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Abstract

Encountering individuals with visual impairments at organisations has become more commonplace
than before. As the proportion of visually impaired individuals rises inside companies, the
obstacles to achieving workplace success become more apparent. A systematic literature review
was conducted to present the obstacles individuals with vision impairment face in achieving
workplace success. Three hundred ninety-eight relevant papers were collected from reputable
databases, including Mendeley, Web of Science, Scopus, and Springer e-databases. The analysis
focused on |2 non-duplicate, original (research), English-language, open-access, and full papers
published between 2019 and 2023. These studies were selected and widely covered obstacles
to workplace success among visually impaired individuals based on the eligibility criteria. Most
focused on visually impaired individuals employed in the United States. These studies primarily
used quantitative research methods and were published between 2021 and 2022. The significant
obstacles to workplace success among individuals with vision impairment in the 12 selected studies
were unfitting to the workplace environment, job insecurity, lack of reasonable accommodation
and rehabilitation services, poor psychological conditions, and unsatisfactory wages.
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Introduction

Visually impaired individuals are usually neglected (Patvardhan & Santoki, 2019), rejected
(Bhaskar et al., 2023), undervalued (Jeon et al., 2022), disadvantaged (Bhaskar et al., 2023;
Makkawy & Long, 2021), and unordinary (Gupta et al., 2021) people. Nevertheless, according to
Bhaskar et al. (2023), those with visual impairments showed a greater propensity for attaining
workplace success than those without. Visually impaired individuals prefer to be acknowledged as
‘successful individuals’ rather than being categorised as ‘successful individuals with visual
impairment’.

Bhaskar et al. (2023) found that visually impaired individuals encounter difficulties on the job,
including social and occupational obstacles as Zaheer et al. (2024) stressed. One of the obstacles
was a need for more wish to comprehend the physical constraints faced by those with visual impair-
ments. Another obstacle was the excessive amount of labour, or, in a word, workload. The next
obstacle faced by visually impaired individuals was insufficient time to complete a certain work.
Regarding no wish to understand vision limitations by the surroundings, Lourens (2021), a visually
impaired university lecturer, recounted her employer’s statements in her autoethnographic narra-
tive: “You need to perform accordingly’ and ‘We all struggle here’. As a result of the intense job
pressure, she had a complete absence of joy or satisfaction and an overwhelming sense of extreme
tiredness. Since it required allocating time for tasks such as creating slides, using screen readers,
and checking students’ work, she needed more time due to her slow vision speed.

Other research has examined the obstacles that hinder workplace success for those with vision
impairments. Physical obstacles impede commuting to the office via public transport, office vehi-
cles, or private vehicles. These obstacles also restrict access to the workstation or department from
the main entrance, attendance system or notice board, canteen and lavatory facilities, fire exit area,
and the equipment, tools, and machinery necessary for job performance. Individuals with vision
impairment face various psychological obstacles in the workplace. These include challenges in
collaborating with colleagues who do not have disabilities, effectively communicating their spe-
cific needs to employers, navigating travel to and from the office or on business trips, participating
in office events, maintaining relationships with employers and colleagues, adapting to new roles or
jobs, handling work pressure and meeting deadlines, receiving support from colleagues to com-
plete assignments, and maintaining a healthy work—life balance. Furthermore, visually impaired
individuals faced obstacles in successfully navigating offline or online job application forms;
accessing information shared during training or meetings; communicating effectively in training or
meetings; interacting with employers, colleagues, customers, and clients; operating desktops, lap-
tops, and other computer-related equipment; and utilising web-based Internet and intranet applica-
tions, as well as video-audio and multimedia products. These obstacles to information,
communication, and technology hindered their ability to succeed in the workplace. The absence of
workplace accommodation and lack of transparent communication between employers and visu-
ally impaired employees are procedural obstacles. Attitudinal obstacles refer to the assumptions,
ideas, stigma, and prejudices that exist regarding individuals with disabilities, precisely their
capacity and potential to perform a particular job. These barriers are also the reason for social isola-
tion among those with vision impairment, hindering their workplace success (Dong & Guerette,
2013; Dos Santos & De Carvalho, 2012; Gupta et al., 2021; Joshi & Thomas, 2019).

