ-
ers for their effectiveness, there has been a lack of attention
for employers’ roles in the workplace inclusion of vulnerable
groups. However, employers have a key role in increasing
inclusive workplaces. Inclusive workplaces can be defined
as workplaces, in which “people of all identities and many
styles can be fully themselves while also contributing to the
larger collective, as valued and full members” [27, 28, p.
235]. In order to explore the role of employers in enhancing
workplace inclusion of vulnerable workers, several inclusive
workplace models have been proposed that focus specifi-
cally on organisational policies and practices for inclusion.
A recent example is the model by Shore et al. [27], which
posits that employers can contribute to perceived inclusion
and retention of minorities by implementing organisational
practices. Examples of such practices are recruitment prac-
tices, diversity training, practices aimed at managing dis-
crimination, retention practices and development practices.
All these practices address the needs of vulnerable groups
by both enhancing positive factors such as psychological
safety and involvement, and preventing undesired factors,
such as discrimination or biases. In addition, Shore et al.
[27] propose a key role for senior management commitment
in the inclusion of vulnerable groups. Another recent model
by Jansen et al. [29] indicated that the role of employers in
supporting work participation of persons with disabilities
is primarily based on practices relating to offering accom-
modations or supervisor support.

Although these and similar studies provide valuable
insights into what employers can do to stimulate labour
market inclusion of vulnerable groups, most of the litera-
ture is based on employees’ perspectives [3, 30]. Insights
into key organisational practices, as seen from the view-
points of employers, are lacking [31-34]. This is an impor-
tant omission, since employee and employer perceptions
of organisational practices may differ, and not all organi-
sational practices may be directly perceived by employees
[30]. Furthermore, the strategic decisions of employers to
invest in inclusive practices and their opinion on these prac-
tices, directly influences whether labour market inclusion is
achieved [35]. Research shows that the share of employers
engaging in inclusive behaviour remains low due to various
barriers they experience. For instance, research shows that
employers may be reluctant to hire vulnerable workers due
to lacking knowledge about how to facilitate these workers,
biased expectations on their productivity, safety concerns,
or negative attitudes of customers or co-workers [35-39].
Therefore, it is important to shed more light on organisa-
tional practices that employers themselves find relevant to
include vulnerable workers [40, 41].
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The primary responsibility of practices aimed at sustain-
able inclusion of vulnerable workers lies within the Human
Resource (HR) department of an organisation, as HR is
thought to have the primary responsibility for addressing
social issues, such as inclusion, which were initially exter-
nalised to the sphere of public policy [3, p. 4]. Importantly,
HR is not a stand-alone instrument. Rather, it should be
aligned with other organisational practices and departments,
such as facility management, e.g., by making workplaces
accessible for vulnerable workers [3, 42]. Therefore, this
scoping review is not solely focused on HR, but studies
organisational policies and practices aimed at inclusion
more broadly. Together and in alignment, these practices
are thought to be the most supportive of workplace inclu-
sion [43].

To gain insight in employers’ perceptions, this scoping
review shifts the focus from studies based on employee sam-
ples to studies based on employer samples. Our research
question is: “What organisational policies and practices do
employers report to apply and find valuable for the inclusion
of disabled persons, persons with a migration background,
long-term unemployed persons, and low-educated persons?’.
The insights resulting from our scoping review may support
employers in the selection and application of relevant prac-
tices. Besides, this study provides the opportunity to system-
atically compare insights regarding key practices based on
the perceptions of vulnerable workers versus those based on
the perceptions of employers. Moreover, by including four
specific vulnerable groups within the scope of our review,
we can study the extent to which employer perspectives of
different inclusive HR practices have been covered in the
existing literature in relation to each of these groups and we
can identify research gaps.

Method
Selection Criteria

To systematically map the research on organisational prac-
tices aimed at inclusion of vulnerable groups, from employ-
ers’ perceptions, a scoping review of qualitative and quanti-
tative empirical research articles was conducted according
to the PRISMA-ScR checklist [44]. Articles were included
if they (1) studied the importance or application of (HR)
policies or practices aimed at inclusion of vulnerable groups
either quantitatively or qualitatively (2) were based on the
perceptions of an organisational representative, meaning
that the sample of the study consisted of representatives of
the organisations (e.g., HR managers, CEOs, CHROs, presi-
dents, supervisors, or directors). Furthermore, articles were
included if they (3) studied the application or importance of
these practices aimed at one (or multiple) of the following

vulnerable groups: migrants, disabled workers, low-educated
workers, or long-term unemployed workers. These catego-
ries were broadly operationalised, to capture a wide range of
papers for each subgroup. In addition, studies were included
if they (4) were published between 2000 and April 1st, 2022,
(5) in international, peer-reviewed journals, as this helps
to ensure the relevance and quality of the studies, and (6)
were written in English. In the selection process of relevant
articles, we applied the criteria above in numerical order.

