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Disability in Management Research:
Towards Inclusive Career Development

This article addresses the limited integration of disability-related topics into management research, with
a focus on inclusive career development. While diversity and inclusion are frequently emphasized in
strategic organizational goals, disability remains an underexplored dimension. The aim of this study is
to identify research trends, conceptual gaps, and emerging directions in academic literature on disability
in the context of management and career studies. Using bibliometric analysis of 1325 articles from the
“Web of Science” database, this research distinguishes dominant themes, author networks, and temporal
shifts in focus. The findings reveal that most studies approach disability from a health or policy angle,
with weak integration into strategic human resource or talent management discourse. The study high-
lights the need for a paradigmatic shift from a deficit-oriented to an empowerment-based approach and
proposes directions for future inquiry in inclusive talent and career management.
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Siame straipsnyje aptariamas ribotas su negalia susijusiy temy integravimas j vadybos mokslinius tyrimus,
daugiausia démesio skiriant jtraukiajam karjeros vystymui. Nors jvairové ir jtrauktis daznai akcentuojamos
strateginiuose organizacijos tiksluose, negalia islieka nepakankamai istirtas aspektas. Sio tyrimo tikslas -
nustatyti moksliniy tyrimy tendencijas, konceptualias spragas ir naujas kryptis mokslinéje literatiiroje apie
negalig vadybos ir karjeros studijy kontekste. Atliekant 1 325 straipsniy bibliometring analize, remiantis
»Web of Science® duomeny baze, Siame tyrime iSskiriamos dominuojancios temos, autoriy tinklai ir lai-
kui bégant besikeiciantys tyrimy akcentai. ISvados atskleidzia, kad daugelyje tyrimy negalia vertinama i$
sveikatos ar politikos poziciju, o i strateginj zmogiskujy istekliy ar talenty vadybos diskursa integruojama
silpnai. Tyrimu pabréziama batinybé pereiti nuo j trakumus orientuoto pozitrio prie jgalinimu gristos
prieigos, siilomos busimy tyrimy apie itraukiojo talenty ir karjeros valdymo galimybes kryptys.

Raktiniai ZodZiai: negalia, vadybos tyrimai, karjera, talenty valdymas, bibliometriné analizé.

Introduction such as the Convention on the Rights

of Persons with Disabilities (United Na-

The United Nations (2006) defines per- tions, 2006), the European Commission’s

sons with disabilities as those who have
long-term physical, mental, intellectual,
or sensory impairments which, in inter-
action with various barriers, may hin-

Strategy for the Rights of Persons with
Disabilities 2021-2030, the Charter of
Fundamental Rights of the European

der their full and effective participation ~ Union (European Union, 2009), and
in society on an equal basis with oth- the United Nations Agenda for Sustain-
ers. However, international frameworks able Development 2030 (United Nations,
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n.d.) are not sufficient to ensure inclu-
sion as defined in strategic documents
(International Labour Organization,
2025; Nejgalumo ir darbingumo nus-
tatymo tarnyba, 2014).

Barriers to inclusion are caused by
various factors: negative employer at-
titudes, lack of physical and organiza-
tional accessibility, limited access to in-
formation, centralized decision-making
processes, and a lack of reliable data on
the situation of persons with disabilities
(Berre, 2024; Bigby et al., 2017; Edwards
et al., 2016; Farndale et al., 2019). Career
development is becoming an increas-
ingly relevant issue: in the modern la-
bour market, employees are expected to
demonstrate initiative rather than pas-
sively follow a career path outlined by
employers. Achieving this requires not
only personal capabilities but also sup-
portive employer policies and practices
(Kulkarni & Gopakumar, 2014).

Modern management increasingly
emphasizes the value of diversity and
inclusion within organizations. Emp-
loyees with disabilities can contribute
to innovation, strengthen organizational
culture, enhance decision-making qua-
lity, and improve an organization’s pub-
lic image (Pantouvakis & Karakasnaki,
2019; Tucker & Nash, 2025)the purpose
of this paper is to examine the associa-
tions between talent philosophies (in-
nate/developable and exclusive/inclu-
sive. Successful inclusion is linked to
clear managerial actions—ranging from
workplace accommodations to flexible
learning models and clearly defined re-
sponsibilities (Shrey & Hursh, 1999).
Employer education, the application of
systematic solutions, and the involve-
ment of employees with disabilities in

decision-making processes have become
key preconditions for modern inclusion
management (Bigby et al., 2017). These
practices align with contemporary man-
agement principles, where value is creat-
ed through collaboration, and disability
is not viewed as a barrier when organi-
zations are able to understand and inte-
grate it effectively (Edwards et al., 2016).

