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Abstract 
 

Japan faces several qualitative and quantitative issues regarding the employment of persons with disabilities. 

While Japanese vocational rehabilitation laws encourage private companies to make their work environment more 

inclusive with reasonable accommodations, such companies employ persons with disabilities mainly to achieve the 

mandatory employment rate. The present study uses a multifaceted literature review and explores the current issues 

regarding the employment and career support for persons with visual impairment. The results suggest that 
expanding job selections based on systematic job matching is urgent for not only persons with visual impairment 

but also other individuals with disabilities in Japan. 
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1. Introduction 
 

Currently, there are about 4,287,000 persons with disabilities in Japan. Of these, 423,000 work at competitive 

employment and about 4.5% (92,000) are visually impaired employees (Ministry of Health, Labour and Welfare, 

2019a). 
 

The Japanese vocational rehabilitation law, the Act to Facilitate the Employment of Persons with Disabilities, aims 

at stabilizing the employment rate of persons with disabilities and securing their workforce. Under this act, the ratio 

of the number of eligible employees with disabilities to that of regular employees is used as a benchmark. This 

quota employment ratio is calculated at least once every five years. Based on this ratio, private companies are 

mandated to employ a certain number of persons with disabilities. The quota rate was 2.3% until 2022, but it has 

been increased to 2.7% up till 2026 after the act was amended. Measures have also been taken for employing 

persons with disabilities who work less than 20 hours a week—they account for 0.5 persons in the quota.  
 

In the U.S., 44.2% of the persons with disabilities were employed as of 2017 (U.S. Bureau of Labor Statistics, 

2017). Blind or visually impaired employees account for 44% of the workforce, compared to those without 

disabilities (79%).Furthermore, about 65% of visually impaired employees have a master’s degree or 

more(American Foundation for the Blind, 2017). In Germany and France, 57% persons with disabilities are 

employed. Moreover, they have a higher level of social participation compared to the situation in Japan (Ebersold& 

Zander, 2021; Ministry of Health, Labour and Welfare, 2022). 
 

Consequently, there is a need to address the discrepancy in the employment conditions for persons with disabilities 

in Japan and overseas. It is particularly noteworthy that the number of employed persons with visual impairment in 

Japan is remarkably lower than that in other countries. There may be two differences in the employment of persons 

with disabilities between Japan and the U.S.  
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One difference is the pre-determined versus open employment opportunities. While visually impaired Japanese are 

employed only within the pre-determined, limited roles (Sashida et al., 2019), the U.S. system is more open and 

competitive. Instead of providing equal employment opportunities, Japanese employers tend to employ persons 

with disabilities because it is an obligation to do so.  
 

The other difference is the generalist versus specialist perspective. Japanese employers may prefer to hire more 

generalists who are able to work under various situations. A strategy to produce “convenient” employees who can 

be used anywhere may prove impractical in the future (Sakuragi, 2004). By contrast, the U.S. seems to focus on 

hiring more specialists whose abilities are better matched with their selected jobs. When it comes to the 

employment of individuals with visual impairments, the current Japanese vocational rehabilitation system seems to 

exclude many qualified individuals who are otherwise employable based on their real abilities. As the American 

Foundation for the Blind (2017) noted, the work environment of people with disabilities should better match the 

characteristics of employees with disabilities.  
 

These two differences (pre-determined versus. opened and generalists versus specialists) might have been discussed 

elsewhere in the past already, but since the diversity and inclusion concept has been articulated globally, now is the 

time to review the employment of persons with disabilities, focusing on those with visual impairment.  
 

More diverse working styles and employment values of people with disabilities are required to build a more 

inclusive society globally (Sashida et al, 2018). However, according to the Public Employment Security Office in 

Japan, 63.6% of the persons with visual impairment were employed in the acupuncture and moxibustion 

industries(Ministry of Health, Labour and Welfare, 2022; Sashida et al., 2019). The fact that these individuals are 

afforded social participation only in such specific areas is problematic for their employment in Japan (Nonaka et 

al., 2013). 
 