Search Strategy

As a first step in determining adequate search terms, we
conducted an initial search for key articles in rehabilitation
literature, in order to determine recurring terminology. This
list of recurring key terms was refined by all authors, result-
ing in three groups of search terms, which each strive to cap-
ture the essence of this review: finding practices aimed at the
inclusion of migrants, disabled workers, low-educated work-
ers, or long-term unemployed workers that employers value.
In order to meet the first selection criterion, “rehabilitation”,
“inclusion”, “include”, ““vocational opportunity”, “reintegra-
tion”, “disability management” or “activation” were used.
To address the second selection criterion, the terms “HR”,
“organisations”, “organisation”, “company”, “manager”,
“management” or “employer” were used. To meet the third
selection criterion, the search terms “migrant”, “disability”,
“disabled”, “low-educated” or “unemployed” were included.
The three groups of search terms were combined with the
Boolean operator AND, the search terms within these three
groups were combined with the operator OR. A full list of
the search terms, relating to the three selection criteria, can
be found in Online Appendix 1.

The search terms were entered into six electronic data-
bases in September 2020: MEDLINE, Scopus, ProQuest,
Psychlnfo, Google Scholar and Web of Science. This initial
search resulted in 105 hits in MEDLINE, 273 hits in Sco-
pus, 763 hits in ProQuest, 395 hits in PsychInfo, 744 hits
in Google Scholar and 854 hits in Web of Science (total
of 3,134 hits). Of these 3.134 hits, 781 were duplicates
and 289 were not published in scientific journals, result-
ing in 2.064 unique journal articles. The titles and abstracts
of these articles were scanned according to the numerical
order of six selection criteria and 201 articles were selected.
The main reason for exclusion was that 1.148 articles did
not describe organisational policies or practices (criterion
1), but for example pain management interventions in 73
articles, weight management in 59 articles and medication
management in 52 articles. In addition, 259 articles were
excluded which did study (either qualitatively or quantita-
tively) inclusion practices from the perspective of a sample
of organisational representatives, but aimed at a different
target group, such as students in 49 articles, or medical
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Fig. 1 Scoping literature search
and selection

Literature search in
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e 9 articles from references

29 empirical articles 18 could not be retrieved

14 relevant reviews
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patients (without disabilities) in 43 articles (criterion 3). The
201 remaining articles were examined in detail by reading
the full-text version of the articles, after which 29 articles
were included. The main reasons for exclusion were a lack
of organisational policies or practices in the study, but rather
general notions on organisational inclusion (criterion 1) in
65 studies, or a lack of organisational actors used as a sam-
ple, but for instance an employee sample (criterion 2) in 36
studies. Besides these empirical articles, 14 relevant reviews
were identified in the process of full-text selection e.g., [43,
45-53]. These reviews were not included in the final sample,
but the reference lists were scanned to retrieve additional
empirical articles. This resulted in an additional nine stud-
ies that met all selection criteria. These articles were not
retrieved with the aforementioned search terms, because of
(1) the use of the term ‘diversity’ instead of ‘inclusion’, (2)
no mentioning of specific vulnerable workers or (3) the men-
tioning of specific practices in the title, rather than general
terms such’practice’. Figure 1 displays the selection process.

Analysis Strategy

The authors scanned each article on the following infor-
mation: (1) author(s); (2) publication date; (3) vulnerable
group the policy or practice addressed; (4) respondents’
job within the organisation; (5) sample size; (6) country;
(7) study design; (8) policy or practice for inclusion; (9)
outcome measure; and (10) limitations and entered this
coded information in separate spreadsheet for quantita-
tive, qualitative and mixed methods studies. Next, the
seperate policies or practices described in the 38 articles
were entered into a new spreadsheet and labeled by the
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38 empirical articles

first author, resulting in a detailed overview of all relevant
practices mentioned in the final sample. This resulted in an
overview of 251 (partially overlapping) practices described
in the final sample. Subsequently, all four authors coded all
practices into clusters. The clusters were discussed until
inter-rater agreement was reached. In this sense, reliability
and interpretive validity of this scoping review and the
analysis of practices were ensured by (1) applying a struc-
tured strategy and template in the literature search and data
extraction, and (2) shared coding and categorizing of the
practices with all four authors.