Based on this theoretical perspec-
tive, it can be assumed that the inclu-
sion of people with disabilities in the
labour market is still often treated as
a secondary issue or a matter of social
policy, rather than as a question of or-
ganizational potential. Although mo-
dern management theories emphasize
the benefits of diversity, the competen-
cies, career opportunities, and talent
management of people with disabilities
continue to be addressed only frag-
mentarily. The emerging need to move
beyond the traditional deficit model to-
wards an empowerment and organisa-
tional value-based approach implies the
need to assess how disability is reflected
in management research. This requires a
systematic assessment of the dominant
discourses, the thematic strands and the
dynamics of research intensity.

Despite the existence of international
frameworks that promote equality, peo-
ple with disabilities are still marginalised
in management research. They are often
viewed through the lens of cost, adapta-
tion, or social policy, rather than being
recognised as contributors to organisa-
tional value. This fragmented treatment
indicates a conceptual gap between dis-
ability inclusion and core management
theories—especially talent and career
development models. There is a lack of
research that frames disability not only
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as a challenge but as a strategic oppor-

tunity. This leads to two key research

questions:

1. How is disability inclusion conceptu-
alised in management research?

2. To what extent is it linked to inclusive
career development and strategic hu-
man resource practices?

The research object is academic lite-
rature on disability in management, with
a focus on career and organisational
aspects.

The aim of this research is to iden-
tify conceptual and thematic gaps in
disability-related management research
and to propose directions for integrating
inclusive career development into strate-
gic management discourse.

Methodology. This study is based
on a bibliometric analysis of scientific
publications retrieved from the “Web of
Science” database using the keywords
“disability” and “management” The
publication type was limited to articles
in English, across the fields of manage-
ment, education, sociology, psychology,
political science, economics, healthcare,
and environmental sciences. A total of
1325 publications were analysed using
VOSviewer software, enabling visuali-
sation of conceptual clusters, keyword
co-occurrence, author networks, and
temporal trends. In addition to the quan-
titative bibliometric analysis, the study
also incorporates a conceptual reflection
aimed at identifying theoretical gaps and
proposing a shift towards an empower-
ment-based approach to disability and
career development in management
science. This dual approach allows not
only for a mapping of research trends,
but also for a broader discussion on the

integration of disability into strategic
human resource frameworks.

Literature review

Historically, people with disabilities have
often been treated as recipients of cha-
rity or care, rather than as individuals
with the rights and capacities to make a
meaningful contribution to society (Cur-
ryer et al., 2025). The managerial aspects
of workplace adaptations for people with
disabilities began to be analysed more
intensively in the late 20th century, when
the academic literature highlighted the
need to look at disability management
not only from a medical perspective, but
also from an organisational and manage-
rial perspective (Shrey & Hursh, 1999).
The United Nations Convention on the
Rights of Persons with Disabilities (2006)
marked a turning point from a charity-
based approach to disability towards the
perception that people with disabilities
are full citizens of society with the right
to participate fully in society (Curryer
et al., 2025).

Despite the fact that more than one
billion people in the world have some
form of physical, sensory or psychoso-
cial impairment (Nejgalumo ir darbingu-
mo nustatymo tarnyba, 2014). The inte-
gration of the needs of this social group
into management decisions has not been
consistently included in research and or-
ganisational practice (Grewal & Van Der
Sluis, 2024). Although there are interna-
tionally recognised documents on equal
opportunities for persons with disabili-
ties (European Commission, n.d., 2021;
European Commission. Directorate
General for Employment, Social Affairs
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and Inclusion, 2021; United Nations, n.d.,
2006) the treatment of disability in man-
agement science has been fragmented,
and persons with disabilities are often
seen as ‘unusual’ or ‘limited’ resources
rather than as potential talents in an or-
ganisation (Celestino et al., 2024; Grewal
& Van Der Sluis, 2024).

