Support for Disabled people within employment
a scoping review 
This is a scoping review of a body of literature focusing on the topic of support for disabled people within employment in the UK.  The purpose of this review is to identify what literature is available surrounding this topic, with the aim of identifying what support registered disabled people can access within their workplace, and to identify if there are any gaps or flaws within the system.
This paper will first provide a rationale for the review and an overview of the background literature and current support for disabled people within the workplace. It will then explain the methodology used to complete this scoping review, followed by the results and a discussion of the results finishing with a conclusion.

Rationale
It has been documented that within the population of the UK, one in five people of working age is classed as having a disability. This has grown significantly over the last eight years due to the increase in people understanding the signs of long-term mental health conditions (UK Government, 2022). With only 53.2% of disabled people in employment, this equates to an estimated 4.4 million individuals as of 2021, (UK Government, 2021) compared to 81.8% of non-disabled people. There is a question to be asked as to why there is such a difference, and why it has been stated that disabled people are 28.6% less likely to gain or be in employment compared with non-disabled people (Office for National Statistics, 2019). 

Background
It was established at the end of the Second World War, that an act of parliament was needed to provide disabled people with rights, that protected them from being discriminated against when it comes to employability, and to protect them within the workplace (Historicengland, 2019). An act was created in 1945 to provide protection for disabled people within the workplace. This act was called The Disabled Persons (Employment) Act 1944. It provides better provision for enabling people with disablement, either physical or sensory, to secure employment, or to work on their own account (Legislation.gov.uk, 2022). 
It was not until 1959, that the Mental Health Act was created, allowing anyone with mental health or learning difficulties to be classified as disabled. This allowed people who suffered from mental health disorders to be protected under other disability acts and legislations. An act that was declared ‘ground-breaking’ was The Chronically Sick & Disabled Persons Act 1970. This act was a major step towards disabled people having equality, and was a building block for legislation to follow (Rescare, 2016). 
With acts created to protect people of different race and sexuality against discrimination, it was The Disability Discrimination Act 1995 (UK Government, 2011) and The Equality Act 2010 (UK Government, 2013) that gave disabled people the same protection in a variety of settings, including education, transport, the provision of goods, the exercise of public functions and employment (Lewis, 2020). 
With a large amount of legislation available for the protection of disabled rights, and allowing equality within employment, the Government introduced a scheme in 1994 called ‘Access to Work’. It provides advice and support to disabled people seeking, and in, employment. It also provides financial support in the form of grants to help a disabled person with any extra costs, for travel to work, specialist equipment or costs the employer may incur, to be able to facilitate a disabled employee to work efficiently (Parliament and health service ombudsman, 2017). This scheme is still running today and continuously being updated and improved. 

Methodology
A scoping review is regarded as a modern way of examining and determining the value and scope of the literature available on a specific topic.  It highlights the availability of literature while identifying whether there are any elements of the topic missing that require further research (Munn, Z. et al. 2018). 
This scoping review will be conducted using the PRISMA-ScR checklist (Tricco Et al., 2018). The PRISMA-ScR checklist provides a detailed guide of criteria that is essential to include within a scoping review, comprising of a 27-item checklist which includes details of the introduction, methods, results and discussion (PRISMA, 2020). Within the research for this scoping review, not every element of the PRISMA checklist will be required. The elements which are most relevant to this review include an introduction and stating that this is a scoping review, a rationale and objectives, a detailed methodology including eligibility criterion, and information about the search databases and search terms. Then the most important aspect is the findings section, which will provide the results from the research, followed by a discussion of the research findings and finally a conclusion and recommendations (Page et al., 2021).  
This review will include information from academic research papers and official government documents, limited to journal articles and peer reviewed articles that are from the past 20 years only. This review will not include any information from outside the UK, and it will not include information from documents that are classed as unreliable sources such as newspapers, websites and gossip sites. The PRISMA checklist suggests that information sources are explained clearly (Liberati et al., 2009).
Specific search terms will be used during the collection of literature including ‘disability’, ‘access to work’, ‘workplace’, ‘employment’ and ‘employment rights’. These terms will be used on particular website searches and databases, for example Academic Search Premier, Pro Quest Central, Google scholar, Welsh Government online and UK Government online. 
An example of the electronic search strategy is as follows.
Database search: Academic search premier. The search terms used were disability or disabilities or disabled; employment; UK. All fields. Following this and to gather a more refine result a request for full text online, peer reviewed, 2000-2022, Academic journals was selected. this provided 493 results.
Following the PRISMA-ScR checklist, having an inclusion and exclusion criteria and using reliable sources will ensure the validity and strength of evidence collected (Evans, D. 2003).
When conducting this review, ethical practices in research were considered. These help protect the rights and wellbeing of participants and lowers the risk of discomfort, damage and harm from the research being conducted (UWTSD. 2020).  Following ethical practices, helps to promote the general aims of research by requiring information needed and avoiding any errors within the research.  It also holds researchers accountable to society which in turn builds trust and supports their research (Boyland, 2020). As this is a literature review, there are no participants and therefore no risks to be considered.