Quality Assessment

To assess the quality of the quantitative, qualitative and
mixed methods studies that were included in the final
sample, the Standard Quality Assessment Criteria were
applied [54]. This quality assessment tool can be used to
assess the quality of articles with various designs, thereby
allowing the assessor to estimate the relative strength of
the included studies and to note any potential biases within
these studies. The assessment criteria relate, amongst oth-
ers, to assessments of the validity, methods, analyes, and
reporting of the study. The 38 studies of the final sample
were each assigned a score on the separate assessment
criteria, as well as a total score based on the calculation
provided by Kmet et al. [54]. Within this quality assess-
ment, a total score of 1.0 indicates the highest possible
quality and a total score of 0 indicates the lowest possible
quality. The scores were discussed among the authors until
inter-rater reliability was achieved.
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Results

The 38 articles that were included in the review applied
different methodologies: 18 articles described quantitative
studies [55-72], 16 articles described qualitative studies
[73-88] and four studies applied mixed methods [89-92].
An overview of the articles, structured by methodology
and listed from highest quality to lowest quality, can be
found in Tables 1, 2 and 3.

The 38 studies were conducted in 14 different coun-
tries (Australia, Brazil, Canada, Egypt, India, Kenya,
the Netherlands, New Zealand, Norway, Spain, Sweden,
Switzerland, USA, and Vietnam) and sample sizes ranged
from eight to 1.647.091 participants. Most of the studies
(20) were conducted in the USA or Canada. A variety of
organisational actors participated, such as HR managers,
supervisors, CEOs, and directors. Most of the quantita-
tive studies had a cross-sectional design with question-
naires, while the majority of the qualitative studies used
interviews. The four mixed methods studies all combined
questionnaires with interviews. 36 articles discussed prac-
tices aimed at workers with disabilities (e.g., physical,
intellectual, or developmental disabilities), which aligns
with previous research that shows that wider conceptu-
alisations of vulnerable workers (e.g., including migrant
workers) have received little to no attention in relation to
the employer’s perspective [3]. The remaining two articles
discussed long-term unemployed workers [56] and low-
educated workers [87]. Even though explicit search terms
were used for migrant, articles were not retrieved, even
after additional searches. In total, 12 studies investigated
the value of policies or practices, 18 studies investigated
the application of policies or practices, one study focused
on the discrepancy between perceived importance and
application of practices, and seven studies investigated
effects of policies or practices on inclusion.

Quality Assessment and Risk of Bias

In order to assess the potential biases of the studies
included in the final sample, the Standard Quality Assess-
ment tool from Kmet et al. was applied [54]. The results
of this assessment are presented in Online Appendix 2.
The quality scores ranged from 0.70 to 0.95 for quantita-
tive studies, from 0.60 to 0.90 for qualitative studies and
from 75 to 0.90 (quantitative elements) and 0.60 to 0.80
(qualitative elements) for mixed methods studies. Among
the quantitative studies, all studies were above the thresh-
old of 0.70, indicating that they were all ‘good’ quality
studies. Seventeen quantitative studies were even consid-
ered to have a ‘strong’ quality, with a score of above 0.80.

For the qualitative articles, three articles scored below
0.70, indicating lower quality, and three articles were
rated exactly at the threshold of sufficient quality (0.70).
The most common limitation among our final sample of
qualitative and quantitative studies was related to the study
samples, which were often relatively small, based on con-
venience sampling, or did not include potentially relevant
cases or settings, thereby limiting the representativeness
of the results (27 studies). Another common limitation
was a solely descriptive design (e.g., mean importance
scores of practices, percentages of employers that applied
a practice), without including any estimate of variance
or causality (11 studies). Also, results were often based
on cross-sectional data, lacking in robustness or were not
based on validated scales (16 studies). For qualitative stud-
ies in particular, verification procedures and reflexivity of
the researchers was often lacking (18 studies).

Policies and Practices for Inclusion

We encountered seven types of practices regarding the
inclusion of vulnerable workers that were described from
employers’ perceptions as either valued or applied in the
organisational context: senior management commitment
(13 articles), recruitment and selection (8 articles), perfor-
mance management and development practices (9 articles),
job accommodations and redesign of work (22 articles),
supportive culture (27 articles), external collaborations (7
articles), and monitoring (6 articles). An overview of the
practices is presented in Table 4. In the paragraphs below,
we discuss the findings regarding these practices.