Challenges to successful inclusion
include negative attitudes of society and
employers: common stereotypes that
people with disabilities are less produc-
tive lead to limited employability (Berre,
2024). Another major problem is the
inadequate physical and organisational
many institutions lack
structure, procedures, workplace adapta-
tions, sensory solutions and technologi-
cal access (International Labour Organi-
zation, 2025; Nejgalumo ir darbingumo
nustatymo tarnyba, 2014). Career op-
portunities are also limited by the inac-
cessibility of information: many systems
are not adapted to different communi-
cation needs (Farndale et al., 2019). In
addition, there is often no provision for
the individual to be involved in decision-
making related to their education or em-
ployment (Bigby et al., 2017; Edwards
et al., 2016). Thus, while the concept of
disability has expanded from a medical
to a social and managerial perspective,
people with disabilities still face systemic
barriers to employment, lower wages
and greater occupational insecurity than
their non-disabled peers (Berre, 2024;
Bhaskar et al., 2023; Bigby et al., 2017;
Edwards et al., 2016; Farndale et al., 2019;
International Labour Organization, 2025;
Tucker & Nash, 2025).

The dimension of inclusion, espe-
cially for people with disabilities, refers
not only to the formal opportunity for

environment:

people with different abilities to partici-
pate in an organisation, but also to the
systematic removal of barriers, adapted
working conditions, flexible training and
career planning (Anlesinya & Amponsah-
Tawiah, 2020; Vilc¢iauskaité et al., 2020).
Workforce diversity can help to address
labour shortages and, more broadly, a
country can reap the economic benefits
of increased gross domestic product, re-
duced social benefit costs, increased tax
revenues and greater independence in
old age for people with disabilities (Salk-
ever, 2000; Tucker & Nash, 2025). Con-
temporary models are based on the as-
sumption that the experiences, skills and
attitudes of employees - including em-
ployees with disabilities - contribute to
the quality of decisions, the enhancement
of organisational culture and competi-
tive advantage (Pantouvakis & Karakas-
naki, 2019). A more diverse workforce at
all levels of an organisation offers many
benefits, such as reducing the cost of
discrimination, solving problems more
effectively, encouraging innovation, in-
creasing organisational effectiveness and
better meeting the diverse needs of cus-
tomers (Kulkarni & Gopakumar, 2014).
Such an approach not only implies the
implementation of equity principles, but
also the strategic development of organi-
sational capabilities, where different em-
ployee experiences become a source of
innovation and solutions (Farndale et al.,
2019; Tucker & Nash, 2025).

Effective management of the inclu-
sion of people with disabilities relies
on specific managerial competences to
ensure both the coordination of indi-
vidual cases and the implementation of
systemic change (Shrey & Hursh, 1999).
These competences include the ability
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to understand the legal and social con-
text, to assess the functional capacity of
the worker, to coordinate the actions of
different stakeholders and to apply or-
ganisational adaptations. Coordinated
disability management in an organisa-
tion by a competent professional who is
able to combine information about the
functional capacity of the worker, the
nature of the work, legal requirements
and the organisation’s capabilities can
significantly reduce the cost of sickness
absence and the time taken to return to
work (Shrey & Hursh, 1999; Stuss, 2020).

It is also important to mention the
impact of talent management in man-
agement research. Talent management in
the modern organisation involves a set
of strategic actions focused on identify-
ing, attracting, developing and retaining
key employees. It is not just about fulfill-
ing HR functions, but a broad approach
that encompasses the achievement of the
organisation’s long-term goals and com-
petitive advantage (Stuss, 2020). This
management practice combines strategic
planning, employee engagement models
and continuous competency develop-
ment, emphasising not the search for
universal ‘best fit’ but the ability to recog-
nise value-creating potential in specific
organisational contexts (King & Vaiman,
2019).

Across sectors, including hospitality,
retail and services, companies are suc-
cessfully integrating workers with dis-
abilities into traditional work environ-
ments and are seeing growing benefits
in terms of increased profitability and
competitive advantages. In addition,
some employees with disabilities achieve
productivity levels that far exceed those
of their non-disabled counterparts

(Tucker & Nash, 2025). Flexible work-
ing patterns in the workplace and the
importance of the attitudes of organi-
sational representatives towards per-
sons with disabilities are highlighted as
cornerstones of successful work inclu-
sion. In a well-adapted environment,
disability becomes a secondary factor,
and the employee’s abilities remain the
main criterion. If they remain socially or
economically marginalised, a potential
productive resource is lost, which may
eventually become a burden on society.
Employers around the world are proving
that people with disabilities are reliable
employees, and there is a clear business
rationale for promoting diversity in the
workplace by including this group. Such
inclusion not only directly improves
productivity, but also indirectly boosts
the morale of all employees and creates
a positive image of the organisation in
the eyes of stakeholders (Kulkarni &
Gopakumar, 2014).