Results
Several themes emerged from this literature search. These include different types of disabilities such as physical disability, sensory impairments or mental illness. This highlighted that each disability could present with different types of barriers that need an alternative approach to supply support (Foster and Scott, 2015). Barriers can be different for each person’s requirements. Some disabilities will naturally exclude a person from a particular role, for example a Sight Impaired individual could not undertake a driving role. However, being able to get the correct support within work has also been documented as a barrier, with evidence that support staff do not understand specific conditions or impairments, and how best to support a person within a role. Another barrier that has identified, is the difficulty with people physically accessing work, either through inability to drive or issues accessing public transport (Bennett, Ray and Wilson, 2016).
A factor that was not considered originally was the age of the disabled person and the transition from education to employment. In the United Kingdom the rates of youth unemployment are almost triple that of adults (11.3% vs. 4%) with a clear impact on individuals with disabilities and complex needs. From this group; young people with disabilities, it is documented that 61.8% are unemployed (Hart et al., 2020). Young individuals who are leaving education to progress into employment, face particular challenges. Studies suggest that regardless of the person’s ambitions to progress, many are unemployed due to their disabilities, and this leads to an increased cost to the state, as young people are unemployed and needing financial support (Knapp et al., 2008). 
There are several organisations and charities offering support for disabled people, to gain employment and provide support to maintain them within a role (charitychoice, 2022). The Sustainable Hub of Innovative Employment for People with Complex Needs (SHIEC) project supports people with learning disabilities and complex needs, and they help young people source and achieve paid employment. They compiled a study to identify what was involved with supporting young people with complex needs into employment, and their findings revealed that supporting individuals gaining paid employment, requires significant effort and commitment from the individual, and a support worker as well additional resources (Gore et al. 2013).
Conway and Clatworthy (2015) found that commitments and time on a training program in England called Grow2Grow were successful. The program provides vocational training for young people with mental illnesses, by teaching them skills such as cooking, organising and being able to travel independently. The findings on this organisation showed that dedicating a large amount of time to these individuals, and combining both training and therapeutic processes, in a non-stigmatising and safe environment, had great success with 21 out of 36 participants completing their training and gaining employment (Conway and Clatworthy 2015). 
One theme that emerged strongly was the theme of inclusion and equal opportunities within the workplace (Clegg et al., 2008). 'Inclusion is defined as enabling people with any form of disability to make use of mainstream services, and to allow everybody to have the same opportunities to participate in every aspect of life to the best of their abilities (Centers for Disease Control, 2019). Following interviews with 28 individuals who all have a severe disability, they discussed businesses having a policy of inclusion, but it was argued that regardless of policies which state that businesses must support and treat everyone fairly and advice on the law against discrimination within the work-place, in practice companies did not adhere to their own policies (Acas, 2022). It was agreed that this needs further examination, particularly when it applies to the disabled people with increasingly more severe needs (Clegg et al., 2008). Regardless of the severity of the person’s disability, it is documented that disabled people are amongst the most excluded in society, with indications that individuals with learning disabilities rated at the lowest end on the scale (Wiston and Schneider, 2007). 
A Green Paper in partnership with Welfare: Empowering People to Work (Department for Work and Pensions, 2006) has introduced a groundbreaking change in the UK welfare and employment policy. It acknowledges that ‘stigmatising individuals claiming any incapacity benefits as “not capable to work” is wrong and can be damaging to the individual’s mental state’ whilst suggesting a new Employment and Support allowance takes into consideration how these individuals can receive help gaining work, and does not automatically assume that because a person has any disability or health condition that they are incapable of work (Department for Work and Pensions 2006).
As previously mentioned, mental health has not always been a registered disability, (Rescare, 2016) and with so many variations of mental health illnesses around today, including clinical depression, bipolar disorder, eating disorders and post-traumatic stress disorder (PTSD) with the list of conditions growing (NHS, 2021). Mental ill health has restricted individuals from being able to find work or maintain a job, and the pressures from the benefits system has a detrimental effect on people with mental illness getting back to work. Statistics indicate a rise in people claiming employment and support allowance due to mental illnesses, and the evidence suggests that the welfare state is largely ineffective in encouraging individuals with mental health illnesses back into work (Dwyer et al., 2020). There are many individuals with mental illnesses who have expressed that they would like to work, but have also indicated that vocational rehabilitation programs that are available to people with a severe mental health problem are poorly developed in the UK (Bond, Rinaldi, and Perkins, 2007).
Along with mental health conditions, people who suffer invisible disabilities find it challenging to access work, and it has been mentioned that some find it difficult to have the courage to inform their employers of their disability, for fear of discrimination or that they would not be offered the job based on the information they provide beforehand (Prince, 2017). Invisible disabilities refer to a range of conditions that are not visible to an onlooker but can have just as severe an effect on a person's ability to perform their job role effectively. An example of this could be that an illness can present with chronic fatigue, cognitive impairment or pain that can vary from mild to debilitating (Disabled World, 2015).
Individuals who suffer from invisible disabilities feel it is risky to disclose their condition, for fear that they will be put at a disadvantage before even getting the position applied for. But many employers have argued that being honest and having a good line of communication from the start, can put the applicant at an advantage, as this shows their willingness to trust their employer, and the employer can make suitable arrangements by having clear expectations, and be able to manage the employment process more effectively rather than making exceptions (Prince, 2017). It has also been documented that there is a need for training that goes beyond skill-based training and takes away the focus of the stigma of disabilities and moves towards breaking barriers for disabled people within employment (Teindl, et al. 2018).