A Japanese study reported that it is believed that suitable occupational fields for persons with visual impairment are 

limited (Sashida et al., 2018). As many as 80% of the persons with visual impairment are in the same working 

position, even after being promoted. They have few opportunities for career advancement under the seniority-based 

organizational model with a separate work evaluation system. Their average annual income is less than three 

million JPY, which is rather low among other similar age groups of the non-disability population.  
 

The career advancement of workers with visual impairment may be largely dependent on the attitudes of the 

employers. The attitudes of superiors toward persons with disabilities in the workplace and scope for career 

development play a key role in job selection and retention (Fujii et al., 2017; Sashida et al., 2015, 2018). 
 

Thus, the purpose of the study was to review the literature on employment and career support of individuals with 

visual impairments.  
 

2. Methods 
 

Using CiNii, Google Scholar, and JDream III as search engines, a literature review was conducted from July of 

2022 to March of 2023, using the following keywords: career design, career development, talent management, 

parallel career, employment, persons with disabilities, work environment, career formation, and career support.  
 

2.1. Definitions of search keywords 
 

1) “Career design” refers to the concept of proactively designing and building one’s career to realize a desired 

future self.  

2) “Career development” refers to the way of thinking involved in planning one’s career for the medium- or long-

term and is linked to the work experience that one accumulates over a long period (Miyajima, 2012; Uchi& 

Okada, 2016; Waterman et al., 1994). 

3) “Talent management” refers to strategic personnel allocation and career development in an organization by 

centrally managing the information related to employees’ “abilities, qualities, talent, skills, experience, and 

other factors” as part of personnel management efforts (HR Management Association). 

4) “Parallel career” refers to engaging in a secondary activity along with one’s career. Secondary activities are 

activities not performed for earning an income, such as working for another company or being self-employed 

(Drucker, 2009; Ishibashi, 2022; Yanase, 2022). 
 

3. Results 
 

In total, 72 articles were identified. The analysis of these articles was based on the following two premises: “issues 

and theories related to careers” and “employment issues for the individuals with visual impairment in Japan.” 

Regardless of whether one has a disability, the studies on careers were broadly categorized into the following four 

types: 1) role models for career design, 2) specific skills needed to build a career, 3) organizing and integrating 

career theories, and 4) theory application on the job. 
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3.1. Role models for career design  
 

Having a good role model may lead us to design our own careers. We might even get a second job to work toward 

the career path we want so that we could further fulfill our lives. Many people who have such “parallel careers” are 

tackling the challenges by utilizing their “portable skills.” It is evident that recognizing and utilizing such skills, 

which should serve as the strengths to keep working, is key to building a second, parallel career (Miyajima, 2012; 

Uchi& Okada, 2016).In today’s work environment, designing a career in a manner that integrates “self-oriented 

motives” with “other-oriented actions,” rather than having these at loggerheads, is an important skill (Ishibashi, 

2022, pp. 7–9). 
 

3.2. Specific skills needed to build a career  
 

Research on individual abilities and characteristics in the context of career development theories has made 

significant progress. Numerous studies have focused on process theories to understand various career behaviors 

(Matsutome& Kikuchi, 2006; Okada, 2013; Okuda, 2022; Szymanski & Parker, 2009; Watanabe, 2018). Other 

studies have also indicated that through repeated engagement in work activities and the development of their 

professional careers, workers can influence their psychological and social development (Okada, 2013). 

Additionally, it has been found that women who have settled into suitable careers can conductively deal with 

personal conflicts and flexibly respond to adversity, a characteristic referred to as “career maturity” (Watanabe, 

2009, pp. 8–10). 
 

3.3. Organizing and integrating career theories  
 

Research on vocational rehabilitation and career counseling have support such that their theory and practice can be 

systematized (Matsutome& Kikuchi, 2006; Okada, 2013; Szymanski & Parker, 2009). However, some areas 

require further exploration, such as theories and practices for matching the characteristics of the Japanese labor 

environment with that of workers and theories that explore supporters’ perspectives. 
 

