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Abstract

This study is IPA-based research which concentrates on exploring how people find their life experiences meaningful. This is a full review of the personal accounts, supplemented by the presentation and analysis of everyday philosophical terms, together with the researcher's own interpretation. The goal of this research is to learn more about the working environment of people with disabilities in the United Kingdom and some of the cultural issues and barriers at work that pose challenges to them.
It is often difficult for people with invisible disabilities to find and maintain work; with this in mind the goal of this study is to analyse what is currently known and what needs to be better understood about employment policies for people with disabilities. A thorough review of the literature and consultation with the participants will be developed. The research will reflect on issues such as: policy versus procedure, stigma, transparency, employment, relationship building and use of disability organisations, knowledge, and resources for employees, and recruiting practices who encourage people with disabilities to apply. Additionally, participants address the subjects of stigma, transparency, employment, and relationship building however, the topics of policy versus procedure, knowledge recruiting practices come from other literature reviews. 
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[bookmark: _Toc53915798]Introduction

Often people believe the term "disability" is only associated with people who have a physical deformity or use a wheelchair. In fact, disability is much more than meets the eye. Recognising the existence and significance of invisible disabilities is a vital aspect of the whole attempt to make people aware of them. Besides experiencing life-altering effects, owing to a lack of understanding, many people with invisible disabilities contend with serious assumptions and bias. This study is to highlight the discourses and problems that individuals with invisible disabilities in the UK face in employment. Martin Whitfield, former Labour MP quotes the figures UK as having a reported thirteen point three million disabled people in the UK which equates to twenty-one percent of the population. In taking a closer look at the figures, they show that twenty-five percent of those with disabilities have mental health impairment and another eighteen percent have other invisible conditions. The fear is that what it actually implies to be disabled is still not understood properly (House of Commons Debate, 2019).
Because the workforce may only observe the symptoms of the invisible condition and not the impairment itself, assumptions or prejudices are often made about the persons know as ableism (Bogart & Dunn, 2019). Many people may not view invisible disabilities as a true disability and thus find it difficult to acknowledge, recognise or agree that people with an invisible disability will need additional help at work (Bogart & Dunn, 2019). This usually leads workers with invisible disabilities to not reveal their condition because they are concerned about being rejected, discriminated or otherwise excluded. This also means that the employees are not calling for accommodations which should be made to make them feel more involved and engaged in the workplace (Papini, 2020).
The Invisible Disabilities Association defines an invisible disability as “a physical, mental or neurological condition that limits a person's movements, senses, or activities that is invisible to the onlooker…[and]...the very fact that these symptoms are invisible can lead to misunderstandings, false perceptions, and judgments”. It is the mere fact that such signs are unknown that can lead to confusion, misperceptions, and assumptions (Cook & Clement, 2019).

Director-General of the World Health Organisation (WHO) Dr Margaret Chan said that “Disability is part of the human condition” and that "Almost every one of us will be permanently or temporarily disabled at some point in life” (Suntikul , 2014). He also suggests that we need to do more to break barriers that marginalise people with disabilities, forcing them to the fringes of society in many cases.
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Even though it has been twenty-five years since the Disability Discrimination Act, a report published by the Equality and Human Rights Commission found that people with disabilities face more obstacles in achieving a fair living (Fox, 2015). Since invisible disabilities are not immediately evident, it is impossible to know what is happening behind the scenes or when someone is struggling, due to the fact that colleagues do not understand the disorder, because they cannot see it, and then there is the issue of not recognising the disability because there is no physical evidence of it. Often leading to them hiding their disability (Collier, 2018). There are scenarios which a disability needs to be managed over a continuing, long-term basis. Symptoms can place a little or a lot of pressure on one’s daily life, becoming minimally or severely crippling. Challenges may occur in a variety of ways as there is a wide spectrum of disabling illnesses and disabilities that fall under this label such as below.
Autism, Brain injuries, Chron’s Disease, Chronic Fatigue Syndrome, Chronic pain, Cystic Fibrosis, Depression, ADHD, Bipolar Disorder, Schizophrenia, and other mental health conditions, Diabetes, Epilepsy, Fibromyalgia, HIV/AIDS, Insomnia, learning difficulties, including dyslexia, dyspraxia, dysgraphia, and language processing disorder, Lupus, Rheumatoid Arthritis, Visual and auditory disabilities, to name but a few (Collier, 2018).
Invisible impairment, or unseen impairment, is a paragliding concept describing a whole continuum of unknown conditions or problems predominantly of a neurological type. Invisible disability, or unseen illness, is characterised as an incapacity which is not immediately apparent. Any person with vision or hearing problems who has no need for glasses or hearing aids, can clearly tend not to have obvious signs of disabilities. Some individuals with visual impairment may wear contact lenses. Another category of invisible impairments is a sitting disability; sitting problems are generally triggered by severe back pain. Many with joint pain or chronic problems may not always or ever use mobility aids for their everyday day life. While the impairment presents a burden for the individual who has it, it may be hard for others to understand or accept the nature of the impairment. Not everyone will acknowledge the nature of the issue unless they can visibly see evidence of it. (Santuzzi, et al., 2014) show how disclosure of an employee’s disabilities to their workplace is possible to have consequences to their social interaction, health, welfare and work performance.
Organisation entry barriers refuse, hinder and unduly prohibit marginalised communities from obtaining jobs on the basis of sociological indicators regardless of the quality of the job or the qualifications acquired by the individual (Lindsay, et al., 2014). People with disabilities face more obstacles to job opportunities compared with other diverse groups (Kulkarni & Gopakumar, 2014).  Subtle corporate aversion to the recruiting of people with disabilities is visible at the job creation and training stage (Medina & Gamero, 2017). Strategies that scrutinise job requirements, evaluate recruiting and selection best practices, and root out norms that restrict individuals with disabilities' work opportunities, should face organisational opposition (Hidegh & Csillag , 2013).
Attitudinal, structural, and self-created obstacles are recurrent factors that prevent individuals with disabilities from entering hiring organisations. Psychological barriers include personal attitudes, perceptions or stigmatised perceptions that generate challenges for candidates with disabilities. In (Kulkarni & Lengnick-Hall, 2014) Research, conducted on employers, suggested that social biases were taken into consideration in their decisions to recruit individuals with disabilities (Bonaccio, et al., 2019). Recalcitrant managers raised concerns about the disabled employees ' skills, doubted productivity, and showed less faith in their ability to succeed. The participants confirmed that employing individuals with disabilities will also estrange non-disabled employees from the workplace.  Organisational challenges are primarily driven by economic (Kulkarni & Lengnick-Hall, 2014)theory. Disabled candidates are prejudged by many employers on their productivity and view them as high risk. Others take a position of equal opportunity and take advantage of government benefits and employ people with disabilities, but also waver in their determination to phase-in activities based on the social norms of the culture. (Kulkarni & Lengnick-Hall, 2014) Institutional barriers could include the screening of candidates and the interpretation of skills not needed by the role or which are not entirely attainable for people with disabilities (Kulkarni, 2012). Self-created hurdles arise whenever people with disabilities cause their own limitations.
A widely debated problem of employers’ concerns is the performance of disabled workers; employees with disabilities are perceived to be less effective than non-disabled employees. In accordance with this, workers with disabilities are seen as having other efficiency concerns, such as delaying and slowing down work, higher absences and lateness or just being less committed or productive (Bonaccio, et al., 2019). The prevalence of these individual values makes it impossible for administrators who would actually promote the constructive recruiting of disabled workers; therefore, doing so is viewed as an act of kindness which stands in contrast to corporate performance or stakeholder worth.
The WHO, (2011) report suggests that governments and their policymakers provide full rights to all mainstream services for people with disabilities, engage in relevant programmes and services for those disabled people in need, and incorporate a national disability strategy and action plan. Additionally, governments must seek to increase knowledge and awareness of disability among the public and invest in more research and training in the field. Importantly, disabled people must be consulted and included in the planning and execution of these efforts. (World Health Oraganisation, 2011).
[bookmark: _Toc53915799]Aims 
The main aims of the study are to identify the issues faced by people with invisible disabilities in employment and determine the discourses associated with invisible disability in employment in organisations.
Career development in individuals with invisible disabilities has recently gained recognition in the UK in recent years. However, focus has not been given to the complexities of career development and their effect on professional progress for workers with invisible disabilities. This study looks at career development barriers faced by people with invisible disabilities. This study would link to the management and improvement of human resources (HR) in the context of invisible disability studies.

[bookmark: _Toc53915800]Objectives
The objectives of the study are to identify the issues faced by people with invisible disabilities in employment. Determine the   discourses   associated   with invisible disability in employment in organisations; and to examine the how individuals with invisible disabilities respond to their circumstances. Which can be then used to suggest recommendations for further research the development of transformative solutions for people with disabilities within the UK.  

[bookmark: _Toc53915801]Research Questions	

· [bookmark: _Hlk53825620]What issues are faced when informing employers of the disability?
· What are the barriers to employment and career development?
· What tools are in place to enable the invisible disabled to gain and maintain meaningful employment? 

[bookmark: _Toc53915802]Study Contribution 
The findings of the research are meant to provide employers with insight into the effect of invisible disability experiences on the management of employees in the UK. It is hoped that findings can allow those with invisible disabilities and make things difficult for themselves while preventing humiliation. Feeling confident with being open and addressing the perspectives of people with invisible disabilities and their experiences can make employers conscious enough to bring about change. Helping to reinforce the need to think twice before judging those with a disability visible or not. It can allow people suffering from invisible disabilities to be more open about their feelings and express what they have been going through, get support from others and inspire others do so too. It may also be a force for positive reform in the way people act generally and how problems can be solved. Enable more flexible career options to be given up to people with these conditions.
[bookmark: _Toc53915803]Limitations
Due to the finite period needed to complete the analysis, more time is required to achieve a fuller understanding of the issue. Gathering of data for research from people with invisible disability is such a sensitive subject, and many are very guarded and not willing to share information easily, which makes participants reluctant to take part. The sample size was also a limitation as a larger pool of candidates from differing regions could bring new or differing results. There was a lot of differing themes that came up unfortunately all could not be covered in this study. Most of the supporting literature comes for the US as not much in-depth research seems to have been conducted in the UK. 
[bookmark: _Toc53915804]Literature Review

