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Abstract 

In Mexico, six million people have a disability and only 38.5 % in a working age have a job. The 
present literature review examines the main factors in companies for hiring and rejecting people 
with disabilities, as well as the main business initiatives that have been developed for the benefit of 
social and labor inclusion in recent years in Mexico. In our findings, we noticed differing opinions 
about not hiring people with disabilities, such as inexperience, fear of facing costs and legal matters. 
Multi-stakeholder partnerships in Mexico that promote hiring people with disabilities might be a 
channel for employment and information for business that intends to promote socio-laboral inclu-
sion in their companies. 
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Introduction 

Since 2010, companies around the world have in-
creased their interest in the subject of inclusion (Fun-
dación ONCE and the ILO Global Business and Disabi-
lity Network, 2019). Hiring people with disabilities is a 
priority topic in social responsibility areas and human 
resources in order to understand the reasons to hire a 
person with disabilities and promote it (Lindsay et al., 
2018). International Labor Organization studies sug-
gest “having people with disabilities in the companies 
is directly involved with innovation in the process and 
leads to better products and services” (Fundación 
ONCE and the ILO Global Business and Disability Net-
work, 2019). Nevertheless, the debate and understan-
ding in the companies about hiring people with disa-
bilities is noted, due to the possible risks they might 
have and lack of knowledge (Unger, 2002). 

Despite this, there are several businesses with ini-
tiatives together promoting the benefits of hiring peo-
ple with disabilities. Business initiatives in promoting 
social and laboral inclusion of people with disabilities 
are also considered as multi-stakeholder initiatives 
due to the characteristics of their members (Brouwer 
et al., 2015). 

The main objective of this study is to examine bu-
siness partnerships for hiring people with disabilities 
in Mexico. There are three main multi-stakeholder 
partnerships or business initiatives working for socio-
laboral inclusion in the country: Juntos, Movimiento 
Congruncia and Éntrale. Indeed, it is relevant to know 
what they promote about hiring people with disabili-
ties as a network. 

 
Socio-laboral inclusion of people 
with disabilities 

First, the definition of disability includes people 
who have long-term physical, mental, intellectual, or 
sensory deficiencies that in interaction with various 
barriers, can hinder their full and effective participa-
tion in society. Additionally, to understand functio-
ning level, disability and health in a person, the Inter-
national Classification of Functioning, Disability and 
Health (CIF), published in 2001 a classification frame-
work, which provides a common language framework 

describing the level of functioning of an individual 
with a specific state (WHO, 2021a). 

Around the world there is an estimate of one bi-
llion people with disabilities. However, inclusion in re-
cent years has become more important due to the 
economic and social implications for people with disa-
bilities and the implications in living implications 
(WHO, 2021b). 

Indeed, recent studies show that businesses do not 
hire people with disabilities because of ignorance 
around the disability, fear of legal implications or cost 
around disability access adaptations in the business 
place (Unger, 2002). Notwithstanding, with a different 
statement, some research presents inclusion benefits 
employers and employees with disabilities and com-
panies having better profits, loyal employees and im-
proving their corporate image (Lindsay et al., 2018). 

Also, Latin America has around 70 million people 
with disabilities and the diversity and discrimination 
are enhanced according to the characteristics of the 
region where they are located. The needs and rights 
of people have been visible, however crises like CO-
VID-19 permeate groups like this one (Meresman & 
Ullmann, 2020). 

For example, in Mexico, there are around six mi-
llion people with disabilities and only 38.5 % have a 
job (INEGI, 2018). The National Institute of Statistic 
and Geography, INEGI defines them as “a person with 
a disability is one who has some physical or mental li-
mitation to carry out activities at home, school, or 
work, such as walking, dressing, bathing, reading, wri-
ting, listening, etc.” (INEGI, 2021). The classification of 
disabilities in Mexico are sensory and communication, 
motor, mental, multiple, and other disabilities. 

Within the measures that the country has carried 
out in favor of the labor inclusion of people with disa-
bilities, Mexico ratified the Declaration of Persons 
with Disabilities of the United Nations, where it pro-
mised to offer decent employment and social and la-
bor inclusion in 2006 (CNDH, 2020). Part of the agen-
cies that oversee regulating good practices are the Mi-
nistry of Labor and Social Prevention within the non-
discrimination regulations that were executed in 2018 
as the General Law for the Inclusion of Persons with 
Disabilities. 
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For instance, as a tax benefit in business, compa-
nies benefit with deduction of in income tax for facili-
ties adaptation involving disabilities access in the bu-
siness place (González-Moreno et al., 2018). Mexican 
government has implemented, but not with enough 
approaches, a series of strategies encouraging compa-
nies to employ people with disabilities and promote 
inclusion in their business plan. 

 
Socio-laboral inclusion in Mexican 
companies 

Hiring people with disabilities in business can be 
implemented for different reasons in the companies, 
and this might modify ethical standards, values, and 
corporate image. Initially, hiring people with disabili-
ties might be a Corporate Social Responsibility cause 
to follow local or international standards such as the 
Global Compact, Socially Responsible Company, or in 
Mexico the CEMEFI model (Kowszyk et al., 2019). This 
concerns with the conceptualization of GVC (Global 
Value Chains) or Global Supply Chains (GSCs) and their 
sustainability standards, are changing dynamics 
around the business world (Carroll, 2015). 