Senior Management Commitment

An important theme in the literature was senior manage-
ment commitment, referring to practices related to the
active role of senior management in attuning the organi-
sation towards support for inclusion [66]. Six studies indi-
cated that a clear vision on inclusion of senior manage-
ment, as well as affirmative communication concerning the
commitment was seen as highly important for the inclusion
of persons with disabilities e.g., [57, 63, 86]. Maini and
Heera [66] found that organisations with explicit senior
management commitment were 0.63 times more likely
to be inclusive compared to those that lack commitment.
Organisations may use various practices to demonstrate
management commitment. For instance, Pérez-Conesa
et al. [68] found that defining an explicit statement on
commitment related to inclusion of persons with disabili-
ties was applied by 42.8% of their sample of personnel
managers and was positively related to more advanced
inclusion practices—such as diversity training that aims
to develop awareness and sensitivity for diverse issues at
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Table 4 Summary of the

e - . Senior Management Commitment
policies and practices named in

the literature Inclusion of disability in the organization’s policies and mission statement

Strategic plan for normalizing disability

Policy of non-discrimination and openly addressing stigma against disability

Internal and external promotion of disability-inclusive programs

Involvement and commitment of (senior) management to inclusion with a vision

Recruitment and Selection

Inclusive recruitment and selection strategy

Collaboration with external parties in recruitment, such as vocational rehabilitation agencies

Internship programs for people with disabilities or participation in job fairs

Diverse recruitment team

Accommodations for in the recruitment process (e.g., different communication format)

Open communication in recruitment process

Performance Management and Development Practices

Disability-HRM fit with disability inclusive (performance management) practices

On-the-job training for people with disabilities

Career advancement opportunities based on merit for people with disabilities

Fair compensation and flexible benefits

Regular performance reviews

Wellness programs and healthcare support, specialised for people with disabilities

Include work and disability in all relevant HR policies

Job Accommodations and Redesign of Work

Flexible work schedules, locations and leave arrangements

Modified or partial work duties
Accessibility of the workplace
Adapted furniture or equipment

Accommodations officer and system for accommodations request

Budget reserved for accommodations

Supportive Culture

Inclusive culture (e.g., fairness, cooperativeness, empowerment, encouragement)

Inclusion in social opportunities and customs

Support in socialization

Management support (e.g., inclusive leadership, mentoring systems)

Co-worker support (e.g., buddy systems, peer modelling or employee resource groups)

Disability (awareness) training

External Collaborations (excl. Recruitment)

Strategic alliances with experts, other organisations, or vocational rehabilitation agencies

Employer networks for inspiration and visibility

Requirements for subcontractors or suppliers

Monitoring

Annual targets for disability management and the amount of people with disabilities

Corporate analysis of costs related to disability management

Mechanism to assess the number of people with disabilities

Involvement of people with disabilities in decision-making

Employee surveys aimed at feedback from minorities

work. Other examples were stating goals for the inclusion
of persons with disabilities in the organisation’s mission
statement [55, 61, 72], dedicating attention to disability
in all organisational policies and procedures [60] or pub-
lishing a policy on non-discrimination [57]. Additionally,
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developing a strategic plan to normalise disability was
found to be positively related to labour inclusion of per-
sons with disabilities [68]. Lastly, moving beyond solely
promoting senior management’s commitment, openly
addressing stigma within the organisation was valued [64,
78].
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Recruitment and Selection

Five studies indicated that an inclusive recruitment strategy
was an important practice for inclusion of persons with dis-
abilities [57, 72, 76, 77, 88]. Several practices for inclusive
recruitment were described, such as participation in job fairs
for persons with disabilities, trial employment programs,
advertisements in local newspapers, or offering internship
programs [55, 57, 86, 88]. Next to that, Bezyak et al. [55]
found that collaboration with vocational rehabilitation agen-
cies or external recruitment agencies to recruit persons with
disabilities was positively correlated to inclusion. Internally,
having a recruitment manager with a disability was found to
be a helpful practice [55]. Within the recruitment process,
it was found to be helpful to use interviewing processes that
provide open communication [55, 80]. In addition, provid-
ing accommodations in the recruitment process was seen as
relevant and entails “anything that is required, so they can be
their most successful self at the interview”, such as provid-
ing a sign language interpreter or changing to a one-person
interview [79, p. 17]. Lastly, Chan et al. [57] indicate that it
was helpful if recruitment managers had to report progress
on the recruitment of persons with disabilities towards a sen-
ior manager to increase accountability. Regarding long-term
unemployed workers, Bonoli [56] found that employers val-
ued recruitment of a long-term unemployed worker through
a trusted reference or through a temporary job placement
(e.g., an internship).