The literature review points out the conceptual insights on recent research studies on career difficulties faced by people with invisible disabilities, and their career development.  Much of the research conducted on employment and disabilities have not discussed the problem of getting meaningful employment and sustaining it. This review will look at employment and the experience of people with invisible disabilities. The issues of accommodation and ability have been the main focus for research, this article, paying particular attention to employment and career development, from the perspectives of the employee with an invisible disability, their requirements and challenges.
[bookmark: _Toc53915805]Employment
Employment is a compensated contract of employment concerning an employer and an employee. Usually, the employer regulates what the employee can do and whether an individual is employed. Employment is an employer-contractor arrangement where the contractor must have benefits. The employees must be paid a wage or agreed on the amount in exchange (Office for National Statistics, 2015).
While workers can discuss such things in an employment contract, the terms and conditions are decided solely by the employer. Employment arrangements vary because they can require various obligations and pay systems. Much of the employer-employee arrangement is driven by the requirements of the employer, for performance, and the style of management. The working partnership is often informed by the willingness and desires of the workers (Heathfield, 2020). Employers are prohibited from discrimination on the grounds of race, nationality, religion, gender (including pregnancy), gender identity, sexual preference, political origin, age, disability or genetic details. 
It has been proved that people have confirmed that working has provided major advantages in the rehabilitation process of people with mental illness and that employment has played an important role in their lives (Dunn, et al., 2008).
Employment has the same benefits to a disabled person as any other individual. This has the added benefit of alleviating the social stigma that frequently follows disabilities. The research showed a three-way cross-level engagement impact of impairment, integration, and team-learning culture on the success of disabled workers, through employment self-efficacy (Zhu , et al., 2018). However, disabled people are far more vulnerable to poverty because of the many challenges to access to education, health care and employment (The Department for International Development, 2015).
There is an employment gap of thirty-point one percent between disabled and non-disabled people, which is over two million people (GOV.UK, 2014). As can be seen from the above, it affects a wide range of people. This can have an impact on their ability to gain meaningful employment, promotion and to stay in employment long term. Although there are regulations on workforce diversity, disabled people still do not have the same employment opportunities that their non-disability peers do (Bonaccio, et al., 2019).
A report released by the Equality and Human Rights Commission discovered that people with disabilities are facing greater barriers to achieving a fair living. The point of reference for all disability rights is the 2010 Equality Act (EA), which compiled, reviewed and supported the various other existing Laws and Legislation. Nevertheless, disability is among nine features covered by the EA, which includes a legislative structure designed to safeguard human rights and promote equal opportunity for all (Atkinson, 2020).
Understand that the EA does have an extremely wide scope and is not merely a list of one’s rights. When you have a particular case query, the EA may be unable to give you a straightforward answer. There are innumerable disabilities and any number of scenarios where rights require clarification. This is the responsibility of the government and parliament to establish laws, and the courts, to determine if and when appropriate, do so (Atkinson, 2020). 
People with certain forms of unexplained disorders, such as debilitating pain or some form of sleep disorder, are frequently accused of falsifying or pretending they have disabilities. These health problems may happen as a consequence of chronic disease, chronic trauma, injury, birth abnormalities and so on and are not always apparent to the observer. The symptoms may be constant or gradual, permanent or volatile in the short or long term, and rapidly changing or incurable by medicine or other therapy (Brookes, et al., 2008).   
The term hidden impairment is prominent in literature and policy discourse in the United Kingdom (Prince, 2017).   
Anyone who has a disability wants to believe that they are equal to everyone else, they want to be regarded like a "normal" person. To use the word "special" would not help anyone feel equal (Klassen, 2015). The EA was placed into effect in October 2010, introducing a better, single regulatory system with simple, straightforward laws to counter disadvantages and inequality more effectively (HSE.Gov.UK, 2015).  Discrimination against a person with disabilities is unfavourable over something that is related to their impairment. This form of discrimination is unconstitutional whether the employer knows, or may genuinely be presumed to know, that the employee has a disability (HSE.Gov.UK, 2015). 
Equal law acknowledges that achieving equality for people with disabilities may mean improving the manner in which work is organised, eliminating physical obstacles and/or providing additional help for disabled workers. It is an obligation to make fair changes (HSE.Gov.UK, 2015). The purpose of the duty is to ensure that, as much as is possible, a disabled individual has the same access to everything involved in performing and managing a job as a able bodied employee. (HSE.Gov.UK, 2015). 
People are often scared to tell others about their illnesses and think that telling people and asking for help would not actually make a difference. A nationwide study of one thousand two hundred and forty-five disabled people in Canada showed that forty-five percent of all respondents think businesses are hesitant to recruit people with disabilities (Prince, 2017). A Disability study conducted in the United States reinforces the tradition of people with invisible disabilities posing as fit and active Prince, (2017) referring to Brune and Wilson, (2013). There is an entitlement for employees with a disability to have “reasonable adjustments” made to accommodate their disability as well as legal protection against discrimination (Atkinson, 2020).
Hazer and Bedell, find that applying for fair accommodation tended to have adverse implications for candidates with disabilities who want to inquire before accepting a job offer. The consequence here was that these candidates received lower ratings of acceptability for employment than applicants who did not seek accommodation (Hazer & Bedell, 2000).
[bookmark: _Toc53915806]Disclosure
The options to reveal where, whether and how they have varying implications. In an analysis of the recruiting process, the reaction of the employers relied on how the impairment was revealed, what kind of condition was reported and how much detail was released about it (Schrader, et al., 2014). Studies have found that applicants who required suitable accommodation before accepting a position received reduced employment suitability scores related to applicants who did not request an accommodation. Researchers have highlighted organisational issues that cause disclosure, such as social encouragement and understanding of long - term disability and invisible disabilities by colleagues (Norstedt, 2019).
If your workplace acknowledges hidden disabilities and shows support for them, then it will make it easier for someone to disclose their illness and ask for help. Furthermore, under the Equality Act 2010, there must make reasonable workplace adjustments to accommodate people with disabilities. Therefore, it’s crucial to implement measures that show acknowledgement of hidden disabilities.
With the derogatory views, pigeonhole, and discrimination involving invisible disabilities, exposure of an invisible disability presents significant risks for the person. Transparency is a problem due to the possible mixture of disadvantages and advantages in a work environment. Research on people with Epilepsy and diabetes discovered that notification of current or potential employers could lead to loss of employment (Lingsom, 2008). 
The decision of where, when or how to divulge has various implications. An analysis of the recruiting process, the reaction of the employers relied on how the disorder was revealed, what kind of condition was reported and how much detail was released about it (Norstedt, 2019). (Telwatte, et al., 2017) refers to Hazer and Bedell’s (2000)  study which found that applicants who sought suitable accommodation before taking up a position earned lower scores of suitability for jobs opposed to applicants who did not ask for accommodation. Studies have also established organisational factors that cause disclosure, such as social networking and awareness of chronic disability and invisible disabilities by colleagues (Telwatte, et al., 2017).
The preference of where, whether and how to reveal can have various consequences. Studies on recruitment processes have shown that the response of employers depended on how the impairment was revealed, what sort of impairment was revealed and how much detail was disclosed about it. Candidates who asked for provision before receiving a position received lower job suitability evaluations than those who did not seek provisions. Studies have established organisational factors that contribute to transparency, like parental support and awareness of the disability by colleagues.
A national study has demonstrated the extent of negative public attitudes toward people with 'invisible' disabilities, and it highlighted the extent of negative public perception towards hidden disabilities. 
It is already known that people with disabilities are more than twice as likely to be unemployed as those with no disability. Nineteen percent of working-age adults are disabled, and more than three-point seven million disabled people work. Thirty-two percent of disabled people and twenty-two percent of able-bodied people feel that there is prejudice against disabled people. One in three people with disabilities feel there is a lot of prejudice to the disability. One in three of the population see people with disabilities as less productive than able-bodied people (Collier, 2018).
The study will therefore explore through the experience of the participants; the measure employers need to put in place to support the employee and investigate what measure can be introduced when there is no physical evidence of disabilities. 
Researchers are mindful that the obstacles for individuals with disabilities to reach the workforce differ based on the type of impairment. Some people face extreme hardships to be addressed while some experience lesser hardships. However, a study revealed that work in this field still views people with disabilities as a collective unit and, opportunities for employment differentiated with respect to the form of disabilities. The hearing and partially sighted have been shown to have the strongest labour-market opportunities. The group with a psychological disability has been found to have more difficulties entering the labour force. The results could be due to the difference in the level of education in the psychologically disabled group (Boman, et al., 2015).
Repeatedly there is a low rate of work for people with disabilities and has been a chronic concern of policymakers in developed countries and has become a focal point of a series of policy interventions, namely labour market, equity policies activation programmes and welfare reform. A main measure of change is the increase in the unemployment divide associated with disabilities, the percentage-point gap in the employment levels for disabled and non-disabled people. Strangely in the UK, analyses that have been conducted over the years the results have fluctuated. The two bodies that conduct the studies are the General Household Survey, or the Labour Force. The survey from both studies uses a common definition of disability to gather self-reported information from a sample group of households (Baumberg, et al., 2015).
Disabled employees make up one of the biggest occupational diversity groups. As there is a high unemployment rate in people with disabilities, it has been suggested that they are underused as a labour pool and that employers need to draw from this pool to resolve the lack of workers created by population changes when baby boomers retire and have fewer workers to replace them (Bonaccio, et al., 2019).
As intangible impairments are conditions that are not apparent but affect the capacity of an individual to work the Invisible Disabilities Association reports fatigue, nausea, neurological dysfunctions, psychiatric conditions and auditory and visual impartments as examples.
It has been suggested that in the US there is around ten percent of the working population with an intangible illness which means one person can have an invisible illness even in a small workplace of only ten people (WHO, 2019). For managers invisible disabilities can be disheartening as they must be revealed by the employee as they are not immediately obvious, staff may be unwilling to do so out of fear; this fear can blind them from being aware of the support available for intangible disabilities in the same manner that they can handle more obvious disabilities. Nevertheless, administrators and staff from HR may need to be innovative in seeking appropriate solutions that satisfy the needs of the workers while maintaining their privacy. It is much more difficult when a management or HR staff believe that the source of performance problems could be an intangible illness, but the individual has not revealed that they have any impairment. Cases such as these can be difficult to handle; management and HR have to delve deep and not only create but also identify ways that help workers achieve their full potential (Gubnitskaia & Smallwood, 2019).
People with disabilities have reduced work and income rates, and there has been research that states workplace discrimination is a contributory cause. New data is provided from a field trial that submitted applications in response to over six thousand advertisements for accounting vacancies from well-qualified fictitious candidates, with a third of personal statements revealing that the candidate has a spinal cord disorder, a third reporting the existence of Asperger's Syndrome, and a third not stating any disability. These conditions were selected because they really should not be considered to impair efficiency in accounting, which should rule out cost-based reasons for any discrepancies in employer responses. Half of the applications represented an inexperienced accountant, and the other half represented a skilled one. The hypothetical disabled candidates earned twenty-six percent less responses of employer engagement than people without disabilities, with no distinction between the two categories of impairment. The general trend of results is consistent with the fact that discrimination against disability tends to hinder career opportunities for people with disabilities, and more focus needs to be paid to workplace actions and the work market demand side for people with disabilities (Ameri , et al., 2018).
[bookmark: _Toc53915807]Recruitment
In the Recruitment Industry Disability Initiative, 2017 candidate survey (Initiative, 2017) found that seventy-five percent of potential employees who have disabilities surveyed say their disability impacts their career quest, at various stages of recruitment, fifty-four percent encountered obstacles, and twenty-eight percent find digital assessments difficult. These survey findings go to show that in-house hiring managers should do something to aid businesses to hire more individuals with disabilities and expand into this vast pool of talented people, particularly when more and more industries are experiencing skill shortages.
Organisations with a constructive and collaborative approach to disability management will enjoy multiple rewards including improved workplace satisfaction and commitment; the opportunity to draw on varied experiences and talents that can improve creativity and success, and the ability to attract and maintain good people. (CIPD, 2018).
The Family Resources Survey (Authority, 2018) figures show that there are about thirteen point nine million disabled people living in the United Kingdom, and about three point eight million individuals with disabilities in work. 
As the statistics are very significant, so too then is the probability of employing someone with a disability. Although it is very possible, one will not be aware of it either.  Ninety-six percent of the diseases are invisible, so you likely would not see them, and you would normally not be aware about them unless you have been told. People often withhold information regarding their disabilities, mostly due to presumed discrimination or a lack of recognition and understanding. Employers will have to encourage employees to feel confident to ask for help, so workplace resources and care should be offered for the disadvantaged. Seventy percent of disabled people say intolerance keeps them out of jobs (uk.org, 2010).
According to (Jain-Link & Kennedy, 2019) Employees with disabilities who share other people they engage with are more than two times likely to encounter a happy and fulfilled experience at work on a regular basis than those with disabilities who have not divulged to anyone a difference of sixty-five to twenty-seven percent). They are much less inclined to feel anxious or nervous at regular intervals.
[bookmark: _Toc53915808]Human Resource Management
The role of Human Resource Managers HRM is to lead and influence diversity and workplace inclusion; as the organisation representative, it is imperative to push such initiatives that will recognise the potential of various people who will improve the business. This is also up to HR to promote an atmosphere in which all workers are respected and involved, which in turn helps guide the recruiting process and makes the company attractive to a more diverse pool of prospective applicants (Fuhl, 2018). Under the Equality Act 2010, all employers are required to make reasonable adjustments for people with disabilities; yet there is a persistent lack of workplace HR standards to handle invisible disabilities. It is acknowledged by Thompson and Smith (2010) who note that making fair changes for workers with invisible disabilities is daunting for HRM. (Cockayne, 2016).
There are no HR models that address disabilities; however, they use models designed for occupational health, and they have been adapted to aid with handling people with disabilities in the workplace. 
The medical model which has all disabled people thought of as being sick and needing to be healed or made better. They are a group of people with limits and need tasks to be done for them. This way of thinking leaves the disabled person with no confidence (Bonaccio, et al., 2019). 
The Charity model depicts people with disabilities as deserving of sympathy. Control and influence lie among well-meaning, knowledgeable individuals trying to bring improvement for the good of the impaired. In the end, it is hoped that people with disabilities should be thankful for what is on offer and behave as a beneficiary (Ameri , et al., 2018).  
The stakeholder theory is a more positive HR programme that works with the idea to include stakeholders; with professional advice assisted by a collaborative stakeholder engagement role. Organisations can use reasoning that can lead to a bias toward stakeholders with disabilities if used as factors impacting profitability (Migliaccio, 2017).
The diversification of a work environment leads to a productive work environment overall. Whatever model you adopted for disabled employee's an inclusive working environment is something that all stakeholders should promote and support. None of the models or theories look at invisible disabilities specifically.
[bookmark: _Toc53915809]Access to Work scheme
Access to Work is a scheme administered by the Department of Work and Pensions, which helps people with disabilities to overcome job-related barriers arising from their impairment or ill health. It offers advice and assistance to both the disabled employer and the employee on the individual's needs. If an employee is eligible for Access to Work, it is possible to obtain grants to cover for a wide range of services from support personnel and transportation cost to work. It will offer practical and financial assistance for individuals with a physical or mental health problem or a long-term illness. Assistance is given when anyone needs guidance or modifications. An Access to Work grant will pay for logistical assistance to help employee’s stay in employment or assist with work aid which is also provided for the self-employed. Unfortunately, Access to work does not cover the Channel Islands or the Isle of Man, and Northern Ireland has a separate facility which services them (Department of work and Pensions, 2020).
MP Sharon Hodgson address the debate on Invisible Disabilities and Accessibility Challenges, by commenting on the Government's Disability Confidence programme by saying it lacks any reliable accountability metrics to ensure employers allow people with disabilities to work, and it is possible to obtain level three certification without ever hiring a single individual with a disability; and suggesting it is an issue that needs to be looked into. (MP Hodgson, 2019)
[bookmark: _Toc53915810]Level 3 Disability Confident
The Disability Confident scheme assists employers in making the best of the skills that people with disabilities can offer to their place of employment. There are three levels to the scheme equipped to assist organisations with their Disability Positive journey at each stage. Each stage must be completed before moving on to the next.
While the current scheme has drawn some controversy for setting the standard too low for employers to display the disability-confident icon, it is more innovative and successful than its predecessor. There are three levels to the scheme: Disability Confident Committed, Disability Confident Employer and Disability Confident Leader Employers are required to self-assess the first two stages and then show the badge and the certificate. At the moment, an organisation can get to level three without hiring anyone with a disability (Brown, et al., 2017).
To be accepted at level one as Disability Confident Dedicated must adhere to the Disability Confident agreements and specify at least one step you can take to make an impact for people with disabilities. To become a level two Disability Confident Employer by self-assessment of two themes, having the correct people in the business and develop and keep your people. At level three, the business needs to serve as an advocate within the corporate and social communities by standing up to become a Disabilities, Confident Leader.
[bookmark: _Toc53915811]Sustainability 
There are around fifteen percent of the world's population that are disabled and are therefore a significant subject of the 'leave no-one behind' campaign. People with disabilities are well known to face stigma, especially those in the low-income bracket, where eighty percent of people with disabilities live (White, et al., 2018). Identifying the specifics and reasons for exclusion is important for inclusion to be accomplished, but this cannot be accomplished without detailed, high-quality data. Against the context of the 2006 Convention on the Rights of Persons with Disabilities and the introduction of the 2030 Plan for Sustainable Development in 2015, the movement for dignity and inclusion for individuals with disabilities has never been a better time. Governments set priorities across seventeen Sustainable Development Goals, with direct links to disabled persons (Commonwealth, 2010). However, reliable evidence on people with disabilities is important to achieve progress against certain priorities and objectives, and eventually their accomplishment. It is widely believed that there is insufficient evidence on disability, and production agencies appear to cite data limitations as the cause for failure to prepare proactively to include individuals with disabilities in their programmes (UNICEF, 2013). It is, however, an erroneous belief that there is a shortage of evidence on disabilities. There is also an increasing volume of data obtainable on disabilities. However, disability is a highly dynamic concept, with meanings of disability that differ across cultures, as well as differences in methodologies used to quantify it. Hence the current body of research on disabilities is not extensive, is frequently of poor quality, and lacks reliability. The need for accessible, high-quality research on disability is an immediate challenge that puts together a variety of people with disabilities, with a coordinated effort undertaken.
[bookmark: _Toc53915812]Methodology
In this analysis, the researcher used a qualitative methodology method based on the phenomenological technique. The research used a transcendental phenomenological approach. The interviews of three participants took place over the telephone. Multiple data sources will be used, primary and second data to ensure credibility.
The knowledge, experience and understanding of people with invisible disabilities is the starting point for the present study. The main emphasis is on the effects of invisible disabilities that they all experience, both mentally and emotionally as people at times acknowledge that their condition and personal experiences have often, but not always, impacted working ability.
Two of the participants have what is typically known as a chronic disease and the final person has an injury. All of the conditions are considered as chronic, and they face the same social isolation, limitations and injury; that means they should be described as a disorder, since people with chronic disorders still experience social alienation, drawbacks as well as disableism (Bê, 2019).
Questions were asked about their experiences of employment and working relationships concerning their invisible disabilities in working life in order to reflect on, the condition of the informant and the effects, how the impairment would impact their role, how the informants communicated their condition or did not express it. How the condition affects the interviewee, and how the impairment would impact their role, how the participant communicates their condition or if they have not discussed it. The disability of the participant and its repercussions, how the disability could impact their role, Whether or not the participant conveyed or not their invisible disability to their current or former employer and if HR or their managers were significant in helping them gain or request accommodation of the participant.
In order to analyse the experiences of individuals with invisible disabilities, a qualitative methodology will be used with an exploratory approach to provide a comprehensive analysis of disability management. The sample used will be of a primary nature.
All interviews were conducted with confidentiality and anonymity. The respondents have been chosen to achieve as much diversity of impairments, gender, age, and occupation as feasible. The present focus is on the consequences of invisible disability they all share, both socially – when the disability cannot be seen by others – and as lived experiences – of extreme fatigue, pain and depression that sometimes-affected workability, but not always.
To focus on the experiences and practices of disclosure of invisible disabilities in working life, questions were posed concerning: their informant’s disability and its consequences, how the disability may affect the work, how the informants communicated or did not communicate his/her invisible disability at his/her current or previous workplace and which persons or actors have been important for the informant’s practices and decisions. All of the informants had disclosed their respective disabilities to at least a few people at their current or previous workplaces.
Interviews were exploratory in nature and conducted in regard to participants’ experience as sufferers of invisible disabilities and their efforts to gain meaningful employment. 
The interviews were of the qualitative nurture in order to capture the experiences and views of the candidates. This aided in gaining a deeper understanding as to what the effects were to the candidates and determine research gaps and identify research objectives. The interview questions will be semi structured as this will help with analysing the responses in the time available for this study and assess the value of the effort through a complete detailed review of the subject.
In order to do this a decision on how to analyse the data needed to be made. The choice was narrowed down to two, Thematic analysis and Phenomenological Analysis. In order to decide, a deeper look into each method was taken.
[bookmark: _Toc53915813]Thematic analysis
Thematic analysis is an analysis process that has been developed over many years. However, Virginia Braun and Victoria Clarke, (2006) developed it in to a six-stage process for psychology research, these steps have become the most popular form of approach to Thematic analysis. However, it is a powerful approach that can be applied to a wide variety of studies (Braun & Clarke, 2006).
Thematic study is a successful approach to study when you want to find out about people's beliefs, thoughts, knowledge, perceptions, or principles from a collection of qualitative data, such as individual interviews, social networking sites, or feedback forms.
The fundamental difference is that the Thematic Analysis coding starts just after the data familiarisation process, wherein the researcher notes any initial analytical findings of each data item and the data set as a whole. Coding in Interpretative Phenomenological Analysis (IPA) comes from 'initial comment' or 'initial notation' of phases in which the researcher documents the initial theoretical findings of the data on the data point.
[bookmark: _Toc53915814]Phenomenological method
IPA is an increasingly popular approach to qualitative inquiry and essentially an attempt to understand how participants experience and make meaning of their world (Tuffour, 2017). 
Interpretive phenomenological research is at the core of the analysis of evidence and attempts to find what is of importance to the individual, how they feel and perceive their own views and experiences (Horrigan-Kelly, et al., 2016). This, in itself, is not revolutionary in qualitative research, but the methodological approach originated from psychology, it is a clear cut psychological definition of how the respondent characterises their experiences have been applied (Alase , 2017). 