In addition, in Mexico, decent work statistics might 
set labor rights for people with disabilities. The Inter-
national Trade Organization mentions Mexico as a 
country which enables labor rights and promotes, by 
laws and ratifications, factors which enables labor in-
clusion in the country. Hiring people with disabilities 
might also improve corporate image and reflect a sha-
red value picture of the company to the clients. 
Stakeholders might commit with the companies, so-
cial objectives and ideals and consider creating shared 
value together (Carroll, 2015). 

Another perspective, loyalty in people with disabi-
lities is mentioned in some research. Dedication, 
punctuality, and loyalty is perceived in studies and in 
business; it can be a reason to promote inclusion in 
companies. Research has found that employers found 
not many opportunities and value added in the oppor-
tunities their given to have a work and an indepen-
dent life (Lindsay et al., 2018). 

Finally, receiving better profits can be a third 
reason, companies are not nonprofits. Some studies 
demonstrate hiring people with disabilities might re-
sult into employees exceeding expectations (Lindsay 

et al., 2018). Also, diversity in the company could ge-
nerate innovation in VUCA (volatile, uncertain, com-
plex, and ambiguous) environments, which organiza-
tions operate today (Schoemaker et al., 2018). 

 
Multi-stakeholder partnerships for 
inclusion in Mexico 

Around the world, multi-stakeholder partnerships 
have increased to solve social, economic, and environ-
mental problems in the community, involving diffe-
rent sectors such as nongovernmental organizations, 
government, universities, and business (Gray & Purdy, 
2018). Therefore, there is no clear definition for multi-
stakeholder partnerships, but for this research we un-
derstand multi-stakeholder partnership as “an overar-
ching concept which highlights the idea that different 
groups can share a common problem or aspiration, 
while nonetheless having different interests or ‘sta-
kes’” (Brouwer et al., 2015). 

For the interest of this research, in Mexico, there 
are several business partnerships, which can suit in 
the category of multi-stakeholder partnership aspiring 
to promote inclusion in their companies; for this 
reason, we look to understand more about these net-
works and their work inside the community. 

 
Juntos 
Juntos is a nonprofit organization funded in 2008 

with the mission to “empower people with disabilities 
and facilitate the construction of environments that 
improve their quality of life, ensure their full partici-
pation and the exercise of their rights through social 
impact programs” (Juntos, 2021). They provide trai-
ning, social assistance programs and links between 
business and people with disabilities to decent jobs. 
The organization includes organizations as General 
Motors, Bosch, 3M, Cummins, Aceros Industriales Po-
tosí, and Goodyear. 

 
Movimiento Congruencia 
Movimiento Congruencia is a nonprofit organiza-

tion funded in 2004 in Nuevo Leon with the purpose 
of “promote, sensitize and facilitate the socio and la-
boral inclusion of people with disabilities” (Movi-
miento Congruencia, 2021). In Mexico they are 
leading representant of the Global Business and Disa-
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bility Network with the International Labor Organiza-
tion, ILO. Inside the network there are 46 members 
until 2021. 

 
Éntrale 
Éntrale is an Alliance for the labor inclusion of peo-

ple with disabilities funded in 2016 by the Mexican Bu-
siness Council, with the purpose to link and connect 
business with people with disabilities and change pa-
radigms to favor the labor inclusion in Mexico; and the 
mission to establish a strategic network of partners 

and service providers for the labor inclusion of people 
with disabilities (Éntrale, 2021). 

In Movimiento Congruencia and Éntrale, we can 
have similar members. To understand cross-sector co-
llaboration, the number of organizations involved and 
the number of businesses of the automotive sector 
we present a comparative analysis of the three busi-
ness initiatives (Table 1). 

 
 
 

Table 1 
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Conclusions 

In conclusion, there are contrary arguments about 
hiring people with disabilities. Research presents a 
lack of knowledge about disability and fear of facing 
costs and legal matters can be one of the strongest 
reasons not to hire people with disabilities (Unger, 
2002). However, they might ignore the opportunities 
of having and hiring people with disabilities, such as 
improving the corporate image, improving work per-
formance and creating an independent life for people 
with disabilities (Lindsay et al., 2018). 

Also, social and labor inclusion in Mexico and the 
work of collaboration can be extensive. In Mexico, 
there are several business initiatives classified as 
multi-stakeholder partnerships that promote laboral 
inclusion such as Juntos, Movimiento Congruencia 
and Échale. These business initiatives are working 
with enterprises, social organizations, universities, go-
vernment, and international organizations. 

Clearly, multi-stakeholder initiatives in Mexico 
working in socio-laboral inclusion are a channel for 
employment, as well as sources of information for 
member companies, with the aim of knowing and 
learning about disabilities and including more people 
in their companies. Also, as a network the initiatives 
empower people with disabilities, promote enterpri-
ses to hire people with disabilities and sensitize the 
community. 

This research was carried out in Mexico, with three 
multi-sectoral partnerships, however, it may be rele-
vant in future research to analyze more collaborations 
in the country, more countries in Latin America and 
more collaboration around disabilities and business 
networks around the world in favor of social and labor 
inclusion of people with disabilities. 
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