In general, Bhaskar et al. (2023) found that the primary factors contributing to workplace suc-
cess among visually impaired individuals were their attributes, including perseverance, advocacy
for rights, resilience in the face of rejection and cynicism, ability to adapt to the sighted environ-
ment, empathy towards sighted perspectives, and strong belief in the power of technology. Hence,
workplace success resulted from actively seeking and incorporating input, challenging and
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dispelling preconceived notions about disabilities, and maintaining a constructive and optimistic
attitude.

This article aims to present a systematic literature review on obstacles to workplace success
among visually impaired individuals.

Methodology
Searching strategy

Four e-databases, namely Web of Science, Scopus, Springer, and Mendeley, were chosen from the
Universiti Kebangsaan Malaysia’s (UKM) e-library website to search for studies that discuss the
obstacles faced by visually impaired individuals in achieving workplace success. The Mendeley,
Web of Science, Scopus, and Springer e-databases had 322, 13, 16, and 47 articles, respectively.
The search terms applied to find relevant research were ‘workplace obstacle among visually
impaired individuals’ and ‘workplace success among individuals with visual impairments’.

Eligibility criteria

The following set of qualifying criteria determined the study selection: (1) papers addressing the
obstacles faced by visually impaired individuals in achieving workplace success, (2) non-repetitive
publications, (3) original (research) publications, (4) publications in the English language, (5) full
papers, (6) papers available for free access, and (7) studies published from 2019 to 2023, within the
last 5 years. To clarify, the following types of studies were not included: opinion papers, theoretical
research articles, scoping reviews, literature reviews, reports, future articles, systematic literature
reviews, reviews based on national surveys, and study protocols. Furthermore, presentations, post-
ers, and abstracts in conference materials were also removed.

Results

Study selection procedure

Atotal of 398 publications were discovered from various e-databases, including Mendeley (n=322
papers), Web of Science (n=13 papers), Scopus (n=16 papers), and Springer (n=47 papers). The
option to filter by certain years of publication significantly reduced the number of articles retrieved
from the Web of Science and Scopus e-databases. Out of the initial pool of 398 studies, 196 were
selected after applying the first filter. The remaining 202 papers were excluded for the following
reasons: 40.5% (n=82) were focused on individuals with disabilities other than visual impair-
ments, 20.7% (n=42) were about individuals with vision impairments who were not employees
(they were students, tourists, and children), and 38.6% (n="78) of cases pertained to employees
without impairments but experienced health problems.

Out of the 196 articles, 167 were selected in the second filter. 14.7% (n=29) of the papers were
omitted because they needed to address hurdles to workplace performance. However, these rejected
papers did tackle other concerns, such as transportation, health services, and off-time for visually
impaired individuals. Out of the initial 167 studies, only 12 met the specific criteria for inclusion.
The remaining 155 papers were excluded for various reasons: 27 were duplicates (17.4%), 25 were
not original papers (16.1%), 13 were not in English (8.3%), 38 were restricted publications (24.5%),
and 52 were articles in Mendeley and Springer e-databases published before 2019 (33.5%). No
posters or abstracts were discovered in relevant electronic databases throughout the study selection
process (Figure 1).
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Figure |. PRISMA flowchart.

General description of the selected studies

Regarding the publication year, 8.3% (n=1) of the original articles were published in 2019
(Patvardhan & Santoki, 2019), another 8.3% (n=1) in 2020 (McDonnall & Lund, 2020), 33.3%
(n=4) in 2021 (Gupta et al., 2021; Lourens, 2021; Makkawy & Long, 2021; Tagoe et al., 2021),
another 33.3% (n=4) in 2022 (Bhaskar et al., 2023; Garcia et al., 2022; Jeon et al., 2022; Zaheer
et al., 2024), and the remaining 16.6% (n=2) in 2023 (Connors et al., 2023; Kim & Park, 2023).

Regarding geographical distribution, 23.0% (»=3) of the studies were conducted in the United
States (Connors et al., 2023; Makkawy & Long, 2021; McDonnall & Lund, 2020). Canada
accounted for 15.3% (n=2) of the studies (Connors et al., 2023; Gupta et al., 2021), South Korea
—15.3% (n=2) (Jeon et al., 2022; Kim & Park, 2023), and India — 15.3% (n=2) (Bhaskar et al.,
2023; Patvardhan & Santoki, 2019). The Philippines (Garcia et al., 2022), Pakistan (Zaheer et al.,
2024), South Africa (Lourens, 2021), and Ghana (Tagoe et al., 2021) each had a share of 7.6%
(n=1) in the studies.