Within the early stages of IPA, the researcher it is recommended should adopt the Smith's map to gain an appreciation of the "spirit" of IPA while creating your particular style. McCormack & Joseph (2018) refer to Smith (1996) who define these processes as a signpost for directing researchers' faith as they develop their own interpretive insight and grow as a researcher via practice. In addition, he suggests that the researcher encourages the respondent's intention of bringing to enlightenment and awareness what has been unrecognised through the art of open questions  rather than formalised questions (McCormack & Joseph, 2018). 

Step 1. Each interview needs to be transcribed verbatim by the researcher. 
Step 2. Starting from the first interview, the researcher needs to commit themselves and should immerse themself into listening to and reading the interview data file. Start to note the first opinions and concepts. 
Step 3. Extends the initial thoughts by making more detailed notes defining relevant topic, phrases, and ideas that emerge in the recording. By using a double hermeneutic, the interviewer develops an understanding of the experiences of the respondent.
Step 4. Note common themes that coherently portray the nature of the transcript 's distinctive phrases. Keep highlighting quotations that seem to be important to these trends. An analysis report is now made up of original notes, more succinct background notes, reflexive notes, emerging trends, and related quotes all gained from the first interview. These measures are labour-intensive, creating a detailed audit trail.
Step 5. Repeat steps one to four for each interview. At this point, start noting any correlations of themes that occur through data sets (consolidation of themes). Also acknowledge any appropriate information that stands out with thematic representation that has only occurred in a single interview (divergent theme).
Step 6. Now re-order the data set, going from the first to the last, making comparisons of trends and potential quotes. Thematic inclusion in the findings happens when a solution is found when the researcher embraces themes that are distinctive, vivid and supported by the data.
Step 7. Having now formed relations between evolving trends and recognised patterns of trends in each individual interview and across the cases, the writing of findings commences. At each draft of the results, checking to ensure that the established trends are validated by evidence. It is likely that Superordinate themes and subordinate themes could appear. It is important to persist in reviewing while documenting the findings. Ensuring to relate the relevant theory to the phenomena described.
After careful consideration the author decided to conduct the study through IPA due to the sample size and time limitations.
[bookmark: _Toc53915815]Sample and recruitment
The candidates studied were purposely sought as persons with invisible disabilities. The participants are all employed, aged between 30-55 and who have a disability, and a purposeful screening technique used—identified as a deficiency in body structure and function involving constraints of activity or limitation of engagement (Collier, 2018) . These informants were recruited via the author's network. All the participants responded to the researcher themselves after receiving a description of the study, and a call for participants was sent out. In order to ensure variance in the type of impairment, age, education, employment and occupation, the three informants were picked. One man and three women between the ages of 30 and 52 were interviewed. They had been diagnosed with Type one diabetes, Epilepsy, and Chronic backpain. For participation, the author screened all participants and scheduled a time to interview them. For an exploratory analysis of this kind, the sample size is considered suitable.  In the tradition of phenomenological studies, the scale of the participants can be between 2 and 25 (Alase , 2017).