Performance Management and Development Practices

Next to recruitment, performance management and devel-
opment practices were found to be positively related to the
engagement of persons with disabilities [65]. Maini and
Heera [66] argued that sound HRM practices aimed at an
inclusive workplace entailed a broader spectrum of practices
than solely recruitment and selection. Examples of these
practices were fair compensation and advancement practices,
regular performance reviews for workers with disabilities,
a fair routine for pay distribution and a reward system with
flexible benefits [57, 72, 77, 84, 91]. Next to this, perfor-
mance management practices such as an understanding
of the link between one’s individual performance and the
organisational mission were highlighted, [61]. Offering
advancement opportunities, empowerment programs, and
training or skill development opportunities were mentioned
as important HRM practices to support the development of
vulnerable workers [77, 80, 86, 88, 91]. Practices such as
disability-inclusive emergency policies, wellness programs,
work-family policies and health care coverage were proposed
to achieve sustained well-being and development of employ-
ees with disabilities [57, 91].

Job Accommodations and Redesign of Work

The use of job accommodations was described as a continu-
ing process, in which the right accommodations can address
the needs of vulnerable workers in a fair way [59]. It was
found that over 87% of organisations used at least one type
of accommodations and that offering accommodations sup-
ported retention of persons with disabilities [67, 69]. Several
practices were found to be relevant for offering necessary
flexibility to workers with disabilities, such as flexible work
schedules, locations, leave arrangements, modified work
duties, breaks, light duty work, or shared tasks or shifts [60,
69-71, 74, 86, 87, 92]. Additionally, accessibility practices
were indicated to be important accommodations [84]. Exam-
ples were adapted formats of communication, accessible
elevators, washrooms, parking, handrails, ramps, transpor-
tation, technical aids at work, improved infrastructure, and
adapted lighting [59, 62, 68, 70, 71, 75,77, 79, 87, 89, 91,
92]. In line with this, adapted furniture or equipment was
indicated to be important for safety and attractiveness of
the workplace [61, 70, 72, 78]. Examples were wheelchairs,
amplified telephone headsets, adjustable computer equip-
ment, raised shelves or an interpreter or reader. Lastly, to
encourage employees to indicate their need for accommoda-
tions the importance of accommodation management sys-
tems and accommodation officers were highlighted [60, 64,
69, 85]. Chan et al. [57] provide the example of an employee
assistance program for accommodations with an assigned
budget. In line with this, Dong et al. [59] indicate that easy-
to-use accommodations systems, as well as supervisor
involvement, were estimated as highly important.

Supportive Culture

Practices aimed at cultivating a supportive culture with sup-
portive co-workers or supervisors was mentioned in 16 arti-
cles. Maini and Heera [66] found that organisations with an
inclusive culture were 2.08 times more likely to include per-
sons with disabilities, compared to those without an inclu-
sive culture. Chordiya [58] found that practices aimed at
organisational fairness, cooperativeness and empowerment
significantly lowered turnover intentions among persons
with disabilities. Openness and supportiveness, however,
were not significantly related to turnover of persons with
disabilities. Other supportive cultural practices were encour-
agement, positive reinforcement, redirection, a stimulating
and accepting atmosphere with open communication, inclu-
sion in customs and social opportunities, supported sociali-
sation, demonstrating genuine care about the well-being of
employees and credible and equitable treatment of persons
with disabilities [66, 74, 78, 85, 87, 90, 91].

Other studies indicated the importance of practices aimed
at supervisor support, mentoring and leadership based on
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relationship building, consensus building and a learning
climate [57, 59, 61, 63, 79]. In particular, Moore et al. [82]
indicated the importance of courageous humility of leader-
ship, which “focuses on employee success rather than the
traditional “doing it my way” approach.” (p. 99). With coura-
geous humility, leaders demonstrate flexibility and willing-
ness to adapt in order to meet the needs of the employees.
Examples of supervisor support were stimulating inclusion
in celebrations and socialisation by providing encourage-
ment to get the employee started or providing the employee
with relevant information [91].

Other practices were related to co-worker support, such
as co-worker help, buddy systems, peer modelling, diversity
champions, and employee resource groups [73, 75, 78, 81,
86, 91]. This involvement and support of colleagues stimu-
lated fellowship and helped to identify barriers. In addition
to the support that co-workers and supervisors may offer,
job coaches offered assistance, supervision, and encourage-
ment. One study noted, however, that job coaches should not
engage in too much support, as that might impede independ-
ence at work [78].

In order to achieve organisation-wide support, 11 articles
indicated the importance of disability (awareness) training
for all employees to build organisational capacity e.g., [64,
70, 76, 79]. In addition, Chan et al. [57] highlighted the
importance to embed disability in all trainings and to include
disability training in employee orientation training and train-
ing for HR recruiters.