The managerial processes related to
human diversity and inclusion include
both the adaptation of the physical en-
vironment and managerial decisions
aimed at employee retention (Salkever,
2000; Shrey & Hursh, 1999). The abili-
ty of an organisation to systematically
adapt the working environment, includ-
ing technological tools, learning oppor-
tunities and flexible working patterns,
is inevitable when it comes to empow-
ering people with disabilities (Stuss,
2020). Organisations seeking to become
more open to diversity need to invest in
adapting learning systems to ensure that
employees with disabilities can partici-
pate equally in upskilling processes and
career planning (Farndale et al., 2019).
This approach includes recruitment,
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retention, and return-to-work processes
through systemic workplace solutions,
adaptations, and a clear division of re-
sponsibilities between management and
employees. Finally, the reduction of bar-
riers to employment is also associated
with managerial activities that include
employer education, tailoring of voca-
tional training, and the application of
personalised solutions (Ghosh et al,
2022; Shrey & Breslin, 1992; Shrey &
Hursh, 1999).

To ensure diversity in organisations,
the participation of persons with dis-
abilities in the labour market must not
only include the responsibility of organi-
sations to ensure an inclusive environ-
ment, but also the inclusion of persons
with disabilities in the decision-making
and management processes of organisa-
tions (Curryer et al., 2025). Representa-
tives of this social group have and can
represent their interests and contri-
bute to the management of services or
organisations (Bigby et al., 2024). This
practice is becoming significant not
only from a social inclusion perspective,
but also from a management perspec-
tive, as it reflects the principles of mo-
dern governance, where value creation
through collaboration and participation
rather than a mechanism of control be-
comes important (Edwards et al., 2016).
Empowerment also has a strong legal ba-
sis, with the United Nations Convention
on the Rights of Persons with Disabili-
ties emphasising the right to be included
in decision-making, both in public life
and the labour market (United Nations,
2006).

Methodology

The study is based on bibliometric analy-
sis methodology. The data was collected
from the international database of sci-
entific publications “Web of Science” us-
ing the keywords “disability” and “man-
agement”. In a first step, filtering of the
sources by subject area was applied. The
following categories were included in
the analysis: management, education,
sociology, psychology, political science,
economics, healthcare and environmen-
tal sciences. This choice is based on an
interdisciplinary approach to assess the
extent to which disability issues are inte-
grated into research in management and
related fields. The type of publication is
‘article) the language is English, and the
year of publication is unlimited. The re-
sulting set of 1325 publications formed
the basis of the analysis. The data were
further processed using VOSviewer, a
software that allows visualisation of the
frequency, interrelationships and colla-
boration networks of concepts.

In a second step, data cross-sections
were created based on:

* dominant keywords and thematic
clusters;

* research areas;

* publication trends over time;

* the most active authors and their col-
laboration networks.

The temporal distribution of clusters
in the visualisation enabled to identify
shifts in the focus on disability-related
topics in management has shifted across
decades.
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Fig. 1. Keyword co-occurrence map in disability and management research

In the centre of the visualisation
(Figure 1), a management-based research
cluster emerges, dominated by the terms
‘disability; disability management; ‘worker,
‘employer, ‘programme, ‘intervention,
‘benefit’ and ‘policy’. This indicates a focus
on organisational solutions, adaptation
of the working environment, return to
work policies and the functioning of for-
mal systems. This area of research goes
beyond managerial aspects to include
strategic decisions related to employee
engagement and productivity support.

Alongside this cluster, a thematic
axis on inclusion and reducing stigma
stands out. The terms ‘inclusion, ‘barrier,
‘stigma, ‘identity, ‘caregiver, ‘volunteer,
‘communication’ reflect the emphasis
on social empowerment, interpersonal
communication and attitudinal change.