[bookmark: _Toc53915816]Data generation 
Semi-structured individual interviews were conducted with participants with differing invisible disabilities. They were of an average duration of forty minutes. The interviews took place over the phone and were audio-recorded and subsequently transcribed— informed multiple data sources of primary and secondary data. Unfortunately, due to Covid-19 the interviews were not conduced face to face.
To begin with, the author had to determine what data to collect. The interview questions are available in appendix 1. The idea is to achieve as much variety of sample impairments, gender, age, employment, and occupation as feasible to ensure diversity. All interviews will be conducted with confidentiality and anonymity, and participants were given the choice whether they wish to remain anonymous or not and have been given Pseudonyms names. Interviews were exploratory in nature and conducted in regard to participants’ experience as sufferers of invisible disabilities and their efforts to gain meaningful employment.
It is important when producing a plan to produce one which allows one to think clearly about what is assumed or hoped that the interview will cover (Chan, et al., 2013). More precisely, it helps one to think about issues that could be faced in terms of querying terminology or vulnerable areas, for instance, and to give more consideration to how these issues could be addressed. Possessing the detail of the different ways the interview will progress helps one to focus more deeply and more easily on what the participant is really thinking when it comes to the interview itself. It is the role of the IPA researchers to try and explore in depth how people interpret things that are happening to them and make sense of them (Alase , 2017). Therefore, it needs a versatile method of data collection. Although data useful for IPA research can be collected in a range of methods, such as individual accounts and diaries, perhaps the easiest way to gather data for an IPA study and the method most IPA studies have been undertaken is through a semi-structured interview (Brocki & Wearden, 2006). 
This method of interviewing encourages the researcher and participant to take part in a conversation whereby original questions are altered as a result of the responses of the participants and the researcher is then able to explore relevant significant concepts that emerge (Anghelcev, et al., 2020).
[bookmark: _Toc53915817]Data analysis 
A qualitative approach was used to evaluate the interview transcripts: IPA, as defined by Smith, Flowers & Larkin (2009).  As an inherently phenomenological approach, it is important to research that aim to understand the interpretations and knowledge of the respondents themselves. Phenomenology is a robust research technique that is inclined to address difficult issues (Neubauer, et al., 2019). By developing a clearer understanding of the essence of phenomenology and seeking to maintain a clear balance between the current study topic and the fundamental theory of the research, the aim is to inspire academics to recognise the value of the answers to their research questions (Neubauer, et al., 2019). 
When looking at what the sample size should be, there is no correct answer. It depends primarily upon many factors: The degree of dedication to the level of research and presentation of the case study, the complexity of the specific scenarios, and the restrictions under which one is working. For instance, samples ranging as small as two participants to fifteen and more, IPA studies are being published. There has been growth in the numbers of IPA research that has been carried out with a very limited number of participants. IPA 's contribution to a thorough interpretative description of the cases used is a distinguishing aspect, and several scholars understand that this can only be achieved in a very small sample in a practical manner (Linder & Arvola, 2017). Consequently, one trades range for scope in simplistic terms. Prior to this what was recommended for a student project using IPA was five or six participants was a fair size sample. At present the view is that three is an incredibly valuable number for a study for students doing IPA for the first time which is the case of this author. This makes for effective in-depth contact with each particular case, but also makes for a rigorous analysis of similarities and differentiation, convergence and divergence (World Health Oraganisation, 2011).
The author decided that as a beginner working with a sample size that is too big, would be an overwhelming volume of data to produce a qualitative study, To the point they would not have been able to deliver an adequately comprehensive analysis. When deciding on sample size, researchers should consider the depth of cases and realistic constraints, such as time and the size of the sample (Miller, et al., 2018). 
The findings will be analysed via Phenomenological method because it is a study designed to view and define the sense of an idea or occurrence for many people through their experiences (Rodriguez & Smith, 2018). The reason for using interpretive research analysis is to explore in-depth how participants make sense of their personal and social environment, and the key value for a study of interpretive phenomenological analysis is the significance of individual encounters, occurrences that states hold for participants (Smith & Shinebourne, 2012). Participants were asked about their experiences of looking for, retaining, and progression of employment, as well as the support they were provided with to help them in their roles. Recordings of the interview were transcribed and are available in the appendix 2. is Mary’s interview appendix 3. is James interview and appendix 4. is Joan’s.
[bookmark: _Toc53915818]Stakeholder Theory
A stakeholder is anyone who has an interest or investment in a specific organisation or course of action in the broadest use of the term. The hiring organisations and their managers are inevitably stakeholders in this system any action taken intended to advance people with disabilities in the workplace. The more aligned all stakeholders can be in embracing change, the more likely the process of change is to succeed, which is consistent with the principles of participatory action research (Wood, 2020); if all stakeholders are 'pulled together' in the process, alignment is more straightforward. According to this rationale, only by actively involving businesses in such trials may the feasibility of study aimed at determining measures likely to advance career opportunities for people with disabilities be improved (Barrington, 2016). 
A modern notion of diversity was implemented by diversity management, and is no longer viewed a challenge because of the tensions it can create, but is now seen as a catalyst for the enrichment of the workplace atmosphere and the resulting rise in competitiveness due to the appreciation and consideration of the multiple players concerned (Parshakov, et al., 2018). 
[bookmark: _Toc53915819]Data Presentation 
	Table 1. Participants

	

	Pseudonyms
	Age
	Occupation
	Gender
	Invisible Disability

	
	
	
	
	

	Mary
	31
	Events Manager
	Female
	Type 1 Diabetic

	James
	30
	Performance Analyst
	Male
	Epilepsy

	Joan
	52
	Receptionist
	Female
	Chronic back pain

	
	
	
	
	



	Table 2. Selected Significant Statements

	
	

	Initially when I had just diabetes the interview process was absolutely fine. I would say upfront that I am diabetic, and they generally understood what it was and was involved and did not seem to be too much of a problem. 
	

	if my sugars were too high the lack of concentration and tiredness but generally that was understood. 
	

	people that I have worked with there has been added pressure on them, because of my disability.
	

	When I had to leave work early and there is a deadline, I was fully aware that someone would have to pick that up along with what they would have to do. 
	

	A work colleague approached me and told me because I’m in work due to an appointment I had to stop men being able to do what they have to do.
	

	The work colleague had pulled me aside to let me know that I should make sure my work is complete before I go to my appointments. 
	

	The complaint was made to my manager pulled me up about me leaving for appointments and having incomplete work.
	

	So, I was expected to work harder in order to complete the work before appointments. 
	

	I did not make a complaint to HR or occupational health about it I just made an effort to work harder. 
	

	I just could not be bothered to raise a complaint about it so I just got on with things 
	

	that I have to slow down my pace or take time out like day out.
	

	I did put in a request and was told I need to bring my own chair in as they could not afford it. 
	

	I was told that if I need a break, I could sit in the HR office
	

	Yes, as HR was fine with it, it was more some of my colleagues and management I had any issues with.
	

	I have an incident of workplace bulling with one of my workplace colleagues when I developed her kidney failure. When she said if your kidneys not working why don’t just go to Tesco and buy one
	

	They gave her unpaid suspension.
	

	It depends on the disability, from my experience having accommodation such as the chair it would have been helpful not to have had to buy the chair myself would have been helpful.
	

	The business did not seem aware of the place you could go to get help to provide chair
	

	It was my manager and did to HR in the end and they then gave me a partial refund of 70% of the full costs.
	

	I could have gone a lot further I ended up leaving and taking up a career in a totally different direction.
	

	When I was in the job for five years and saw people being promoted ahead of me.
	



Selected Significant Statements continues in appendix 5.
	Table 3. Themes or Meaning Units and Evidence

	 

	Themes/Meaning Units
	Evidence in Mentors’ Statements

	 

	The Treatments
	 

	 
	“I don’t see myself any different from anyone else. I have a disability, but I am able to carry out all my duties just as well and, in some cases, better than my colleagues.” 

	 
	“I’ve always had good experiences, with my current employer they put forward a care plan for me. This was to make me feel safe at work feel welcome and part of the team, which is pretty good. I feel if they are willing to put that in place for me it means they really appreciate my work and really appreciate me and take my needs into consideration”.

	 
	“I thought what is there for me to hide, as if I was to have a seizure in the interview and I haven’t told them about it, it would be a problem. It became a point where it was, I help them to help myself”.

	[bookmark: RANGE!A9]Career Prevention
	 

	 
	“I was told it was not the right time to promote me because of my condition”

	 
	“I didn’t need to ask for a special chair after having my transplant, as I needed some more support for my back. I did put in a request and was told I need to bring my own chair in as they could not afford it”.

	 
	"At first, I was told it was not the right time to promote because of my condition… They actually told you that you? Yes, that was the feedback HR gave me, they did not think I would be able to fill the role".

	 
	 

	[bookmark: RANGE!A14]Working Effectively
	 

	 
	"I’ve always had good experiences, with my current employer they put forward a care plan for me". 

	 
	"I feel if they are willing to put that in place for me it means they really appreciate my work and really appreciate me take my needs into consideration".

	 
	"Given orthopaedic, someone came in specifically to see what kind of chair I needed so they did accommodate me very well”.



[bookmark: _Toc53915820]Findings

In conducting this study, the researcher discovered a few similar experiences between the participants. They all showed that they had determination in one way or another in maintaining their ability to be employed. None of the participants had an issue with the interview process. They were happy to disclose their disability. 
[bookmark: _Hlk53829539]Organisation barriers to entry refuse, discourage and overly exclude marginalised communities from obtaining employment on the basis of sociological indicators, regardless of the nature of the role or the ability of the individual (Villanueva-Flores, et al., 2017). PWD faces greater obstacles to finding jobs than other minority groups (O'Mahony, 2017). Subtle organisational aversion to recruiting individuals with disabilities are visible during the evaluation and training process of employment (O'Mahony, 2017). This organisational opposition can be addressed by measures to track job descriptions, to establish recruiting and hiring with best practises, and to break down norms that restrict the employment opportunities of with disabled applicants. Maria Norstedt (2019) research findings suggest that people with invisible disabilities are in a precarious position considering the fact that in Sweden where the study was done, working life is reasonably well regulated.
The James would not disclose his disability when he first started looking for jobs but explained that after being successful in gaining employment and disclosing his disability and receiving a positive reception; he then decided he would disclose on application. He did not see anything different in his responses.
“Once I got the job, I would then declare that I had Epilepsy and explained my condition to them. Most of the employers I had have been pretty good with it.”
However, he did add that he believed it was due to his particular condition being one that is generally well known and understood that made it more acceptable.
“I got quite a few interviews even though I put it on there I do think it is partly luck because epilepsy is a common condition that has been spoken about and people have it in their family.”
Carrye Syma (2019) refers to Colella et. al (2004) statement “Some disabilities elicit more negative reactions than others because they are seen as more socially undesirable and are particularly stigmatised”.
The controls on employers’ hiring decisions and their views of employability bring to question the ability of the laws to protect those with invisible disabilities or help their employers to accommodate them (Syma, 2019). Even though people with invisible disabilities are protected by law against discrimination, many do not disclose because they fear stigmatisation. Without significant rethinking of organisational cultures that shape the values and the character of a workplace, changes in legislation and workplace policies will result in little progress towards reducing the stigma associated with disability or in creating a positive work environment for all employees.
Holland, (2017) reported on Jimmy Isaacs experience of the disclosure of his invisible illness and its direct negative impact. He was diagnosed HIV positive in 2013 while employed by a sunglasses business based in the UK, and explains that as a result of revealing  details of his illness, he was forced to take a cut in his hours, which affected his wages and his duties were also reduced. Leading to him being unable to afford his rent, he then quit, and in looking for employment he has found that the recruiters vanished as soon as he explained the reason for the gaps between jobs (Holland, 2017).
Organisation post-entry challenges remain for individuals with disabilities in terms of pay and benefit equality, access to training and job advancement, and perceptions of managers and colleagues. These inequalities restrict people with disabilities to be inferior at work. Small career preparation continues to be the main hurdle among injured workers to job development (Parshakov, et al., 2018). Disabled people suffer a "double blow," they experience pay inequalities doing the same jobs as non-disabled staff.  
Disability pay gaps in the UK: 2018 from the office of national statistics show that “disabled employees with a mental impairment had the largest pay gap at 18.6%, while for those with a physical impairment the pay gap was 9.7% and those with other impairments had the narrowest gap, at 7.4%” (Office for National Statistics, 2015).
In a study conducted by Oud (2019) Almost all of his ten interviewees reported unfavourable working experience due to cultural expectations of the disabled and the stresses that are caused due to increasing performance-oriented workplace (Oud, 2019). Fevre, et al. (2013) referred to The British Workplace Behaviour Survey which revealed that employees with disabilities and long-term conditions will be most likely to undergo ill-treatment in their workplace and have undergone a greater spectrum of ill-treatment. Similar forms of disabilities have been related to various forms of ill-treatment. Therefore, provides support for the social approach, which suggests that it is not people’s impairments that make them less productive, but the way work is organised within a set of social relations (Fevre, et al., 2013). In order to understand the dynamics affected, we need to know more about certain areas of work, such as issues with work conditions and modes of ill-treatment, that might be more prominent with disabled workers (Fevre, 2017).
One of the biggest obstacles that disabled people face upon joining the workforce is the behaviours and prejudices of peers and managers (Vornholt, et al., 2018). The views of the general public towards people with disabilities is well researched and reported that people frequently experience a high level of social isolation towards people with disabilities (Lindau, et al., 2018) (DuPont-Reyes,, et al., 2020). In the workplace, this sense of social distance will contribute to a bias in the sense of the ability of disabled workers, in a sense that people with disabilities are viewed as inadequate and have no potential to grow, and unable to have the same level of competence as their co-workers (Bonaccio, et al., 2019)

The productivity of a disabled employee continues to be among the primary worries of employees in organisations. Employees who conclude that workers with disabilities are to be blamed for increased work-related problems and workloads have lowered perceptions of the worker and more adverse responses and views towards workers with disabilities in general. (Vornholt, et al., 2018).

Mary works in an office business environment. She stated she had pressure from her colleagues and then put pressure on herself to get work, completed before leaving for appointments; in order to not feel guilty for leaving work for the colleagues to complete.
Stating that; “there has been added pressure on them (her colleagues), because of my disability. This is something I have noticed as well as has been voiced to me. When I had to leave work early, and there is a deadline, I was fully aware that someone would have to pick that up along with what they would have to do”.

She recalled a co-worker pulling her aside and pointing out they had to stop what they were doing to complete her work. Then a manager addresses this telling her she needed to complete her work before going on her appointments. This meant she would have to work hard to finish the job in a shorter time. Employment challenges for people with disabilities include heavy demands on the employee to be effective, as well as internalised pressure to do additional work to be perceived as 'natural,' which brings a physical and psychological cost and contributes to higher levels of stress (Oud, 2018).