The studies referenced the Theory of Planned Behaviour (McDonnall & Lund, 2020), Co-cultural
Theory (Makkawy & Long, 2021), Career Ecosystem Theory (Bhaskar et al., 2023), and Career
Sustainability Theory (Bhaskar et al., 2023). The remaining nine selected papers did not specify
the theories that were utilised.
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All the studies (n=12) employed a cross-sectional technique. Out of all the studies, 66.6%
(n=8) were quantitative, using an online survey as the research method (Connors et al., 2023;
Garcia et al., 2022; Gupta et al., 2021; Jeon et al., 2022; Kim & Park, 2023; McDonnall & Lund,
2020; Tagoe et al., 2021; Zaheer et al., 2024). 25.0% (n=3) of the studies were qualitative, using
in-depth online questionnaires and semi-structured interviews (Bhaskar et al., 2023; Lourens,
2021; Makkawy & Long, 2021). The remaining 8.3% (n=1) of the studies used a mixed-method
approach conducted by Patvardhan and Santoki (2019). Qualitative inquiry-based studies utilised
autoethnography (Lourens, 2021), phenomenology (Makkawy & Long, 2021; Patvardhan &
Santoki, 2019), and Grounded theory (Bhaskar et al., 2023). Software programmes such as SPSS
(Connors et al., 2023; Gupta et al., 2021; Kim & Park, 2023; Tagoe et al., 2021; Zaheer et al.,
2024), Stata (Garcia et al., 2022), Qualtrics (Connors et al., 2023), NVivo (Bhaskar et al., 2023),
and Idiogrid (Patvardhan & Santoki, 2019) were employed for data analysis.

The samples used in the selected studies consisted of 7.6% (n=1) of employers (McDonnall &
Lund, 2020), 7.6% (n=1) of certified vision rehabilitation professionals (Connors et al., 2023),
76.9% (n=10) of visually impaired individuals who were currently working (Bhaskar et al., 2023;
Garcia et al., 2022; Gupta et al., 2021; Jeon et al., 2022; Kim & Park, 2023; Lourens, 2021;
Makkawy & Long, 2021; Patvardhan & Santoki, 2019; Tagoe et al., 2021; Zaheer et al., 2024), and
the remaining 7.6% (n=1) were retired employees with vision impairment (Garcia et al., 2022).
Six studies mentioned the use of purposive sampling (Bhaskar et al., 2023; Patvardhan & Santoki,
2019; Zaheer et al., 2024), snowball sampling (Connors et al., 2023; Zaheer et al., 2024), a two-
phase stratified sampling (Gupta et al., 2021), and stratified random sampling (Garcia et al., 2022)
techniques — the sample procedures used in the remaining six selected studies were not specified.

Findings and discussion

This research systematically analysed the literature regarding visually impaired individuals’ obsta-
cles to achieving workplace success. This study presented various workplace obstacles-related
factors such as unfitting to the workplace environment (Bhaskar et al., 2023; Lourens, 2021;
Patvardhan & Santoki, 2019), job insecurity (Jeon et al., 2022), lack of reasonable accommodation
(Bhaskar et al., 2023; Gupta et al., 2021; Jeon et al., 2022; Makkawy & Long, 2021; McDonnall &
Lund, 2020), and rehabilitation services (Connors et al., 2023; Gupta et al., 2021), poor psycho-
logical conditions (Bhaskar et al., 2023; Garcia et al., 2022; Jeon et al., 2022; Kim & Park, 2023;
Tagoe et al., 2021; Zaheer et al., 2024), and unsatisfactory wages (Jeon et al., 2022; Zaheer et al.,
2024). The perspectives of working and retired individuals with vision impairment, as well as
employers and certified vision rehabilitation professionals (assistive technology institutional spe-
cialists, vision rehabilitation therapists, low vision therapists, and orientation and mobility special-
ists), were considered in the discussion.