3.4. Theory application on the job  
 

Regardless of the organizational model, it is evident that effective communication with employers and superiors 

plays a crucial role in the career support of individuals with visual impairment. In order to ensure long-term 

engagement and active participation of individuals in their workplace (e.g., for a decade or more), it is crucial to 

establish an environment that offers ongoing vocational training even after they start their job. This includes 

acquiring specialized skills relevant to their occupation and fostering an atmosphere that provides necessary 

support and cooperation (Nonaka et al., 2013; Sashida et al., 2018; Sashida et al., 2019).  
 

Moreover, while career guidance should be provided to them at an early stage, Japan’s current education system 

does not provide them access to a wide range of occupations. “Getting a job” is first and foremost a short-term 

goal. In fact, the reality is that job selection is [often] carried out without considering post-hire job matching or 

career support (Han &Hatano, 2018; Ishikawa, 2021; Nonaka et al., 2013; Sashida et al., 2018; Sashida et al., 

2019).  
 

Individuals with visual impairment encounter various challenges in their career development, including factors like 

commuting distance, transportation options, the progression of eye disease, limited work experience, managing 

childcare and family responsibilities, establishing a stable lifestyle, developing self-reliance through training, and 

dealing with frequent job changes. These issues pose significant obstacles to their professional growth and 

advancement. Considering these challenges, employers, persons with visual impairment, and their supporters need 

to provide comprehensive support and cooperation to find a resolution (Nonaka et al., 2013; Okuda et al., 2022: 

Sashida et al., 2018; Waterman Jr et al., 1994). 
 

4. Discussion 
 

By focusing on the “job matching” and “career design” concepts, this study attempted to identify the factors 

necessary for the career development of persons with severe visual impairment. In order to resolve the current 

employment issues that persons with disabilities face in Japan, the following four actions are imperative. First, 

persons with disabilities must acquire specialized skills for specific jobs. Second, they must be matched with jobs 

that align with the characteristics of their disability, which is referred to as “job matching.” Third, they must be 

provided with sufficient resource support, such as job coaching support in the workplace, technical support through 

information technology, and collaborative support of vocational and medical rehabilitation. Fourth, work 

environments must be modified through the provision of more reasonable accommodations. 
 

Currently in Japan, determining which job is suited for a person is up to the company (Shirafuji, 2022). In terms of 
career design, individual differences play a key role, regardless of whether or not a person has a disability. In terms 

of career development, concepts such as integrated self-oriented motivation, other-oriented action, and decision-

making related to career are important.  
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Additionally, a review of literature on second careers revealed that having portable skills, a career vision, and 

career knowledge and skills are important for sound career development and appropriate job matching.  
 

Employers’ attitudes toward workers with disabilities are linked to the productivity and retention of such 

employees after they are hired. A question of how to handle the workplace environment has a major impact on 

designing a career by individuals with visual impairment. Nothing can be achieved sufficiently without proactive 

cooperation in the workplace.  
 

Previous studies have not identified reliable means to evaluate whether a person is suitable for the job. When it 

comes to employment, persons with visual impairment might face the following three issues: “difficulty in dealing 

with written documents,” “workflows and systems within the organization,” and “getting around on foot.” It is 

commonly believed that figuring out how to offer proper support for these issues is tied to providing career support 

in a job matching process. For example, as a mode of commuting, “getting around on foot” is considered 

particularly stress-invoking for workers with visual impairment and reasonable accommodations must be provided. 

This has resulted in the rise of new work styles, such as telework (working remotely using PCs and other electronic 

devices) and “workation” (a Japanese original expression meaning the combination of “work” and “vacation”). 

These new work styles are expected to expand the scope of career development and serve as a means of career 

support for persons with visual impairment. 
 

5. Conclusions 
 

The present study found specific ability indicators and job matching determinants necessary for individuals with 

visual impairment to develop more sound careers. It is necessary for employers to define specific job descriptions 

for visually impaired people and clarify “disability characteristics” and “supportive environment” in the job 

descriptions, as well as a comprehensive talent management matching process for career development. Future 

research questions may include the following. 