External Collaborations

External collaborations with experts on inclusion or disabil-
ity management, other organisations, communities of prac-
tice, or rehabilitation agencies for support, expertise, or vis-
ibility were mentioned in six articles as helpful for inclusion
of persons with disabilities [57, 60, 64, 83, 84, 86]. Pérez-
Conesa et al. [68] indicated that strategic alliances with other
organisations or partners in the community were positively
related to inclusion. Additionally, Erickson et al. [60] found
that requiring subcontractors or suppliers to adhere to non-
discriminatory requirements enhances inclusion.

Monitoring

Monitoring the effects of practices was mentioned in five
articles and was rated as highly essential by recognised
experts in disability management [89]. Quantitative practices
that helped to achieve this were annual targets that serve to
evaluate employment goals, internal audits with goalsetting,
measuring the number of persons with disabilities, or using
a corporate analysis of the costs of disability management
initiatives [57, 86, 89]. For more qualitative monitoring,
involving employees in monitoring practices was indicated
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as important [61, 68, 75]. Interviews by Fujimoto et al. [75]
indicated that monitoring by listening to minority voices
is important in the monitoring and adaptation of inclusive
practices. Pérez-Conesa et al. [68] found that asking feed-
back on disability management with surveys positively influ-
enced internal communication on inclusion efforts.

The Relation Between Policies and Practices
and Inclusion

The results of the quality assessment and Tables 1, 2 and
3 showed that most studies in our sample did not analyse
the relation between practices and policies and outcome
variables. In seven higher quality quantitative studies, the
relationship with outcome variables was addressed (Table 5)
[55, 58, 6568, 72]. Five studies reported solely statistically
significant relations (i.e., parameter estimates, correlations,
associations and mean differences) between organisational
practices and policies for inclusion and various outcome
measures, such as the recruitment of people with disabili-
ties, the intentions of people with disabilities to leave the
organization or the representation of people with disabilities
in management positions [55, 65, 66, 68, 72]. In two stud-
ies non-significant statistical relations (i.e., odds ratio and
parameter estimates) were reported as well [58, 67].

Conclusion and Discussion

In this scoping review, we mapped the literature on key
organisational practices for the inclusion of vulnerable
groups, as perceived by the employer. By doing so, we
respond to the call for systematic attention to the employer’s
perspective on these practices and identify relevant research
gaps related to this call [57]. Our findings indicate that we
can distinguish seven types of practices based on the per-
ceptions of employers. These categories include senior
management commitment, recruitment and selection, other
HR practices, job accommodations and redesign of work,
supportive culture, external collaborations and monitoring.
These practices affect various stages of the employee jour-
ney, ranging from onboarding of the employee to advance-
ment in the organisation [93], and hence, move beyond
solely recruitment of vulnerable workers [40, 57, 94]. Fur-
thermore, this scoping review identified a major gap in the
literature, by pointing out that literature on the employer’s
perspective insufficiently addresses the challenges and
needs of migrant workers, long-term unemployed workers,
and low-educated workers. Some of the specified practices
for people with disabilities, such as training opportunities
or redesign of work, may also address the needs of other
groups like long-term unemployed workers, by providing
growth opportunities and enhancing the accessibility of
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Table 5 Studies reporting a statistically significant relation between Organisational Policies and Practices for Inclusion and Outcome Measures

Senior management commitment

Top management commitment +
Top management support and vision +
Strategic plan to normalise disabilities +
Including disability in all organisational policies +
Recruitment and selection
Trial employment program +
Internship program +
Adapted interviewing process +
Collaborate with external recruitment agency +
Performance management and development practices
Disability inclusive HR practices +

Supportive practices to grow to leadership positions
Disability-HRM fit n.s
Job accommodations and redesign of work

Adapting internal communication +
systems to employees with disabilities

Supportive culture

Inclusive culture +
Supportive culture n.s
Moral leadership +
I-deals with leader +
+

Organisational fairness -

Cooperativeness -
Empowerment -
Openness n.s
Supportiveness n.s

External collaborations

Strategic alliances +

Collaboration with the local community +
Monitoring

Internal surveys to gather employee feedback +

Defining commitment and goals for inclusion +

Likelihood to include people with disabilities (Maini and Heera 2019)

Representation of managers with disabilities, fully mediated by supportive practices
to grow to leadership positions (Moore et al. 2010)

Percentage of employees with disabilities (Pérez-Conesa et al. 2020)
Intention to hire people with disabilities (Bezyak et al. 2020)

Intention to hire people with disabilities (Bezyak et al. 2020)
Intention to hire people with disabilities (Bezyak et al. 2020)
Intention to hire people with disabilities (Bezyak et al. 2020)
Intention to hire people with disabilities (Bezyak et al. 2020)