Unfit the workplace environment

An unfitted workplace environment is a significant factor that can hinder the success of those with
vision impairment. Consequently, individuals with visual impairments must acquire and adjust
appropriate skills to integrate into the work environment (Bhaskar et al., 2023). They experience a
sense of inclusion, value, respect, and belonging among their non-disabled colleagues only when
certain conditions are met (Lourens, 2021). Visually impaired individuals are more likely to inte-
grate well into their work if employers address their specific accessibility needs and create a disa-
bility-inclusive workplace environment (Patvardhan & Santoki, 2019).
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Job insecurity

Job insecurity is also a significant obstacle to workplace success for visually impaired individuals.
In South Korea, visually impaired individuals had a higher rate of non-regular work compared to
physically disabled due to insecure job. The rates were 64.7% and 53.2%, respectively, indicating
the increased job insecurity experienced by visually impaired and physically disabled individuals.
Furthermore, the study conducted by Jeon et al. (2022) revealed that visually impaired individuals
between the ages of 20 and 49 had much more secure jobs compared to those aged 50—64.

A lack of reasonable accommodation

The absence of reasonable accommodation poses a substantial obstacle to the workplace success
of individuals with visual impairments. According to Makkawy and Long (2021), providing rea-
sonable accommodation can yield optimal results for them. Therefore, 26.0% of visually impaired
individuals in Canada made a request, but their employers did not support their request (Gupta
etal., 2021).

Assistive technology plays a significant role in enhancing the performance of visually impaired
individuals in many work-related tasks (McDonnall & Lund, 2020). It is considered a crucial factor
in achieving success, enabling visually impaired individuals to be highly productive and on par
with their sighted counterparts (Bhaskar et al., 2023). Canadian employees with vision impair-
ments required and had access to several accommodations, including adjusted working hours, the
option to work from home, and a modified workstation. The percentages of employees who utilised
the abovementioned accommodations were 45.0%, 38.5%, and 37.0%, respectively. Conversely, a
computer equipped with specialised software, communication tools, and technical aids was
required, but they were not as readily accessible, with percentages of 27.0%, 22.0%, and 14.0%,
respectively (Gupta et al., 2021). It is crucial to provide appropriate vocational training for visually
impaired personnel to enhance their productivity and enable them to be on par with their non-
disabled colleagues (Bhaskar et al., 2023; Makkawy & Long, 2021). As previously stated, job
training enhances the employability of visually impaired individuals (Jeon et al., 2022).

The primary cause for increased work hours and effort is the absence of reasonable accommo-
dation, particularly regarding workplace computer technology and printed materials (Bhaskar
et al., 2023). Consequently, this might result in stress and exhaustion (Makkawy & Long, 2021).

A lack of rehabilitation services

In addition to the absence of reasonable accommodation, a lack of rehabilitation services is a sub-
stantial obstacle to the workplace success of individuals with visual impairments. Thus, vocational
rehabilitation primarily aims to equip visually impaired individuals with skills such as job applica-
tion and interview skills, networking skills, independent travelling, dialogue and negotiation for
disability disclosure, and adaptive Internet skills. These skills can enhance their life satisfaction,
self-efficacy, and job search success, among other opportunities (Gupta et al., 2021).

According to Connors et al. (2023), 97.2% of American and Canadian participants identified the
main drawback of vision rehabilitation therapy as the insufficient recognition of therapists’ respon-
sibilities in vision, medicine, and the community. The ensuing drawback of vision rehabilitation
therapy was a deficiency in understanding vision rehabilitation services. 96.9% of participants
believe that the collaboration of all vision rehabilitation specialists has the potential to enhance
public awareness and understanding of rehabilitation-related services and jobs. Furthermore, most
participants, precisely 85.9%, believed that vision rehabilitation therapists are the intermediary
connecting rehabilitation services with the health care system.
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Poor psychological conditions

Poor psychological conditions significantly hinder the workplace success of those with visual
impairments. Hence, according to Zaheer et al. (2024), job satisfaction is assumed to be positively
influenced by organisational virtuousness, which in turn is influenced by psychological capital,
including good personality attributes. In addition, job satisfaction among Pakistani individuals
with vision impairment increased due to their monthly salary rise. Furthermore, visually impaired
Korean individuals aged 20—49 with a disability onset of 25 years or more had higher levels of job
satisfaction (Jeon et al., 2022).

Moreover, visually impaired individuals in Ghana had a decline in their quality of life after
40years old (Tagoe et al., 2021). According to the study by Garcia et al. (2022), 80.0% of visually
impaired Filipino individuals aged 55-83 reported a satisfactory quality of life. Among those with
diabetes, the percentage was slightly lower at 61.7%. The main factor contributing to the psycho-
logical well-being of visually impaired individuals in India was the approval and acceptance of
their sighted colleagues (Bhaskar et al., 2023).