The focus is on micro-level interactions,
the cultural context and the individual’s
experience in the organisational setting.
Links to terms such as ‘humour, ‘value’
or ‘theme’ suggest a link to qualitative re-
search analysing subjective experiences,
employee relations and community en-
gagement patterns.

Another strong cluster relates to health
care and cost assessment. The terms “in-
jury’, “claim’, “cost’, “treatment’, “risk’,
“return” refer to studies focusing on top-
ics related to work loss, health recovery,
insurance systems and financial conse-
quences. This approach is more typical of
biomedical or health economics research
that looks at disability through the prism
of productivity, treatment effectiveness
or return analysis. It is notable that re-
search is methodologically diverse, with
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the terms ‘data; ‘evaluation; ‘study;, ‘expe-
rience, ‘sample’ indicating both quantita-
tive and qualitative approaches, which
allows for disability to be analysed both
as a set of objective indicators, and as an
experiential phenomenon interacting
with the organisational context.

There is a significant shift in the time
axis: older work (pre-2015) is dominated
by themes of trauma, return to work, costs
and politics, while from 2018 onwards,
terms reflecting aspects of inclusion,
stigma, communication and empower-
ment become more prominent. This sug-
gests that the research strand is gradually
moving away from a deficit model and
towards a holistic, human rights-based
approach, which sees the person with dis-
abilities as a worker with potential, rather
than just a recipient of assistance.

The visualisation (Figure 2) shows
that the concept of talent management
is weakly integrated into the field of dis-
ability research, with only two themes:

study

v
talent mgagement

disability and approach. Moreover, these
links are in cyan, indicating that most of
the publications mentioning these links
were published before 2018. This means
that the topic is not only not widely ana-
lysed, but also not actively developed in
recent research papers.

This situation reveals a significant
gap in the research literature: despite the
growing focus on inclusion in organisa-
tions, the potential of persons with dis-
abilities as talent management is still a
neglected issue. This analysis confirms
that the research strand linking disabil-
ity and talent management is fragmented
and requires targeted research attention.

The authors’ collaborative network
study (Figure 3) shows that the au-
thors’ collaboration in this field is not
widespread, with a network formed by
several smaller groups with fragmented
interconnections. The visualisation high-
lights a few core authors, such as Amick,
BC, Lamminpaa, Anne, Shrey, DE and

2010 2012 2014 2016 2018 2020

Fig. 2. Conceptual linkage between “disability” and “talent management” in academic research
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Fig. 3. Collaboration network of key authors in disability and management research

Dyaram, Lata, who occupy a central po-
sition, linking several other collaborator
nodes. This shows their importance in
the field of research on this topic.

In the context of disability manage-
ment research, the most active authors
(Figure 1) stand out not only in terms of
the number of publications, but also in
terms of their networks. The analysis was
carried out with a minimum number of
publications per author of 1, and the
visualisation shows both the authors and
their research links, colour-coded by pe-
riods of activity from 2000 to 2020. Most
of the collaborative links observed date
back to 2015, indicating that the most
significant clusters were formed well
over a decade ago. More recent publica-
tions (2018-2020), although they exist,
are scattered and their authors are more
loosely connected to each other, indi-
cating a possible increase in individual
interest in the topic, but still limited de-
velopment of international cooperation.

One of the most prominent figures
in the network is D. E. Shrey, who pub-
lished most actively between 2000 and
2010. D. E. Shrey’s research emphasises
an interdisciplinary approach, bringing

together employers, workers and trade
unions (Shrey & Hursh, 1999). His work
prioritises the adaptation of the work
environment and the search for durable
solutions (Shrey & Breslin, 1992), and the
importance of managerial decisions in
the career development of persons with
disabilities from the earliest stages of their
career development (Hursh et al., 1982).

B. C. Amick IIT has a high citation
count. His work focuses on work inclu-
sion through health promotion, with an
emphasis on ergonomics (Amick et al,
2003) and the impact of workplace poli-
cies on employee well-being (Amick,
1987). Studies have analysed how vari-
ous factors in the work environment,
both physical (Brewer et al., 2006), psy-
chological (Amick & Smith, 1992) and
social (McDonough & Amick, 2001),
contribute to the maintenance of fitness
for work and return to work.