Two of the participants experienced bullying and ill-treatment in their place of work. Mary’s incident was due to her diabetes in which she developed a complication that lead to her having Kidney failure. This resulted in more appointments and time off work. Her work colleague then thought it was appropriate to say to her “if your kidneys not working why don’t you just go to Tesco and buy one”.
Joan had an operation on her back and due to this needed to have a phased return to work. Her manager did not want this and refused. She then had to go to HR where the doctor’s ordered phase return was agreed. As a result, the manger refused to speak to her. She never uttered a single word, and this was not addressed as the manager lost her job for an unrelated incident. 

Ralph Fevre, et al., (2013) supported the previous survey conducted by British Workplace Behaviour Survey (2008), which found that although, none of the reasons for discrepancies in work experience that may be derived from the research can be omitted, the study indicates that the ill-treatment of workers with disabilities remains rooted in the social relations of the workplace (Fevre, et al., 2013). Usually, abuse takes the form of offering unreasonable targets, or avoiding, questioning, or complaining about it. (Milne, 2013).

[bookmark: _Toc53915821]The treatments
All three participants felt their disability affected the work they did in one way or another and needed some form of accommodation whether it was a chair or a care plan on what to do when an attack takes place. One of the participants works in a private medical practice and the other has medical professionals working at their establishment which may be the contributing factor to the understanding shown and pressure not being placed on them.

Two of the participants voiced the fact that they are just like everyone else.

[bookmark: _Hlk52815720]“I don’t see myself any different from anyone else. I have a disability, but I am able to carry out all my duties just as well and, in some cases, better than my colleagues.” 

Many individuals have a good understanding of what disability entails and have no difficulties with recognising the symptoms they deem to be impaired. Normally, impairment is described as a limitation on our capabilities to perform activities as a result of compromised functional physical or cognitive activity of the human being. We all are limited by our bodies and are all unable to undertake certain activities, but most of them are not deemed to be disorders. Although it is undoubtedly right to put aside our prejudices of how severe any disorder must be, it is better to concentrate on the real limitations that people face, and whether these should be the focus of our attention. Our existing presuppositions of what constitutes disability frequently show discrimination and bigotry and should be revised. (Begon, 2020).

[bookmark: _Hlk52815494]Joan said, “I try to fit in with everybody else, I don’t play on my disability I just get on with my work, so to speak”.

The term 'disability' applies to a wide variety of disabilities, and even the very fact suggests that they are not exactly the same. They have their own personality, desires, needs, preferences, and dislikes, much like someone without disabilities (Klassen, 2015).

Actress Isabella McGough interviewed by Jessica Holland (2017) said “It’s a cut-throat profession,” “You need to look physically strong, and show that you’ve got the strength of mind, body and soul.” At twenty-three years old living in London fighting to make it as an actress she had to be up for the challenge, juggle her life through rehearsals, working at a bar to cover bills and teaching. She said, “I’ve always tried to live my life to the fullest and not miss out on anything,”
For this reason, she chooses not to disclose her epilepsy. She explained that she is susceptible to seizures if she overexerts or does not have enough rest however, she is not sensitive to flashing lights. She explains how lucky she has been not to have had a seizure at work, nonetheless, she has had to take time off work to rest so she has called in sick.

She still does not feel comfortable to disclose the reason behind the need for her to take time out. Stating “There have been times when I’ve said I had flu symptoms because, as an employee, I don’t feel that [needing to rest] is a good enough excuse to have a sick day. That’s when you feel almost guilty for it.” It is a problem that would be recognisable to hundreds of millions of people around the world who have long term health problems that impact their everyday life but it is not noticeable to the outside world (Holland, 2017).
The most unique aspect of invisible disability is that it is up to the person to determine if, how, when and to whom to reveal it (Barned, et al., 2016). 
A study conducted by Marshall, et al. (2020) from the University of Brimingham on teaches with an invisable disability found that all respondents believe in order to fully address the needs of the individual that there was a need for disclosure of disability (Marshall, et al., 2020).

Work can be stressful expecially with the daily routine of early mornings, deadlines, and workplace politics, then add the intensified much heavier load of hiding a disabilty;then added is the risk of being found out. It is another task to hide your real self. This is so common.

In the 2017 Center for Talent Innovation’s “Disabilities and Inclusion” study, found that 30% of the skilled workforce were in compliance with the current legal definition of disabilities ( Center for Talent Innovation, 2017).  The larger percentage have kept this status hidden. Just 39% of workers with impairment have been revealed to their superiors. Still less have been reported to their co-workers (24%) and (21%) to HR. Hardly any (4%) disclosed their disability to customers ( Center for Talent Innovation, 2017). 
James expressed his experience with his current employers.
“I’ve always had good experiences, with my current employer they put forward a care plan for me. This was to make me feel safe at work feel welcome and part of the team, which is pretty good. I feel if they are willing to put that in place for me it means they really appreciate my work and really appreciate me and take my needs into consideration”.
Jain-Link & Kennedy (2019) found that the value of the transparency of this particular part of one’s identity: Employees with disabilities who informed any of the stakeholders they associate with are more than twice as happier or secure at work on a daily basis than employees with disabilities who have not communicated to others (65% versus 27 %). They are much less likely to be nervous or upset frequently (18% versus 40 %) or lonely (8% versus 37%) (Jain-Link & Kennedy, 2019).
In spite of the fact that people are classified as able bodied or impaired on the basis of what can be seen, those with invisible disabilities are frequently distrusted because they do not appear disabled or impaired (Kattari, et al., 2018). Therefore, some also doubt the legitimacy of the impairment. It is a challenge not only to decide whether or not to disclose the invisible disability to your employers but also in the stopping and recognition of a disability to be disclosed (Alase , 2017) (Santuzzi, et al., 2014). Hiding a disability can also be linked with risk in a situation of an emergency happening and people in the area are unsure of the realistic and medical steps that need to be taken (Charmaz, 2010), If someone has a heart disease, epilepsy, diabetes, or asthma and needs immediate medical assistance and the condition has been hidden, accommodation and help at a workplace cannot be provided unless the co-worker is aware of the needs of the employee (Santuzzi, et al., 2014).

James voiced this in his interview: “I thought what is there for me to hide, as if I was to have a seizure in the interview and I haven’t told them about it, it would be a problem. It became a point where it was, I help them to help myself”.

Sally Lindsay, et al. (2018) reports after reviewing the literature on the benefits to employing people with disabilities they found that although the result indicators ranged widely through the research analysed, all researchers reported at least one advantage of recruiting people with disabilities. They also found that the advantages of including people with disabilities have led to improved profit margins. Examples given include, profits and cost-effectiveness, turnover and retention, reliability and punctuality, employee loyalty, company image, there is also competitive advantage: examples found were diverse customers, customer loyalty and satisfaction, innovation, productivity, work ethic, safety, inclusive work culture, and skill recognition (Lindsay, et al., 2018).

[bookmark: _Toc53915822]Career Prevention
There are laws that address discrimination and the basis for disability, however, disabled people also face career development obstacles (Lindstrom, et al., 2018)Career progression for people with disabilities is complicated, non-linear and unpredictable. Mercat-Bruns, (2017) bring to our attention that it is impossible to spot bigoted opinions against people with disabilities, but they have a right to an inclusive atmosphere in which prejudice would not affect them (Mercat-Bruns, 2017). 
All three participants felt their invisible disability had a part to play in the prevention on their career development. Although, they all had differing outlooks as to the reason for the block on career development.
Mary had a very clear perception on how her career has been affected. 
“I was told it was not the right time to promote me because of my condition”
Promotion is an organisational activity to reward the success of workers by electing staff members to a higher position with increases in pay, duties, privileges, and control (Tuwei, et al., 2013). Even so, it emerges from research literature that human resource policies appear to be biased against people with disabilities because they are usually inadequately-represented in the workplace. (Annett , 2017). Research literature strongly suggest that people with disabilities feel displaced from the work force as a result of workplace discrimination of their condition, which can also be reflected by their underrepresentation in the working environment (Potgieter, et al., 2017).
Career development hurdles are a key issue in disabilities and leadership studies. Irrational stereotypes, environmental challenges, unavailable assistive technology, as well as a variety of other causes, are primary obstacles to the career development of individuals with disabilities (Darcy, et al., 2016).
Daniel Samosh, (2020) refers to Wilson-Kovacs and colleagues (2008) described how positions of leadership are particularly precarious for persons with disabilities, due to attitudinal and organisational constraints. The leaders of their report have demonstrated how paternalism, working conditions, tokenism, and lack of positive input have harmed their career development (Samosh, 2020).
Employees must disclose their disability to obtain accommodation (Isetti, 2020). If accommodation is refused, the individual would have trouble completing work assignments leading to reduced opportunities for promotion and continuity of work. The attitudes of managers and co-workers can generate discomfort. Mary experienced this when asking for accommodation after her kidney operation. 
“I didn’t need to ask for a special chair after having my transplant, as I needed some more support for my back. I did put in a request and was told I need to bring my own chair in as they could not afford it”.
Roe & Athelstan-Price (2020) refer to the British Workplace Behaviour Survey by Fevre et al. (2013) who found that workers with disabilities and long-term conditions are most likely to undergo ill-treatment at the workplace and have encountered a greater array of ill-treatment. Related forms of impairments have been linked with related forms of ill-treatment (p. 288). The co-workers, supervisors and managers social relations are embedded in the workplace, so the writer concluded that, that was where such treatment came from. They also noted that ill-treatment or discrimination were equally likely, if not more, to be suffered from by people with 'invisible disabilities'(p. 303) (Roe & Athelstan-Price, 2020).

[bookmark: _Toc53915823]Working effectively 
When participants with invisible disabilities addressed their work capabilities, they related to their expectations of their ability to execute work activities in their current workplace. Data gained from an article from The Guardian.com entitled Hidden disabilities at work: 'Every day I'm fatigued and in pain' by Ryan, (2017).
Allen, data analyst in London voiced how worried that her 'luck' is going to run out, and may not be able to work at all, or to have her employers lose patience, and she would then be unemployed.
Rebecca is thirty years old; she has hypermobility syndrome which is a connective tissue disorder that induces loose joints and muscle fibres, she also has fibromyalgia and intestinal and lung disorders.
She's exhausted and in Rebecca pain every day at work even a challenging journey to work could mean she's struggling to make it through the working day. But because her disability is invisible, she does not necessarily seem disabled to her co-workers.
This has meant that co-workers in past workplaces have pointed at the clock and made sly gestures when she comes in later because of her illness, as well as degrading remarks about her willingness to work. 
“I’ve found there’s a total lack of understanding in the workplace, as in the wider world, of what a hidden disability is, whether it’s real or not, whether it could exist at all,” she says. “To most people, a disability still means being in a wheelchair.”
Scope the disability equality charity in England and Wales review reveals that the disability employment gap showing that less than five of every ten persons with disabilities are employed, in comparison to eight in ten non-disabled people. Also, people with disabilities who are at work are more than twice as likely to be out of work than non-disabled people. (Ryan, 2017).
Liz Sayce is Chief Executive of Disability Rights UK, an organisation committed to enabling equal participation for people with disabilities has found that there is also a culture prevalent in some industries in which employees do not feel happy being transparent about their health problem or disability. She explains “People are afraid they will be wrongly viewed as less capable, passed over for promotion or even lose their job,”. 
[bookmark: _Toc53915824]Discussion
This study investigated the experiences of people with disabilities about the challenges they face in their career advancement in the UK workplace. Taken into consideration, the sample size for the study participants were inclusive of all races, age, and gender. Most of the participants occupied skilled to semi-skilled positions. None of the respondents held unskilled or top leadership positions. Jeffrey Moore, et al. (2020) studied reports that workers with disabilities are primarily in entry-level and semi-qualified roles.  Lindsay, et al.(2018) affirmed that workers with disabilities have a lengthy career; they appear to be dedicated, efficient, trustworthy, and hard-working staff.

The study found that not all people with disabilities faced barriers to career development. In a study conducted by (Moore, et al., 2020) found their participants reported that they had not faced any obstacles to work challenges in their workplaces. Just as James of this study, although his health changed his path, he still has a career. The respondents that did experience problems what they encountered was close to those suggested in the secondary data.