Nevertheless, because of the educational disruptions, Korean individuals with childhood-onset
disabilities experienced lower vocational well-being compared to those with adult-onset disabili-
ties (Jeon et al., 2022). Visually impaired individuals had a greater degree of depressive mood
compared to the general population. Depressive mood can arise not only from the stress of daily
life and prejudice based on disability but also from the stress specifically related to the disability
itself. The level of depression decreased when visually impaired employees had satisfaction in
their interactions with their family and friends (Kim & Park, 2023).

Unsatisfactory wages

Unsatisfactory wages can also serve as an obstacle to workplace success among visually impaired
individuals. Consequently, female individuals in Korea who are visually impaired receive lower
wages compared to their male counterparts. Individuals between the ages of 50 and 64, who do not
need professional skills, had a higher wage than individuals between the ages of 20 and 49. The
average salary for the former group was US$1438, while for the latter group, it was US$1162.
Individuals with vision impairment who acquired their disability at the age of 16 or later had a
significantly lower average income. Regarding the age of disability onset, individuals with disabil-
ities for more than 25years had a higher monthly wage. Specifically, females with more than
25 years of vision impairment working in permanent positions had a more extensive monthly salary
than those with 0—5 years of visual impairment (Jeon et al., 2022). Furthermore, the primary factor
contributing to job satisfaction among visually impaired individuals in Pakistan was the augmenta-
tion of their monthly (Zaheer et al., 2024).

Table 1 provides information on the location, objective, research questions, theory, method,
approach, sample/sample size, mean age, and sex of research participants expressed as percent-
ages. It also details the sampling techniques, instruments used, results drawn, and limitations of the
identified 12 studies.

Conclusion

Individuals with a variety of health disorders and disabilities face more significant obstacles in the
workplace compared to individuals without such issues (Gulyamova et al., 2023). According to the
World Health Organization (WHO, 2020), individuals with disabilities face many obstacles related
to attitudes, physical access, and communication. Regarding individuals’ attitudes, they face stigma
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and discrimination and are seldom consulted for their opinions or included in decision-making
processes. Many service providers possess an inadequate understanding of the rights of persons
with disabilities (PWDs) and lack policies to accommodate them. Physically, individuals with dis-
abilities encounter challenges when accessing accommodation rooms, height-adjustable tables,
transportation, elevators, toilets, passages, doorways, drinking water, and handwashing facilities.
The absence of information presented in sign language, Braille, large-print format, plain language,
or visuals poses a communication obstacle for those with hearing, vision, and cognitive
impairments.

By fostering an inclusive work environment that incorporates individuals with disabilities, they
can effectively fulfil their job responsibilities at the necessary standard and, in some cases, beyond
the anticipated level of performance. Offering appropriate accommodations for eligible disabled
individuals is a crucial means of fostering a workplace climate that is supportive of people with
disabilities. Providing appropriate accommodation is a vital stage to enhance productivity, job
performance, and career advancement while also enhancing motivation, self-assurance, and psy-
chological well-being for those with disabilities, particularly those with visual impairments.

To cultivate a corporate atmosphere that fosters inclusivity and provides ample support to those
with visual impairments, it is advisable to conduct training sessions and instructional campaigns
through mass media channels, posters, and brochures. This will help to educate employers and col-
leagues since the primary factor contributing to creating a non-inclusive and unsupportive work
environment is the absence of knowledge regarding blindness-related matters. Moreover, it is
imperative to guarantee that those who are fully blind (with a visual ability ranging from 0% to 3%)
and those who are almost blind (with a visual ability ranging from 4% to 8%), especially research-
ers and educators, are provided with Braille-based technologies and materials. The devices and
materials that fall under this category are Braille printers, Braille displays, Braille layouts, Braille
books, Braille journals, Braille posters, and Braille maps. Providing voice-based technologies and
materials, such as talking traffic lights, talking buses, speaking canes, computers with screen read-
ers, audiobooks, journals with audio capabilities, and talking maps and globes, is crucial for meet-
ing the needs of individuals who are fully blind, almost blind, or have limited vision (with a visual
ability ranging from 9% to 20%). Individuals with impaired eyesight should be provided with
magnification devices, such as mechanical, electrical, or video magnifiers. These resources should
be accessible at organisations for blind people, libraries catering to visually impaired individuals,
and educational or professional settings that accommodate those who are fully blind, almost blind,
or have low vision ability.
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