H. S. Shannons research focuses on
the interaction between the work en-
vironment, organisational factors and
employee health (Cunningham et al,
2002). A significant body of research has
also focused on the impact of organisa-
tional practices on employee safety and
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well-being (Geldart et al., 2010; Shannon
et al, 2001). The analysis (Figure 3)
shows a collaborative network between
B. C. Amick IIT and H. S. Shannon - these
authors combine the themes of health
and work inclusion in their publications.

Another distinct group has formed
around the author Lata Dyaram, who has
been most active in publishing after 2015,
and whose work has strong themes of
management, inclusion, and empower-
ment of persons with disabilities (Jaiswal
& Dyaram, 2020; Suresh & Dyaram, 2020)
attention to their combined significance
has been limited. Extant work highlights
cognitive outcomes of diversity, while
its impact on affect-related outcomes is
underexplored. The purpose of this pa-
per is to examine how employee percep-
tions of diversity (based on surface and/
or knowledge attributes. Compared to
previous publications by authors dea-
ling with managerial aspects of persons
with disabilities, Lata Dyaram’s, work has
a strong human resource management
orientation (Santhanam et al., 2017).

Anne Lamminpaa is the most recent
author of publications, with publications
published around 2020. However, her
contribution to research in the field of
disability inclusion management can be
observed in previous years (Hinkka et al.,
2013). Her work, alongside workplace in-
clusion (Honkonen et al., 2024) and the
well-being of persons with disabilities in
the workplace (Geerdink et al., 2022) adds
themes on leadership (Kuoppala et al.,
2008). She works closely with the above-
mentioned authors in developing themes
related to work inclusion.

Considering the network structure, it
can be argued that collaborative networks

in the field of disability management re-
search are still fragmented, but some au-
thors (e.g., D. E. Shrey) play the role of
bridges between the different research
themes. The overall network of collabo-
rations is rather narrow, which only re-
affirms the previous conclusion of the
analysis: the topic is still niche, and the
field of researchers limited.

Discussion

The bibliometric analysis revealed that
the topic of persons with disabilities in
management research is still fragmented
and insufficiently structured. Although
terms such as ‘disability management,
‘return to work’ or ‘intervention” domi-
nate some clusters, their links to inclu-
sion and organisational strategy are
weak. The concept of inclusion is more
often associated with social work, health
or education research, but not with man-
agement in the strict sense.

We recorded a more pronounced
intensity of research up to 2015, when
topics related to health policy, trauma
management and organisational meas-
ures were dominant. More recent re-
search (post-2018) focuses on the psy-
chosocial dimension, communication,
workplace adaptation and empower-
ment, but is still poorly connected to
the broader managerial discourse. This
suggests that researchers are beginning
to reflect on the importance of inclu-
sion but lack a systematic approach to
integrating this into organisations’ ta-
lent management models. Moreover, the
authors whose work formed the main
research networks were mostly active
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before 2015. Newer researchers have not
yet formed stronger scientific links. This
reflects not only the niche nature of the
topic, but also the need to foster interna-
tional collaboration, thematic consolida-
tion and interdisciplinary research.

The bibliometric findings reveal that
while interest in disability in management
literature has grown, it remains largely pe-
ripheral and segmented. Much of the re-
search is anchored in compliance, accom-
modation, or public health frameworks,
with limited integration into mainstream
management theories. This suggests that
disability is still primarily treated as a so-
cial issue, rather than a strategic resource
or part of inclusive leadership and talent
development. A critical gap lies in the
underutilisation of empowerment-based
perspectives, which position people with
disabilities as contributors to organisa-
tional knowledge, innovation, and cul-
ture. Incorporating these perspectives
could enrich career development mod-
els, particularly in diversity management,
sustainable HRM, and inclusive organi-
sational culture research. Future research
should move beyond representation and
access issues to explore how career sys-
tems, leadership development, and stra-
tegic planning can be adapted to support
people with disabilities not only as wor-
kers, but as leaders and agents of organi-
sational change.

Conclusions

Persons with disabilities are still not
systematically treated as a strategic hu-
man resource. Most of the studies in the
scope of the analysis consider people with

disabilities in the context of health care,
rehabilitation or social protection, rather
than as equal employees in organisatio-
nal development. This shows that man-
agement science is still dominated by a
deficit-based approach rather than an
empowerment and competency-based
perspective.