Despite years of legislative and social initiatives to combat prejudice against minorities, bias against people with disabilities remains a relative latecomer. There is an undisputed need to collect evidence on the work experience of people with disabilities and serious health conditions, within the UK.
It has been documented on several occasions by researchers into workplace harassment in Europe, USA, Canada, Africa and Asia but very little for the UK, this starts and concludes with the strategic help into corporate leaders, without which no improvements can be made. To ensure the broader workforce is well aware of the ethical and moral consequences of their acts support roles such as occupational health, counselling and HR to ensure that managers / supervisors have major engagement with them are in place (Lewis, 2018).
This essentially calls for a collaborative and inclusive solution between trade unions, employers and the entire workforce. With public opinion often fluctuating as a result of political discourse regarding people with disabilities, even more needs to be done to acknowledge the major accomplishments, both present and future. It is imperative to ensure that workers with disabilities and permanent ill-health workers are not humiliated nor disciplined by draconian discriminatory policies or procedures. (Lewis, 2018).
Greater exposure to human resource problems, irrespective of their attributes, contributes to a climate that is imaginative, inspiring, and encouraging, thereby optimising the overall performance. When communicated and embraced, an open mindset, the desire to listen and an understanding of diversity can boost market success and foster a corporate image by integrating its social credibility (Migliaccio, 2019). The assimilation process, of course, is not immediate and needs to address initial biases and conflicts of possible harm to internal and external relationships (Ameri , et al., 2018). 
The disability manager also needs to determine the role of workers with disabilities within the business and, in particular, their contribution to the process (Gensby, et al., 2014). To prevent prejudice in the allocation of promotions, since the most suitable positions are often reserved exclusively for individuals without any disabilities.
Productivity may be affected by the way the disabilities affect the employee, whether it is genetic or accidental; an evaluation has to look at the possibility of reversing the situation, and its effects on social relations.
Contributions and public grants that reward the organisation for its costs or missed resources, thereby improving the economic and financial dynamic, can also be considered for some indicator of competitiveness for people with disabilities (Rashid, et al., 2017).
Ultimately, in many countries, the recruitment of people with disabilities is mandated by regulation and in many instances: complying with these laws is a legal requirement and to do so avoids government sanctions. (Migliaccio, 2019).
It is apparent from all the research that companies need more clarity in the form of regulations on how to deal with invisible disabilities and give workers more guidelines about how and when to disclose their disability. Holding training sessions on the subject could be arranged in such a manner that the employers could conduct these educational sessions to help staff and colleagues better understand what the different invisible disabilities are and how they can be supported. (Syma, 2019).
When combining training, awareness and positive attitudes, this should expand the perspectives on disabilities, and help employers acquire the skills they need to bridge gaps, and increase opportunities within the workplace so that everyone can benefit and equal contribute equally (Morgan, 2020).

[bookmark: _Toc53915825]Conclusion
	
[bookmark: _Hlk53830923]This study is IPA-based research which concentrates on exploring how people find their life experiences meaningful. A full analysis of the personal accounts accompanied by the introduction and discussion of the everyday conceptual concepts which is combined with the researcher's own understanding. The key aims of this research are to understand more about the work environment of people with disabilities in the United Kingdom and some of the cultural problems and obstacles at work that cause challenges for them.
[bookmark: _Hlk53832273]This analysis aimed to examine what is already recognised and what needs to be better understood in respect to employment policies for people with disabilities. A detailed analysis of the literature and consultation with the participants was established. The study revolves around seven to date subjects: policy versus procedure, stigma, transparency, employment, relationship building and use of disability organisations, knowledge and resources for employees, and recruiting practices which would encourage people with disabilities to apply. Mary and two other participants address the subjects of stigma, transparency, employment and relationship building however, the topics of policy versus procedure, knowledge recruiting practices come from other literature reviews. 
The findings were mixed, participants generally had good work experience with a level of job satisfaction, particularly ones that have supportive peers and managers, with a level of impairment sensitivity and empathy and a high level of independence and autonomy in their work. However, the findings have also demonstrated that people with invisible disabilities do face challenges and problems in the workplace. The key challenges identified in the research were due to a lack of knowledge or an ill-informed understanding of disability, including the negative views of people with disabilities as weak and less efficient at work. Additional challenges included heightened demands for high workload, efficiency and effectiveness at the office, as the lack of support to provide support for people with disabilities at the workplace. This is apparent with all participants Mary, Joan, Rebecca and Jimmy which has affected their working life.   

The participants in this research who had disclosed their invisible disabilities believed they had been treated no differently from their co-workers. This finding is not consistent with international studies which show that people who disclosed their disability experienced additional hurdles while seeking work and may be evident with a larger data set.

While most had good experiences with accommodation requests, particularly for requests requiring one-off purchases such as furniture or necessary physical adjustments, participants who required flexible or shortened working hours or flexible job schedules reported greater tension and difficulty and less progress in providing accommodation.

Similarly to the results of this research, disability studies related to employment report that challenges for people with disabilities at work include the burden of an efficient, productive working culture that produces assumptions that make disability challenging due to derogatory impairment beliefs as being less productive.

Disabled people can support the growth of the UK labour market, efforts to improve and use their abilities should be rendered without bias based on their impairment. Co-workers and managers need to be attuned to disability. Disability recognition would equip companies to establish an inclusive and welcoming environment where workers with disabilities will be accommodated, and their skills or achievements respected. 

Respondents described that they had slow to no promotional chances and were less likely to be chosen for a role due to their disabilities. Whereas some respondents described how they had no promotion opportunities and were not likely to be selected due to their disability. However, some respondents said that they had not faced any obstacles to career development within their businesses. It appears like the respondents who obtained help from their leadership and co-workers have not faced career development challenges. There is an example where Jimmy was reassigned to a lower position after announcing his disability. This position had fewer responsibilities and lower wage. James and three indicated a change to their employment due to disability. Mary pointed out that people are not empathetic because they lack knowledge and information on people with disabilities. People are not educated on disabilities, although the disability declaration has enabled people to get assistance from their employers. In answer to employment and career progression it is a mixed outcome. 

Disclosure is a gamble where people with invisible disabilities risk losing their positions and not being able to find new employment. One respondent in this sample whose disability took a turn for the worse explained how they had been treated poorly by their management and co-workers. 

Not all people with disabilities face barriers to job development; respondents reported that they did not face career growth obstacles in their workplaces. Any progression issues have been identified. The literature suggested that disability issues impede the progression of careers in the workplace (Potgieter, et al., 2017). Potgieter, et al. (2017) quotes Beatty (2012) in the claim that workers with disabilities face career plateaus.
 
The study found that HR practices do not favour disabled participants. Jimmy also suggested that he had been demoted after declaring his disability. HR works with several models that they use to provide service to disabled employees. None of which have worked well. The Stakeholder theory comes the closest to aiding the cause, which is evident from the responses on when support and corporation between the HR manager, co-workers, and the disabled person works. 

The research further reveals that obstacles to sustaining employment in the workplace include perceptions of stigma and prejudice on the part of managers, supervisors, and co-workers, ranging from feeling underappreciated in their work to facing both implicit and open discrimination.
[bookmark: _Hlk53825539]There is a discrepancy in the results of this research between favourable interactions at the workplace, encouraging co-workers and managers, and the presence of systemic barriers and effects at the workplace. This could be addressed by implementing the Stakeholder theory along with the education and informing all stakeholders on invisible disabilities.

[bookmark: _Toc53915826]Future Research

First, the present study does not offer co-worker, manager, or HR interviews. A more comprehensive analysis of the risk assessments of groups of managers would lead to more precise conclusions and greater generalisation. Perspectives can be key to enhancing the work environment of people with disabilities and their respective employers. Measures for integration in work environments should be discussed and developed to enhance employment opportunities for both workers and individuals with disabilities. A recommendation for the further study could involve a bigger and more diverse sample

[bookmark: _Toc9933741][bookmark: _Toc10021333][bookmark: _Toc53915827]Reflective Report 
Once I had decided on analysis to use then, I had to think carefully on what the research objective was and the study questions I needed to be answered. Then to draft the right type of questions for the participants to answer and provoked the memory to give as much information as posable about their working life experiences, from their interviews to present-day employment. Conducting the interviews themselves was a nervous experience and I had to ask personal question which I was hoping would not offend the participants. During the interviews, I had to restrain myself from putting words in the participants’ mouths and probe for more detail as to what had transpired. Listening over the interview surprised me on how much information is missed, even though I believed I was paying full attention.  
In doing this research and conducting this study as a qualitative and not quantitate study, I challenged myself with a new experience. I did wonder if ‘I had bitten off more than I could chew’ as an area of research that I had not ventured into before. Having now completed the task, I have learnt a lot about differing theories on how to conduct the investigations. It is amazing how much information can be gained by asking the right questions and letting an individual talk. This stresses that personal interviews offer unparalleled insight into the life of a participant, as well as an understanding of how they see their life as an explanation for their actions (Jentoft & Olsen, 2019). Also, not letting your own opinion get in the way of researching to gain real insight as to the participant's experiences. I enjoyed the exercise in finding the themes and seeing how big of a subject this issue is. Additionally, depending on the disability, not only the understanding and treatment can be very different so to the opportunities available can differ significantly. Having now done the IPA research, it is a tool I would recommend as it helps give a complete insight into the participant's personal experiences.
Having completed this with only three participants, I can now see how much more of a clearer picture could be gained with participants. Not being able to meet face to face due to Covid-19 stopped the ability to forge a rapport where the participant which would help them feel more confident to reveal more information. The interviewer should know how to construct a rapport and earn the confidence of the participant (Pietkiewicz & Smith, 2014). After listening to the recordings, there were points that I picked on after that were missed due to interference that if heard could have been investigated further allowing me to gain more information.
Since completing the research, I can see areas that I could improve on, such as taking more time to investigate the subject area before designing the questionnaire. If possible, schedule the study in a way that allows revisiting the participants to clear up anything that may not be so clear or assess where more information may be needed. I would also start the interview process earlier to give a maximum opportunity to investigate all the themes that were found.
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[bookmark: _Toc53915829]Appendix 1. Questionnaire 
Research Introduction: 
Finding and maintaining employment is a struggle for many people with invisible disabilities, a report released by the Equality and Human Rights Commission discovered that people with disabilities are facing greater barriers to achieving a fair living. 
There is an employment gap of 31 percent between disabled and non-disabled people, which is over two million people. Although there are regulations on workforce diversity, disabled people still do not have the same employment opportunities that their non-disability peers do.
There is very little information available on this subject of invisible disability from a UK perspective.  I am conducted this research to identify the where there are gaps in the UK and high lighting the difficulties in gain and maintaining meaningful employment.
Demographics
· Age: 
· Disability 
· Employed Yes / No 
Interview questions
1. Tell me about yourself and your invisible disability?
2. What is your experience of the interviews process?
3. What are your experiences of living and working as someone with an invisible disability?
4. What issues have you faced as a result of your disability?
5. Does this disability cause any issues with your colleagues?
6. Do you see yourself as a person with a disability that effects your work? 
7. Do you receive any special accommodation in order to conduct your role?
8. Do you believe that people with invisible disabilities should be given special treatment from your experience at work?
9. What conditions or circumstances usually affects your ability to work?
10. Do you believe your disability has been a contributing factor in preventing you developing your career?

[bookmark: _Toc53915830]Appendix 2. Mary’s Interview 

Age 31
Female
Diabetic type 1 plus Kidney and Pancreas transplant
Married 
Self Employed