Discussion
There are a lot of common themes within the literature that is available regarding the topic of support for disabled people within employment. There are many disabled people voicing their feeling that regardless of legislation, policies, the law and schemes available to them, they feel they are not offered the same opportunities as their co-workers who do not have any additional needs (Bonaccio et al., 2020).  The type of job role also showed barriers towards disabled people and their counterparts. Newton and Ormerod (2005) found that accessibility within the construction industry was not being adequately adapted for disabled people who are pursuing a career in this sector.  Results from a workshop analysing secondary qualitative data, which looked at treatment within the workplace, and that discussed disabled people, suggested that employers need to provide a better approach to adaptions for the employee's individual needs (Foster, and Scott. 2015). 
Support of younger individuals has also been highlighted from this review, with concerns about support with transitioning from education to employment. Hart et al (2020) and Knapp et al (2008) have both run studies on young disabled people leaving education to seek employment, and they both documented that the young people face challenges during the transition period from education to employment due to their disability. However, their studies have shown that there are several organisations available to support these individuals with this process and other disabled individuals with finding a job and employment. 
Scope (2022) is one of these organisations. It is a charity that helps disabled people with getting into paid work. It helps people understand their potential and encourages them to take the necessary steps towards employment, with one-to-one support and help with paperwork and obtaining adaptions needed when in the workplace (Scope, 2022).
Another oganisation that is Government run and helps within employment has previously been mentioned, which is Access to Work. Access to Work is not only for the disabled person that is being employed, but it helps support the employer. By providing a workplace assessment, it can identify the best adaptions or support for the employee to execute their job role to the best of their ability. Once this has been done, the company can apply for a grant to help with any additional cost that would not be deemed as a reasonable adjustment (Government Digital Service, 2012).  An issue that has been highlighted is that the scheme does not cover all aspects of disability, with some individuals either not qualifying for the support, or having to continually prove their need for support. It has a narrow focus on one set of guidelines that needs updating on a regular basis and needs to take a more person-centred approach to assessments.
Pring (2015) has documented that there are issues within the scheme and that The Parliamentary and Health Service Ombudsman (PHSO) has received many complaints about the Access to Work scheme. Disabled people have been left feeling their support has been mismanaged and, in some cases, withdrawn leaving them unable to get to work or be able to continue in employment. It is understood that problems started following a new government reform in 2014. When the scheme is working at its best it allows individuals to have a sense of inclusion into sustainable employment opportunities, but at the other end of the scale, those individuals feel in constant battle to prove their disabilities and needs, which makes them feel unfairly treated, which in some cases can worsen their needs by causing stress as they are constantly trying to access the support they need to maintain the roles as independently as possible (Pring, 2015).

Conclusion
Looking at the history surrounding how disabled people were viewed within the workplace and the support these people received, it is clear to see that there has been a large improvement in legislation, policies, law and people's attitudes. With the introduction of inclusion and diversity, disability is more widely recognised, understood and accepted with several organisations, charities and government departments helping to promote the rights for disabled people and encourage them into employment with the correct support.
There is a wide range of literature relating to the topic of support for disabled people within employment. This includes statistics of those with impairments within and out of work, and comparison of the differences with those without disabilities or additional needs. The studies show the opinions and concerns of these disabled people and their caring team, and highlight the need for improvements from government, which includes updating their support to be more inclusive and shows employers need to be better educated on disability and supply the support that is expected of them.  
There is also a significant amount of evidence that indicates there is a need for further studies to be carried out. Employers need to have a better understanding, and to provide more support to disabled employees, and understand in depth the importance of adequate adaption within the workplace. The research shows there is a need for more up to date studies surrounding this topic in today's climate, with a focus on understanding the multiple disabilities that are both visible, for example a wheelchair user, or hidden, for example mental health conditions which determine someone as disabled. Considering a person-centred approach towards an individual, will allow each person's needs to be considered, and organisations like Access to Work will be able to provide the support on a wider scale and not just stick to one set of rules to fit all situations.
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