Research on the intersection of ta-
lent management and disability is scarce
and fragmented in its thematic weight.
While there are isolated works in the
literature linking disability to employee
inclusion or skills development, a biblio-
metric analysis revealed only a few pub-
lications in this area. Most of these were
published before 2018, and more recent
publications are not yet sufficiently inter-
connected or forming a coherent line of
research.

Researcher networks remain frag-
mented, and the dominant groups that
have contributed most to the develop-
ment of the topic have been active in
the period 2000-2015. The visualisations
show that close ties have developed only
between a few groups of authors. This
reflects the niche nature of the thematic
area and the need to foster international,
interdisciplinary scientific dialogue.

New research tends to focus more
on empowerment, inclusion, adaptation
of working conditions, but manage-
rial analysis is still lacking. These stu-
dies raise important questions about the
psychosocial environment, empower-
ment and decision-making co-creation,
but they do not always relate to talent
management models or human resource
strategies. As a result, their impact on
the field of management science remains
limited.
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The topic requires targeted develop-
ment — it is necessary to develop a re-
search framework that does not treat
disability inclusion as a social or legal
liability, but as a potential for value crea-
tion within organisations. Inclusive tal-
ent management could be a strategic tool
for reducing social exclusion, creating
diverse organisational cultures that value
diversity and fostering innovative work
environments that are ready for long-
term development.

Limitations of the study

For this study, a single database, “Web of
Science”, was chosen, so data from other
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NEGALIOS SAMPRATA VADYBOS MOKSLUOSE: [TRAUKIOSIOS KARJEROS LINK

Santrauka

Siame straipsnyje pateikiama mokslinés literatiiros,
nagrinéjancios zmoniy su negalia tematika vadybos
srityje, bibliometriné analizé, akcentuojant karjeros
aspekta. Nors jvairovés ir jtraukties savokos Siuolai-
kinése organizacijose jgyja strategine reiksme, ne-
galios klausimai vis dar néra sistemiskai jtraukti
talenty valdymo ar zmogiskuyjy istekliy strategijas.
Tyrime pabréziama butinybé i$samiau suprasti,
kaip asmeny su negalia jtraukties tema atsispindi
akademiniuose vadybos tyrimuose ir kaip ji inte-
gruojama j organizacines praktikas.

Duomenys buvo renkami i§ ,,Web of Science®
duomeny bazés, naudojant raktazodzius ,disabili-
ty® ir ,management® Analizei atrinkti 1 325 straips-
niai, apimantys vadybos, edukologijos, sociologijos,
psichologijos, ekonomikos, sveikatos prieziaros ir
aplinkosaugos mokslo sritis. Duomeny analizé at-
likta naudojant ,,VOSviewer programa, leidziancia
identifikuoti teminius klasterius, sgvoky saveikas,
autoriy tinklus ir tyrimy dinamika laiko atzvilgiu.

Rezultatai parodé, kad negalios tema vady-
bos moksle vis dar nagrinéjama fragmentiskai,

o didziausias tyrimy suaktyvéjimas pastebétas
2000-aisiais. Dominuojancios temos buvo darbo
vietos pritaikymas, grizimo j darba strategijos ir
ekonominiai negalios aspektai. Naujesni tyrimai la-
biau orientuoti i psichosocialinius aspektus, komu-
nikacijg ir jgalinima, ta¢iau $ios temos tebéra silpnai
susijusios su pagrindinémis vadybos teorijomis ar
talenty valdymo sistemomis. Tyrimas taip pat at-
skleidé, kad talenty valdymo savoka retai siejama su
negalia. Autoriy bendradarbiavimo tinklai pasirodé
esantys gana siauri ir koncentruoti aplink keletg
pagrindiniy autoriy. Tai paryskina poreikj stiprin-
ti tarpdisciplininj ir tarptautinj bendradarbiavima,
siekiant plétoti negalios tematikq vadybos moksle.
Apibendrinant galima teigti, kad Zzmonés su ne-
galia vis dar néra traktuojami kaip strateginis Zzmo-
giskujy istekliy segmentas. Siekiant poky¢io, batina
pereiti nuo deficitinio pozidrio prie tokio, kuris ne-
igaliujy jtrauktj vertina kaip organizacine verte ku-
rianciag galimybe. Tam reikia tikslingo jtraukiosios
praktikos integravimo j karjeros planavima, darbo
viety organizavima ir vadybinius sprendimus.






	_Hlk195267439