Question: Tell me about a bit a bit about yourself and your invisibly disability?
Answer: I was diagnosed with diabetes at the age of nine that would have been in March 1999. That was type 1 diabetes it was discovered due to the fact that my mum was diabetic. It was discovered as I was ill and my mum took my sugar levels, which was quite high. Mum took me straight to the hospital where I was diagnosed and had to stay in hospital for three days. There I learnt how to do my injections test my sugar levels what I could and couldn’t eat what food down to cut down on and introduced to the doctors and nurses that would be helping me. I have delayed onset type one diabetes due to the fact that my mum had this gestational diabetes, which is diabetes through pregnancy. The diagnosis of kidney failure came in 2016 and that was due to my diabetes, complications of the diabetes. My mum was diabetic but only became diabetic at the age of 22, my grandmother was also diabetic from the age of 17 so there has been a bit of a family pattern. I have been tested to see if it is hereditary and that tastes came out negative. Although my mum did have kidney failure as well however this is a result of the complications of diabetes. I was under the dialysis for the kidney failure and had my transplant in 2017.
Q: What is your experience of the interview process?
A: Initially when I just had diabetes the interview process was absolutely fine. I would say upfront that I am diabetic, and they generally understood what it was and was involved and did not seem to be too much of a problem. As the only issue would be me having to attend appointments, and the possibility of my sugar levels being too high the lack of concentration and tiredness but generally they understood that. Once it came to my kidney failure, I was working at a company at the time anyway, but they were very understanding, cause I explained everything up front.
Q: So, you had no issues at all as far as that was concerned?
A: No not with the interview processes no.
Q: What are your experiences of living and working as someone with an invisible disability?
A: There are differences in term of the people that I work with there has been added pressure on them, because of my disabilities.
Q: Do you say that because you notice it, or they have voiced it to you?
A: Both
Q: You give me an example of each scenario?
A: I have noticed when I had to leave work early and I left work that there was a deadline and I knew someone would have to pick that along with what they had to do. as well as been voiced to me.  A work colleague approached me and told me because I was not in work due to an appointment that it stopped them being able to do what they have to do.
Q: When they voiced that to you was that officially or unofficially?
A: It has been done officially and unofficially.
Q: So, the unofficially one how was that done?
A: That was just pulling me aside and letting me know.
Q: Do you have an idea of what they expected you to say or do?
Q: They expected me to try and get it done before me having that time off, so I was expected to work harder because I was going to have that time off.
A: Officially, they complained about it to my manager and the pulled me up about it.
Q: When you were pulled up about it do you go to HR about it or have any support it that or was it just left it that point?
A: I just left it at that point and tried to do what I could.
Q: Do you believe if you had gone to HR or occupational health it would have made any difference?
A: It probably would have.
Q: What made you decide not to go down that route?
A: I just decided to get on with it at that point I could not be bothered. I thought just get on with it and get it done.
Q: So that was not a matter of you feeling guilty because in face it does end you with other people having to make up the pace.
A: No, I just thought I cannot be dealing with this.
Q: Are there any other issues that you faced as a result of your disability at work?
A: No, I haven’t had any other issues. I just generally decided to try and get more work done in a day I knew that I would behind with my work I had to do.
Q: Does your disability affect the work you do? 
A: Yes, because due to my disability there are something that I’m not always able to do, due to the fact that I might not be feeling very well.
Q: If you were not unwell it would not affect your capability do your work it is just that you have to take time out?
A: Yes, I would have to do it at a certain pace or take time out and then come back to work.
Q: So, it can slow you down or stop you completely?
A: Yes.
Q: So, the time you take out would that be long or short periods of time?
It would only be a day.
Q: Have you always been in the same field of work?
A: Pretty much, I have always worked in the business sector as a business analyst or working within an office environment. 
Q: Do you receiving special accommodations to conduct your role?
A: No not really, I have asked for a special chair after having my transplant, as I needed some more support for my back. I did put in a request and was told I need to bring my own chair in, so I did. They said that the company could not afford it.
Q: Is that the only accommodation that you would have needed? 
A: Yeah, I was told that if I need a break or a longer break, I could sit in the HR office, because they were only two people in their so I could take time out in there and it was a fairly big room.
Q: Did you feel comfortable to take them up on that offer? 
A: Yes, as HR was fine was fine with me, it was more some of my colleagues and management I had any issues with. 
Q: When you colleagues anything when you say your colleagues was there anything that they did or said that made you feel uncomfortable within your workplace will make you feel like you should there?
A: I have an incident of workplace bulling when I had the kidney failure. When she said if your kidneys not working why don’t just go to Tesco and buy one… ME tell me reported however that… Yes, I did.
Q: What did your workplace do about that.
A: They gave her an unpaid suspension.
Q: Do you believe that people with invisible disabilities should be given special treatment from your experience at work?
A: It depends on the disability, from my experience having accommodation being able to get that chair without having to buy it myself would be helpful.
Q: Did you know there is a government run association that can help fund these things?
A: I did ask if there was any way they could provide the chair and they said no. Even though they knew I had just had a Kidney transplant. They were very aware of what I had been though.
Q: Was this HR our management?  
A: It was my manager 
Q: Did you approach HR about it
A: I did approach HR and I did in the get a partial refund of 70% of the full costs.
Q: What type of circumstances and conditions affect your ability to work?
A: For my in the office environment if the heating is on a and it gets too hot for me it makes me feel really unwell, very, very uncomfortable for me to work so I usually have to have a fan or something to help cool me down. Other people do not feel as hot as I do. 
Q: So, you had your own personal fan?
A: I decided to bring my own fan I did not ask them about that 
Q Did that cause any problem with your colleagues them wanting the heating on and you needing it to be cool?
A: No because I had my own cubicle and the fan was facing directly towards me. 
Q: Do you believe that your disability is was a contributing factor in preventing you from developing your career in anyway?
A: Yes, my last roll I could have gone a lot further with that job that I had. I decided to leave and taking up a career in a totally different direction.
Q: You think if you try you would have got promotion, or did you just decide to leave? 
A: I was in the job for five years and saw people being promoted ahead of me.
Q: Does this mean that you try it for these promotions? 
A: Yes, I did.
Q: Did you ask for you given any feedback as to why you were unsuccessful?
A: At first, I was told it was not the right time to promote anyone or it’s not the right time to promote you. because of my condition they did not think I would be able to fulfil the role.
Q: They actually told you that you? 
A: Yes, I had that directly from HR the management did not thing I would be able to fulfil the role.
Q: But they were not able to break down why? Other than the face you have a condition.
A: No, I’m more than qualified to do the job… It was just because of my appointments. Especially after having my transplant there are a lot more hospital appointments. 
Q: So, because of the appointments they didn’t think you would be able to handle the job itself?
A: Yes, it is not because I can noy handle the job it is just because I would have to take time out. That is the only reason. I wouldn’t mind but it’s a job that I could actually work from home and get the job done, but they didn’t give me the opportunity they chose not to promote me.
Q: How long did you work in a company? 
A: Just under six years, this is why I decided to leave and works myself and decided to go in a completely different direction. Not even the same field.
Q: When it comes to the interview process how do you feel the online interviews, test, and declaring an invisible disability phase in this process?
A: I find that people usually judge you, like online interviews when you disclose your disability a lot of people can be judgemental and think you are not capable of doing the job, because of an inviable disability. If it is physical they are a bit more likely to be a bit more lenient, but when it is an invisible disability they are kind of like well we cannot see it so there is no real proof even though you are saying is you showing them letters for this appointments, but they can’t see it so they look at you as someone who is completely able most of the time, unless you remind them and tell them you not able to do this because of your disability, so it’s quite difficult.
Q: Is there any point where you believe your invisible disability has been an advantage or disadvantage for?
A: I found it to be an advantage when working with clients that also have an invisible disability, as I understood them more. For example, if they were not able to produce certain documents for one reason or the other whether it be because they were unable to do it themselves or they had to wait other people to do something for them I find it easier to be more empathetic with those people; even when this is meant I’ve had my manager breathing down my neck for giving them time they need.
Q: Even though the manager knew the client had a disability they were not understanding to their clients? 
A: Yes.
Q: Was that because they thought the client didn’t have the time or you were taking too long? 
A: They felt that I should not allow the clients to take the time as that was delaying my work.
Q: Would you say that your managers sympathetic to your condition or was it just HR?
A: HR was sympathetic as HR had a staff member with epilepsy. With that empathetic and had sympathy for me. However, my actual managers were not empathetic at all.
Q: Did your managers treat you differently in any way to the other staff?
A: Once I was getting everything that needed to be done, done they were actually fine with me, but if anything was even slightly delayed there were always telling me to just get on with it. When I had an appointment, they didn’t really see that it was okay for me to go to I had to bring in my letters and appointments and all sorts of evidence. Then they wanted to know why my appointments was a long. Even if I took a half day and came in the afternoon or just an hour or two late it was an issue some of me appointments are 3 to 4 hours long. In the end it seemed easier to take the whole day to avoid the hassle. 
Q: Were there any other employees that had any issues that were not linked to any form of disability? 
A: Yes, there was a for that wouldn’t really get the job done although they had no form of disability. They were just slower at completing the work.
Q: How are they treated differently to you?
A: They were more understanding to them than they were to me.
Q: Can you explain why you think they more understanding to them than you?
A: When I first started my manager saw what I was capable of doing before my illness progressed and I had more hospital appointments. My manager was completely fine with me and told me that these other employees were just generally slower than you are, and that I would have a larger workload then them. Once I started having more appointments my workload was not reduced, when other people’s workloads had been reduced, and the justification was that they were slower workers.
Q: Those other people were they fine with you.
A: Yes, only one of me person was difficult with me and I decided to distance myself form them. 

[bookmark: _Toc53915831]Appendix 3. James Interview

Age 30
Male
Epileptic
Married
Employed

Question: tell me a bit about yourself and your invisible disability?

Answer: I was diagnosed with epilepsy at the age of seven. There is no family history of epilepsy. Growing up I was having seizures up to 4 times a day, 17 had brain surgery which entailed removing part of my brain. This lowered the frequency of my sieges so now I get one every two months on a good run. I work for a football club full time Raised by my grandmother.

Q: What is your experience of the interview process gaining employment?

[bookmark: _Hlk52796790][bookmark: _Hlk53321966]A: At first, I used to hide that I had epilepsy, because of the stigma that came with epilepsy. As I did have bad experience growing up with being ill-treated being singled out and not being able to participate in activities because of my epilepsy, at times overlooked because of my epilepsy. This led me to not declare it on my job applications. Once I got the job, I would then declare that I had epilepsy and explained my condition to them. Most of the employees I had have been pretty good with it. This may be because one of them had family members that had epilepsy so they had good understanding I would also explain to them why I did not declare it on applying for the role and they would thank me for letting them know and they seem to be okay. After a few good experiences like that I started to declare it, on my application forms, as I thought what is there for me to hide, as if I was to have a seizure in the interview and I haven’t told them about it, it would be a problem. It became a point where it was like, I help them to help myself. I always declare it and if they don’t want to give me the job I see as it being on their conscience not mine.

Q: When you started to declare your disability on your applications did you see any differences in your responses to your applications?

[bookmark: _Hlk52797829]A: It was just the same. I got quite a few interviews even though I put it on there. I do think it is partly luck, because epilepsy is a common condition that has been spoken about and people have it in their family. The interviewee knew about it, so it was okay, so this got the job and was working.

Q: What are your experiences of living and working as someone with an invisible disability?

A: I’ve always had good experiences, with my current employer they put forward a care plan for me. This was to make me feel safe at work feel welcome and part of the team, which is pretty good. I feel if they are willing to put that in place for me it means they really appreciate my work and really appreciate me take my needs into consideration.

Q: Have you ever had any problems gaining employment?

A: No. I haven’t.

Q: What they result what issues have you based on the result of your disability?

I would say the only issue I had was my current employers slightly tweaked my role. They said that one of the roles that I used to do they would remove to take the pressure off of me. Which is okay as is less pressure on me less stress, as stress is one of my triggers, so they took it off of me and gave it to someone else. That would be the only issue and it’s not really an issue.

Q: How did you feel about that?

A: To be honest at first, I felt a little annoyed about it but after a while I just thought okay if someone else’s responsibility now. Even though I felt I was capable of doing the job. I had to look at the is they are trying to look after me and they want to keep me employed if I was to have sieges and that role wasn’t completed it would look bad on me so I was able to see that side of it.

Q: Were you doing that role before they took away from you?

A: Yes, I was doing it before.

Q: was it causing you to have more sieges?

A: No, wasn’t but I was going through a time where it was very busy at work and we were being audited at the time it was very hectic period, hence they took that role of me and gave it to someone else and it became their responsibility.

Q: So, this was a preventative move more than anything else?

A: Yes, it was preventative yeah.

Q: do you ever do that role to cover or is it totally someone else’s responsibility?

A: Yes, I do it to cover if that person is on annual leave or away for any reason I will cover as I have the experience and can do the role.

Q: Does your disability cause any issues with your colleagues?

A: A few were at first appeared to be scared to be left alone with me, because they were unsure of how to cope if I was to have a seizure; not knowing what to do or just frightened of what to do with it. After I did a few presentations and sat down and spoke to the colleague explaining to them what to do, procedures, even giving out leaflets and educating them they seem to be fine with it and it no longer seem to bother them.

Q: You said that it done some presentations is that something you chose to do for yourself or is that something that your colleagues or HR asked you to do?

A: It was a bit of both, I put forward the idea and HR thought it was a good idea, they thought I should present to the whole department as well as the main people I would be working with. I did that and everything seemed to be okay any time a new staff member joined the team I would have a little talk with them going through all the procedures of what they would need to do, and they seem to be fine with it just happy to know what to do.

Q: Is that something you did in your previous workplace or your current workplace?

A: I do it in all my workplaces.

Q: So, you’ve taken it upon yourself to educate your work colleagues on your condition?

A: Yes, it’s more of a help them to help me to feel safe at work just in case it does happen.

Q: Do you see yourself as a person with a disability that affects your work? 

A: I don’t see myself any different from anyone else. I have a disability, but I am able to carry out all my duties just as well and, in some cases, better than my colleagues. 

Q: Have any of your colleagues ever shown you in any way that your disability makes him different to them?

A: No, they treat me the same.

Q: Do you receive any special accommodation to conduct your own?

A: As I mentioned with my current employees have a care plan, so if I was to have a seizure at work, I would be checked over the on the site medic. As I work as a football club. I will be given two days off to rest at home I do not have to do any work in that time. A taxi home is provided to get home safely. When comeback in return to work meeting where I see the doctor, who give me a review to ensure that I am okay to return to work.