Work engagement of disabled employees through a mediating effect on organisa-
tional identification (Luu 2018)

Representation of managers with disabilities (Moore et al. 2010)
Likelihood to include people with disabilities (Maini and Heera, 2019)

Recruitment of people with disabilities (Pérez-Conesa et al. 2020)

Likelihood to include people with disabilities (Maini and Heera 2019)
Likelihood to include people with disabilities (Maini and Heera 2019)

Moderating effect on the relationship between inclusive HR practices and the
organisational identification of disabled employees (Luu 2018)

Moderating effect on the relationship between inclusive HR practices and the work
engagement of disabled employees (Luu 2018)

Moderating effect on the relationship between organizational identification of disa-
bled employees and their work engagement (Luu 2018)

Intention of employees with disabilities to leave the organisation (Chordiya 2020)
Intention of employees with disabilities to leave the organisation (Chordiya 2020)
Intention of employees with disabilities to leave the organisation (Chordiya 2020)
Intention of employees with disabilities to leave the organisation (Chordiya 2020)
Intention of employees with disabilities to leave the organisation (Chordiya 2020)

Recruitment of people with disabilities (Pérez-Conesa et al. 2020)
Recruitment of people with disabilities (Pérez-Conesa et al. 2020)

Adaptation of internal communication for people with disabilities (Pérez-Conesa
et al. 2020)

Internal training for inclusion (Pérez-Conesa et al. 2020)

+indicates a positive, significant effect,— indicates a negative, significant effect, n.s. indicates a non-significant effect

employment. Still, several challenges that are unique to other
vulnerable groups, such as xenophobia, language barriers,
or having no education, remain unaddressed in the current
employer-focused literature.

We were able to identify practices and policies for the
workplace inclusion that are widely applied and valued by
employers, such as modifying work(places) or changing
work schedules. Further,, we identified practices that are
not yet widely applied but that are valued by employers, such
as strategic plans for inclusion, sustainable employability

training, mentoring systems, fair compensation and devel-
opment opportunities, or evaluation of strategic goals.
Additionally, the following practices stood out as having a
positive impact on the employment and retention of people
with disabilities: top management commitment and sup-
port, strategic plans to normalise disabilities, recruitment
practices such as trial employment programs, internship
programs, adapted interviewing processes and collabora-
tions with external recruitment agencies, disability inclu-
sive HR practices, supportive practices to grow to leadership
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positions, adapted internal communication systems, having
an inclusive culture characterised by moral leadership, fair-
ness, cooperativeness and empowerment, making i-deals
with the supervisor, strategic alliances and collaborations
with the local community, and lastly, using internal surveys
and inclusion goal setting.

When comparing the practices that we identified
based on employer perceptions to those found in previous
employee-focused studies, similarities and additions were
found. Firstly, we identified several similarities between the
employee-focused literature and employer-focused literature.
For instance, both types of studies highlight the importance
of top management [27] and the importance of supportive
relationships and accommodations [29]. This indicates that
there are several promising practices that are key to increase
inclusion of vulnerable groups according to both employees
and employers. However, our findings also indicate some
practices which are largely absent in the employee-focused
literature, most notably the external collaborations between
employers and monitoring practices. This is not surprising,
as we can expect that these practices may not be directly per-
ceived by the employee [30]. For instance, employees may
not directly observe whether an organisation participates in
networks on how to attract and retain vulnerable workers
with other employers. Still, employers rate such practices
as highly relevant for the visibility, support and continu-
ous development of their inclusive practices. This finding
stresses the importance of studying employer perceptions of
relevant practices, as these perceptions are key to increasing
the inclusion and labour market participation of vulnerable
workers.

Limitations and Future Research

Several critical remarks can be made with regard to this
scoping review. Firstly, the scope of this study was limited to
practices aimed at the inclusion of disabled workers, migrant
workers, low-educated workers, and long-term unemployed
workers. However, the results of the review showed that
36 of the 38 articles in the final sample addressed disabled
workers. No articles were found on the inclusion of migrant
workers, and only two articles discussed long-term unem-
ployed or low-educated workers, even when performing
additional searches with terms such as ‘foreign’, ‘immi-
grant’, ‘immigrant worker’, ‘migratory worker’, ‘labour
migrant’, ‘uneducated’, ‘unqualified’, or ‘low-skilled’ (see
Appendix Online 1). Despite the acknowledged vulner-
ability and poor working conditions of these groups, scant
knowledge is available on the organisational practices that
are beneficial for the inclusion of these groups, especially as
discussed from the employer’s perspective [95-98]. Possible
explanations for this are the lack of national policies regard-
ing the inclusion of these groups in specific, as compared to
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policies regarding the inclusion of persons with disabilities.
We therefore call for studies that focus on organisational
practices aimed at the sustainable inclusion of migrant
workers, long-term unemployed workers and low-educated
workers.