 

1) What are the factors necessary for the career development of the visually impaired? 

2) What kind of matching conditions are necessary for talent management of the visually impaired in a company? 

3) What is the role of vocational rehabilitation in supporting job matching for the visually impaired? 

 

References 

 

Adachi, A. (2020). Meaningfulness of support gaps for the visually impaired and how to deal with these. Social 

Welfare, 61(2), 1–15. 

American Foundation for the Blind. (2017). Reviewing the disability employment research on people who are blind 

or visually impaired. [Online] Available:  

https://www.afb.org/research-and-initiatives/employment/reviewing-disability-employment-research-

people-blind-visually 

Arimura, S. (2014). The question of whether diversity management and employment of persons with disabilities are 

compatible. Japan Labor Research Journal, 56(5), 51–63. 

Arık, Z., &Ozcan, D. (2019). Dimensions of social exclusion in the institutional, educational and psychosocial 

aspects of visually impaired individuals. European Journal of Special Education Research, 4(3), 108–143. 

Bhaskar, A. U., Baruch, Y., & Gupta, S. (2022). Drivers of career success among the visually impaired: Improving 

career inclusivity and sustainability in a career ecosystem. Human Relations, 00187267221103529. 

https://doi.org/10.1177/00187267221103529 

Capella-McDonnall, M. E. (2005). Predictors of competitive employment for blind and visually impaired 

consumers of vocational rehabilitation services. Journal of Visual Impairment & Blindness, 99(5), 303–

315. https://doi.org/10.1177/0145482X0509900505 

Carpenter, J. (2020). EFL education for the visually impaired in Japan: Data from five interviews. Latin American 

Journal of Content & Language Integrated Learning, 13(1), 57–78.  

 https://doi.org/10.5294/laclil.2020.13.1.4 

Cimarolli, V. R., & Wang, S. W. (2006). Differences in social support among employed and unemployed adults 

who are visually impaired. Journal of Visual Impairment & Blindness, 100(9), 545–556. 

https://doi.org/10.1177/0145482X0610000906 

Crudden, A., &Steverson, A. C. (2021). Job retention and career advancement: A survey of persons who are blind 

or have low vision. Journal of Rehabilitation, 87(2), 28–35. 

Crudden, A., &Steverson, A. (2022). Job retention: Perspectives of individuals with blindness and low vision. 

Journal of Vocational Rehabilitation, 57(2), 127–140. http://dx.doi.org/10.3233/JVR-221204 

Donaldson, N. (2017). Visually impaired individuals’ perspectives on obtaining and maintaining employment 

[Unpublished doctoral thesis]. Walden University. 

 



International Journal of Humanities and Social Science            Vol. 13 • No. 5 • October 2023          doi:10.30845/ijhss.v13n5p2 

15 

 

Drucker, P. F. (2009). Managing oneself. In the Essential Guide to Leadership. (pp.17–29), Best of HBR 1999. 

Harvard Business Review.  

 https://www.hrtales.com/digilib/The%20Essential%20Guide%20To%20Leadership.pdf#page=14 

Eckhaus, E. (2022). Employers’ revelation of decision-making keys for employing people with visual impairment: 

Mixed-method analysis of employers’ motivations. Business Systems Research: International Journal of 

the Society for Advancing Innovation and Research in Economy, 13(1), 104–119.  

 http://dx.doi.org/10.2478/bsrj-2022-0007 

European Commission, Directorate-General for Employment, Social Affairs, and Inclusion. Hirschberg. M., 

&Welti, F. (2021). European semester 2020-2021 country fiche on disability equality–Germany. [Online] 

Available:  

https://op.europa.eu/en/publication-detail/-/publication/6a5726b5-a70a-11eb-9585-01aa75ed71a1 

European Commission, Directorate-General for Employment, Social Affairs, and Inclusion. Ebersold, S., & 

Zander, S. (2021). European semester 2020-2021 country fiche on disability equality–France. [Online] 

Available: https://op.europa.eu/en/publication-detail/-/publication/216e02fc-a71d-11eb-9585-

01aa75ed71a1/language-en/format-PDF/source-265816426 

Fujii, R., Yano, T., Kondo, H., & Fukushima, M. (2017). Survey study on the current state of “Anma” massage and 

the “Shiatsu” industries. Journal of Japanese of Oriental Physiotherapy, 42(2), 87–95. 

Goertz, Y. H., Van Lierop, B. A., Houkes, I., &Nijhuis, F. J. (2010). Factors related to the employment of visually 

impaired persons: A systematic literature review. Journal of Visual Impairment & Blindness, 104(7), 404–

418. https://doi.org/10.1177/0145482X1010400704 

Golub, D. B. (2006). A model of successful work experience for employees who are visually impaired: The results 

of a study. Journal of Visual Impairment & Blindness, 100(12), 715–725.  

 https://doi.org/10.1177/0145482X0610001203 

Han, S., &Hatano, C. (2018). Current status of, and issues related to, career education and employment support in 

schools for the visually impaired (schools for the blind). Bulletin of Fukuoka University of Education, 67, 

143–155. 

Hoshika, R., & Nishida, R. (2021). On evaluative study on inclusiveness in the labor market. The Economic 

Analysis, 203, 312–342. 

Ishibashi, S. (2022). Influence of self- and other-oriented motivation on career resilience. Applied Psychology 

Research, 47(3), 218–226. 

Ishida, H. (2004). A comparative study on the lifestyles of the visually impaired in East Asia and the effects of 

advanced information technology. Tsukuba College of Technology Techno Report, 11, 1–7. 

Ishikawa, M. (2015). Study on activity status of employment transition support project for the visually impaired. 

Skills and Techniques, 50, 10–13. 

Ishikawa, M. (2021). Current status of, and issues pertaining to the social security system for individuals with 

disabilities. Konan Economic Papers, 61(3・4), 1–32. 

Japan Society of Human Resource and Management Association. https://www.jshrm.org/ 

Kameshima, S. (2016). Career development of corporate professionals, Japan Institute for Labor Policy and 

Training, 2016. 

Kashiwagi, Keiko National Women's Education Center Female Researcher Network Support Project. (2005). A 

Career Pioneer - Ayumi, Female Researcher. Domesu Publishers. 

Kashiwakura, H. (2005). Survey on adaptation status and related factors for visually impaired persons enrolled in 

vocational courses at schools for the blind. Vocational Rehabilitation, 19(1), 50–57. 

Kuramochi, H. (2019). Research on strategic employment of persons with disabilities and the node functions of 

companies. Social Design Review, 10, 34–44. 

Kuriakose, B., Shrestha, R., &Sandnes, F. E. (2022). Tools and technologies for blind and visually impaired 

navigation support: A review. IETE Technical Review, 39(1), 3–18.  

 https://doi.org/10.1080/02564602.2020.1819893. 

Malakpa, S. W. G. (2007). Problems and prospects in employment and job retention of the blind and visually 

impaired in the United States: A future concern of special education. International Journal Special 

Education, 22(1), 53–58. 

Man-Ting, K. (2016). Study on employment status of, and issues pertaining to disabled company employees. Total 

Rehabilitation Research, 3, 28–45. 

Maruyama, T., & Shimanuki, T. (2021). Personnel management that encourages the employment of persons with 

disabilities from the perspective of considerations of social identity. Organizational Science, 55(1), 54–66. 

Masuda, T. (2013). Content theory and process theory in career development. Human Science Research, 34, 85–96. 

Matsumoto, Y. (2008). Relevance of ability development in career theory: A consideration for integrating ability 

development and career theory (part 2). Journal of Business Administration of KwanseiGakuin University, 

56(2), 65–116. 



ISSN 2220-8488 (Print), 2221-0989 (Online)                ©Center for Promoting Ideas, USA           www.ijhssnet.com 

 

16 

Matsutome, N., & Kikuchi, E. (2006). Vocational rehabilitation studies: Employment support system for career 

development and social participation. (Revised 2nd ed.). Location: Kyodo Isho Publishing. 