Secondly, our review revealed that most of the studies
included in the final sample predominantly showed results
relating to the importance that employers attach to certain
inclusive practices. This led to fairly high importance scores
on most practices, as seen in the study by Habeck et al. [61],
who showed importance scores ranging from 3.56 to 4.34
(on a scale from 1 to 5) for all 14 practices that were rated
by employers. We recommend future research to include
measures that capture the relative importance of organisa-
tional practices and policies for inclusion (e.g., by means of
ranking). Still, focusing solely on importance ratings, may
lead to a twisted image, since there is a significant difference
between valuing and actually applying a practice [72]. This
indicates that future studies should include measures that
capture the application of practices.

In addition, although it is important to gain insight in the
opinions of employers about the relevance of certain prac-
tices, it is also important to gain more insight in the effec-
tiveness of these practices in terms of more objective criteria
(e.g., the increase in the inclusion of vulnerable workers).
In the current sample, only seven studies actually studied
the relation between policies and practices and relevant
inclusion outcome variables (e.g., number of people with
disabilities hired, intention to hire people with disabilities,
amount of people with disabilities in leadership positions).
The design of these studies does not allow us to draw any
conclusions on causality. In addition, the generalisability of
the samples was often weak due to small samples within one
specific organisation or sector. Together, these methodologi-
cal limitations prevent us from drawing robust conclusions
on the effects of the application of practices and policies
aimed at vulnerable workers. Hence, the research field of
the employer’s perspective would benefit greatly from more
objective data instead of subjective indicators, and from
designs that allow researchers to study causal effects of the
application of practices, and testing such effects within rep-
resentative samples of employers [58, 66, 68].

Next to this, even though this review has shown an
extensive list of practices for inclusion, the exact content
of these practices remains somewhat unclear. For instance,
numerous studies emphasised the importance of disability
awareness training for the organisation, without specify-
ing what the exact content of such a training should be.
Future research would benefit from further conceptuali-
sation of inclusion practices. In extension, the perceived
effectiveness of combinations of practices was often not
explored. Except for Luu [65], most studies focus on sin-
gle, but often somewhat overlapping, practices. Therefore,
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we suggest future research to explore the effects of bundles
of (specified) practices, in order to estimate the effective-
ness for inclusion of vulnerable workers.

Lastly, exclusively peer-reviewed articles written in
English were included. This may have led to exclusion
of policies or practices, discussed in different languages.
For instance, the Inclusive Turnover Growth Intervention
[De Nieuwe Banen Methodiek] is a Dutch method that
focuses on anticipating the growth of an organisation and
giving vulnerable workers an extended timeframe to pre-
pare for such a future job. As it is currently only described
in Dutch literature [99], this intervention was not included.
Future research could focus on employer practices within
different countries and in different languages, to compare
these different insights.

Practical Implications

In order to address the ongoing vulnerability of certain
workers on the labour market in terms of job security,
employee rights and pay, it has become abundantly clear
that organisations must be recognised as key actors.
Still, there is a lack of systematic attention in research
to employer’s perceptions on relevant practices for the
sustainable inclusion of vulnerable groups [34, 41]. Our
findings may guide practitioners at all organisational levels
to take an active role in achieving inclusion of vulner-
able workers. For instance, we provide employers with
insights on which accommodations for vulnerable groups
can be offered within their organisations, what they can
do to increase senior management commitment, and what
monitoring practices may help to continuously develop
and improve their inclusive organisation. These insights
extend and enrich the already existing insights from the
employee’s point of view. On the level of organisational
leaders and senior management, our findings may stimu-
late and promote the realisation of inclusive climates, in
which the seven types of practices for vulnerable workers
are key. HR professionals are advised to develop and mon-
itor inclusive HR (recruitment) practices, to make work
accessible for all employees and to develop policies that
enhance diversity at all organisational levels. To conclude,
as Van Berkel [40] recently stated: “enthusiastic employers
that share successful experiences with colleague employ-
ers are likely to be a crucial factor in increasing the num-
ber of motivated and participating organisations” (p. 13).
Therefore, in line with our finding of the importance of
collaborations between employers, we want to call on
enthusiastic and experienced employers to inspire other
organisations, researchers, experts, or rehabilitation agen-
cies by sharing ideas, policies, or practices to enhance
knowledge sharing of inclusive practices and modelling.
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