McDonnall, M. C., Zhou, L., &Crudden, A. (2013). Employer attitudes towards persons who are blind or visually 

impaired: Perspectives and recommendations from vocational rehabilitation personnel. Journal of 

Rehabilitation, 79(3), 17–24. 

Mine, Y. (2018). Research on welfare measures for persons with disabilities in France- Survey research on 

educational systems for persons with disabilities. Life Design Studies = Journal of Human Life Design, 16, 

229–244. 

Ministry of Health, Labour and Welfare. (2019a). 2016 Survey on daily hardships (Nationwide survey of 

households with disabled children or other family members). [Online] Available:  

 https://www.mhlw.go.jp/toukei/list/seikatsu_chousa_h28.html 

Ministry of Health, Labour and Welfare. (2019b). Results of the survey on the employment of people with 

disabilities in Japan (FY2018).[Online] Available:  

 https://www.mhlw.go.jp/content/11601000/000521376.pdf 

Ministry of Health, Labour and Welfare. (2022). 2021 Employment referral status for persons with disabilities as 

provided by Hello Work. [Online] Available: https://www.mhlw.go.jp/stf/newpage_26200.html 

Mithout, A. L. (2021). From equal access to employment to equal career opportunities? Employment practices and 

work experiences of qualified disabled workers in Japan. Alter, 15(4), 341–353.  

 https://doi.org/10.1016/j.alter.2021.07.001 

Miyajima, Y. (2012). Considering the challenges of a self-directed career. Mejiro University Management Studies, 

10, 105–117. 

Miyauchi, H. (2010). Education of children with visual impairments in Japan: Current conditions and issues. The 

Educator, 22(2), 33–36. 

Niimi, C. (2018). Research on the accessibility of job hunting information to the visually impaired. 

Nishiguchi, H., Komatsubara, A., Miura, T., & Yokomizo, K. (1989). Research on workplace retention problems 

involving disabled workers (1). Ergonomics, 25(Supplement), 172–173. 

Nishimura, K., &Ronso, K. (2015). Professional labor in Japan as seen from wages and labor migration. Kyoto 

University, 189(2), 29–48. 

Nonaka, Y., Sashida, T., & Sugita, F. (2013). A study on efforts to expand job opportunities for the visually 

impaired in clerical positions (Research Report No. 116).  

 https://www.nivr.jeed.go.jp/research/report/houkoku/p8ocur0000000p3t-att/houkoku116_summary.pdf 

Okada, M. (2013). The psychology of working people: Working, developing careers, and developing disabilities. 

Location: Nakanishiya Publishing. 

Okuda, K., Sano, T., & Sakai, K. (2022). Consideration of factors related to career formation for people with 

disabilities. Oberlin University Research Bulletin. Comprehensive Human Science Research, 2, 19–36. 

Ozone, H. (2015). New law on the rights of persons with disabilities in France (2005) and labor policy for persons 

with disabilities. Annual Report of the Open University of Japan, Journal of The Open University of Japan, 

32, 1–13. 

Pal, J., &Lakshmanan, M. (2012). Assistive technology and the employment of people with vision impairments in 

India. Proceedings of the Fifth International Conference on Information and Communication Technologies 

and Development, 307–317. https://doi.org/10.1145/2160673.2160711 

Rampersad, M. (2018). Career success of visually impaired and blind people: A qualitative study about the 

perspective of visually impaired and blind people.  

Saeki, S., Ito, H., Kato, N., & Matsushima, Y. (2017). Recent trends in employment support for persons with 

disabilities. Japanese Journal of Rehabilitation Medicine, 54(4), 258–261. 

Sakuragi, A. (2004). Status report on career development information for organizations. Bulletin of Toyohashi 

Sozo University, 8, 49–60. 

Sashida, T., Shiraishi, H., & Sugita, F. (2015). A study on employer support for career development of the visually 

impaired (Research Report No. 127).  

 https://www.nivr.jeed.go.jp/research/report/houkoku/p8ocur0000000ogz-att/houkoku127_summary.pdf 

Sashida, T., Ishiguro, H., & Sugita, F. (2018). A study on issues for improving employment access for the visually 

impaired (Research Report No. 138).  

 https://www.nivr.jeed.go.jp/research/report/houkoku/p8ocur0000000ns5-att/houkoku138.pdf 

Sashida, T., Ishiguro, H. & Sugita, F. (2019). Investigative study on the actual employment conditions the visually 

impaired face, with model cases (Research Report No. 149).  

 https://www.nivr.jeed.go.jp/research/report/houkoku/p8ocur0000000n4j-att/houkoku149.pdf 

Shaw, A., Gold, D., &Wolffe, K. (2007). Employment-related experiences of youths who are visually impaired: 

How are these youths faring? Journal of Visual Impairment & Blindness, 101(1), 7–21.  

 https://doi.org/10.1177/0145482X0710100103 

 



International Journal of Humanities and Social Science            Vol. 13 • No. 5 • October 2023          doi:10.30845/ijhss.v13n5p2 

17 

 

Shirafuji, K. (2022). Job types in Japanese companies: Issues and visions for improvement in specialist personnel 

management. HR Practice August 2022, 59(1235), 50–54. 

Siperstein, G. N., Romano, N., Mohler, A., & Parker, R. (2006). A national survey of consumer attitudes towards 

companies that hire people with disabilities. Journal of Vocational Rehabilitation, 24(1), 3–9. 

Sumalinog, E., Sambrana, G., Diaz, W. D., &Bebero, L. K. (2023). Emerging communication gap to the lives of 

differently abled individuals working in a blind massage service. American Journal of Multidisciplinary 

Research and Innovation, 2(1), 1–8. https://doi.org/10.54536/ajmri.v2i1.1076 

Szymanski, E. M., & Parker, R. M. (2009). Work and disability. Location: Pro Ed. 

Takeda, K. (2020). Labor market policy and employment support access for persons with disabilities. Kanazawa 

University Economic Review, 40(2), 91–112. 

Takeshita, H. (2019). A scientific look at ‘skills’: Aiming to advance the employment of the visually impaired. 

Tsukuba University of Technology Techno Report, 26(2), 17–23. 

Tomita, F. (2018). Reconsideration of employment support for the visually impaired in the welfare field. Bulletin 

of Faculty of Community Welfare, 20, 123–126. 

Uchi, Y., & Okada, M. (2016). Empirical research on factors leading to the promotion of self-directed careers. 

Industrial and Organizational Psychology Research, 29(2), 73–86. 

U.S. Labor of Bureau of Labor Statistics (2018). Employment of workers with a disability in 2017. 

[Online] Available: https://www.bls.gov/opub/ted/2018/employment-of-workers-with-a-disability-in-2017.htm 

Watanabe, M. (2018). Career psychology: A developmental approach to career support. (New 2nd ed.). Location: 

Nakanishiya Publishing. 

Watanabe, M. (2009). Looking at the results of ‘research on role models’ in women’s career development support. 

Women’s Education Center Research Journal, 13, 16–26. 

Waterman Jr, R. H., Waterman, J. A., & Collard, B. A. (1994). Toward a career resilient workforce. Harvard 

Business Review, 72(4), 87–95. 

Waugh, P. J. (2010). Can’t you see how it works? Exploring the social construction of vision-impaired people’s 

vocational rehabilitation [Unpublished doctoral thesis]. The University of Sydney. 

Yanase, H. (2022). Researching career formation models in parallel careers: Summary of the Japan Institute of 

Design Research Conference. Proceedings of the 69th Research Conference of the Japan Institute of 

Design Research, 64. 

Yasuda, M. (2016). A study on theoretical frameworks for grasping the permeation of management philosophy in 

social welfare facilities. Social Welfare Studies, 57(3), 56–68. 

Zhong, Y., Kobayashi, M., Matsubara, M., &Morishima, A. (2020). A survey of visually impaired. Workers in 

Japanese and US Crowdsourcing Platforms. Proceedings of HCOMP. 

 