Q: What about your pervious workplaces did they have anything in place?

A: In my previous workplace they have been just as understanding I just had to explain to them what to do for my epilepsy, they had a care plan, but it was not as formal as this one. Whereas with this employer might care plan is written in my contract, it was more verbal tell me to go home and not come in the next day keeping contact and explain to them how the feeling and come back in when I was ready. This is what I had with my previous employees which I thought was fine as I stayed in contact with them, so they knew what to do as in needing to cover my shift or not.

Q: None of your colleague resented the face that you could take time off due to your sieges, and they would have to cover for you buy working your shift.

A: No, they were fine with it, I think that is because I am quite open with it as well so they know about it I always talk about it I will drop it in a sentence somewhere.

Q: You are actually quite open about your epilepsy do you believe that that has made a difference to the way you have been treated at your workplace as opposed to not talk about it?

A: Yes definitely, I think being open shows confidence about it, it is not going to stop me from living my life. I believe having in having that bit of confidence about it been able to do stuff and properly rather than if shy away and hide because if you shy away and hide and not explain to people around you about your condition, what happened when your condition plays up and they don’t know about it or unsure about it you’re in trouble because they may not be able to conduct the first aid that is needed.

Q: Do you believe that people with invisible disabilities should be given special treatment from your experience at work?

A: Yes that should be special requirements if your company does appreciate you and they know you’re capable of doing the job why not have the special requirement to accommodate you, so that you can work properly and hit your target and feel like you are part of the company. Yes, I do think they should have special requirements wherever they need for whatever condition they have especially as it helps them do their work properly. I don’t see the harm in doing it.

Q: What conditions or circumstances usually affect your ability to work?

A: Lack of sleep, if I’m stressed out, the hot weather is very hot as it leads to dehydration and hypothermia that could cause me has a seizure.

Q: Are you exposed to the circumstances in the workplace and what can you do to avoid them?

A: Yes, if I am exposed to these conditions however, I have the capability of working from home, I just let the workplace know that it’s too hot working from home. Although there is air-conditioning in the building, so I take advantage of that. Sometimes, I have to be on the training pitch I will plant myself in the shade and make sure I have cold water nearby very accommodating working environment in terms of helping me stay safe and healthy?

Q: Do you work with a lot of other colleagues or do you mainly work?

A: There is a team of us but there are times where I work isolated it does very not very often isolated.

Q: Do you believe that your disability has been a contributing factor in preventing you from your career?

A: I would have to say yes as originally, I was on target to become a professional footballer. However, because my sieges my doctor advised me to stop playing football. I then went down the education routes to get the qualifications to work within professional football, so in a way yeah, I can say it did, but it diverted me to another career. Luckily within the same field. My career path was not blocked by others stopping me is pursuing my career it was literally my epilepsy.
Q: You’ve never had in any of your previous jobs preventing you from following or achieving in your career path because of your epilepsy.
A: No, as I have stayed in the same field of work.
Q: Are you aware of other people with invisible disabilities that have been discriminated against or held back because of their disability?
A: It’s a bit of both I have met people been ill-treated because of their disability because their employers keep track of the amount of time, they’ve taken off due to illness, and then use it against them in their employment reviews. Also a few companies I know have care plans in place for their employees making them feel welcome at work. Yes, it’s a bit of both depends on the employer’s knowledge of the condition of the employees.
The person with the condition how they’ve been treated in the pass tend to make them hide their condition if they've been ill-treated in the past, however if they had a good experience, they feel confident about sharing. tend to 
Q: Do you believe that you have had mainly positive outlook for employment because of the type of job you are doing or because of you yourself being so open about your invisible disability?
A: I believe it’s because I’ve been open about it and constantly educating people and I go along. Once I have educated my colleagues on how to deal with it if something was to happen and not be scared to be left alone with me it’s made a real difference. In my experience my colleagues have been afraid of what to do if I was to a seizure, and not worried about my capabilities of conducting my work.
[bookmark: _Toc53915832]Appendix 4 Joan’s Interview  

Age 52
Female
Chronic back pain
Single
Operation Administrator for a private medical hospital

Question: Tell me about a bit a bit about yourself and your invisibly disability?
Answer: My injury I have had for over 20 years I had a slipped disc L4 L5 I was offered a spinal fusion 20 years ago which I refused because I on the back operation. I finally had my first operation in 2013 which was to the L4 L5 which entailed me having to roads and six screws fixed to my spine. That then slipped year later it flicked forward then I needed to have a second operation which had improved 2015. That involved a cage because the artificial disc they put in they had to take out and put instead. The first operation was for five hours and the second one must have 3 ½ hours.
Q: You still suffer with back pains I take it?
A: I still suffer with chronic back pain I also now have arthritis L4 L5 as well. I also have a tear in my right shoulder which has been confirmed that my right shoulder is about to be operated on as it goes this Friday. They’re going to repair the tear also it either the muscle or the tendent with interiors it gets inflamed and gets caught in between the bone in the shoulder, so they also will be shaving down as well as the tear. I also have the same complaint from the left but that has not been diagnosed as yet as they want to deal with the right-hand side first. Although I have the same pain on both sides diagnosis of only be made for the right side. They are yet to give me a scan to confirm what happening on the left side. I’ve also had six injections and physio for the right-hand side the video did not work, I had that for a number of months. I’ve had injections for I would say the last four years into the right shoulder the last one being done in April this year. I had to injections in their cosmic operation was meant to go ahead in February but got cancelled because of the Covid-19 on the day of operation when I was in the waiting room after they marked my shoulder carried out all the test put me to sit down to wait for my time for my op then I got told four o’clock to go home because they cannot do my op. I was then given another operative date which was 17 April that also did not go ahead because of Covid-19. I have been suffering ever since that’s why I decided to go ahead and get to injections which I got privately done into the right shoulder to ease the pain I was feeling in the shoulder which was immense pain in the shoulder.
Q: what has been your experience of the interview process when applying for work?
A:The interview process for me this time round was pretty easy to be quite honest, because I applied for the job I saw the job when actually I called at 1st to enquire about the job then they said to me to send them my CV. So, I didn’t actually fill out an application form at that point. They asked me to send my CV over to an email address they saw my CV and within half an hour me sending my CV over the art me if I could come over that afternoon. I agreed and done this because it’s very local to me. I had an interview and then literally half an hour later they asked me to come for a second interview, which I which I went ahead and done and within 20 minutes of that interview I was offered the job. So, I personally myself did not have any difficulties in getting the job but once I had the job then I asked them to provide me with a suitable chair because the chair was not suitable. They actually changed all the office chairs and recently I asked them to get me a backrest Which I Was the only one to get that. It can be removed taken on and off it has a stop at the back and report any   chair. Then the others in the office tried it out and asked if they could have one as the chairs were quite deep and we all have one now. Some have a footrest as well but not myself.
Q: is the interview process was easy did you declare to them that you had an invisible disability?
A: Yes, I did at the time, at the interview stage I have told them I had two major operations on my back hence why I only wanted to work part-time. As I still find it very difficult to sit on a desk all day so my average times for being in the office for hours at a time. So, any one day I go in for four hours there is only one day that I would do a six-hour day which is a Wednesday.
Q: So, this employer has been quite happy to accept your disability have you had any issues with previous employers or previous interviews in declaring your disability?
A: No, because my previous employer I had not been deemed as disabled at the time of joining them. Although I had the pain because I did not get confirmed as disabled until midway through that employment. I applied for my Pip allowance while I was there which was at that time disability living allowance. I applied for it there and that’s when I got concerned as disabled.
Q: What is your experience as someone living and working with an invisible disability?
A: It’s been hard because you cannot see the disability people take it at face value, so you don’t look disabled like someone local in a wheelchair or on crutches, so people do look at you funny. When I put my blue badge on my windscreen which I do when I go shopping as not able to walk long distances especially if I haven’t got the trolley. I tend to park as near as possible we are unable to use my blue badge where necessary or where unable to use the blue badge as some places you go either not available or they just haven’t got any. I do get funny looks and also when I park and go shopping as had occasions where the traffic warden has told me that I cannot park, were not holding yes I can it’s turned into a little slanging match and told him yes I can because I got my blue badge. Even though I’ve told him I’ve got my blue badge is asked me to show him my blue badge as proof that he is mine, as I don’t look disabled so that already is discrimination to be quite honest. It’s not very nice to go through why should I have to prove anything I have my blue badge but you know it is what it is.
Q: That’s in your everyday life one about in your workplace have you had any experience of discrimination there?
A: No because I try to fit in with everybody else, I don’t play on my disability I just get on with my work so to speak of them sitting down anyway. So I don’t have to go and walk around loads and things are static when I don’t work anyway the only time I get up is if I need to go to the printer or go to the toilet or to go to one of the consultants rooms or that to go to the pharmacy. Which isn’t very often I’m not up and about at work anyway.
Q: would you see that’s the same for all workplaces?
A: Yes, pretty much so pretty much so yeah, I get up as when I need to get does not entail me walking around as such.
Q: what if any issues have you faced as a result of your disability pertaining to work?
A: I don’t think come up with any to be honest they are quite accommodating where I am. Where I’ve been? I did have an issue where I had the first operation the manager that we had at the time. I needed to be on phased return, and she had a great problem with that. My certificate stated phased return and that was from the hospital doctors I just let her know if you want to go against the doctor then that’s down to you but if anything happens to me you would be liable. I actually had to go above her head straight to HR and let them know what she told me. That she doesn’t want me back phased return she wanted me back full-time on the very first day. Which was not possible because I have had such a major operation and my recovery time for that was so long I needed to go back phased return, especially as I would have to have been sitting all day and I did not know how I would feel sitting at the computer all day because back then I was full-time.so phased return to me was very important when she found out I went above her head and got it okay to from HR that I should be phased return as a certificate stated then she stopped speaking to me for the duration of the time that she was there. She wasn’t there for that much longer because she was sacked for a different incident, so that dealt with her. I had difficulties I definitely was discriminated against for having a phased return, which you can’t go against the doctors notes to be quite honest it’s illegal. She didn’t speak to me like me completely she never the word to me.
Q: Did you bring that up to HR?
A: No because by the time I wanted to bring under HR she had gone on holiday then incident happened when they had to call in and she was sacked on the spot with four others so there was no need in the end. It took care of itself but if that was the case where I had to work with her after her leave and she was coming back and still refused to speak to me then yes, I would definitely.
Q: Does your disability bring you any issues with your colleagues?
A: No not had any issues at any of our workplaces.
Q: Do you see yourself as a person with a disability that affects your work?
A: No because if I am in a lot of pain I will often go home. I have gone home in the past but not because of my back issue, it was other issues of being unwell. If I am really unwell and really uncomfortable, I would let them know, look, I am unable to carry on for the day in and need to leave my health comes first.
Q: We don’t believe that this will be held against you by your establishment?
A: No, I don’t think so.
Q: do you believe any of your colleagues would hold that against you?
A: They probably would but they would not say to my face.
Q: Have you notice anything they may have said or done about you and your disability behind your back.
A: No
Q: Do you receive any special accommodation in order to conduct your role?
A: No, only the chair and backrest which everyone else has got now wouldn’t say it was special as it was needed on all the chairs but I was the one that brought it up in the first place. Had I had not brought it up they would not have had backrest today.
Q: and any other workplace have you needed any special accommodation for your work?
A: No, because the chairs were a lot more comfortable. Actually, I tell a lie I got two different chairs when I was working at my previous employment. Given orthopaedic, someone came in specifically to see what kind of chair I needed so they did accommodate me very well.
Q: Do you believe that people with invisible disabilities special treatment from your experience at work?
A: Yes, I do, anything to help get the job done.
Q: What conditions or circumstances usually affect your ability to work?
A: I can’t work full-time sitting up in a chair all day even at home I can’t set up in the chair all evening. If I’m downstairs in my living room mice over the very, very comfortable come down there over a period of time I would say around two hours or more attend to need to lie down after sitting up for a while. The only reason I don’t lie down at work is with the, if I am home and sitting up and often enough for the gone to work for the 4 hours or so that takes its toll so I don’t want to set up any longer I live down there or I go upstairs in my bed and lie down. 
Lately it’s been full network the ease and even time the point sometimes you forget you need to go to the toilet how busy it is so I haven’t been able to get the breaks that I would wish to get and I got before. You need to go stretch my legs and walk around a bit and take a break. At the moment I can’t do that because the workplace is too full on to do that. And I can’t leave just one person the office it always has to be a minimum of two. Yes, I would go to the toilet regards to just stretching my legs and having a little break I’m not able to do so.
Q: Has affected your health in any way?
A: Yes, because I have to be in the same position for so long without having any adjustment. I can’t adjust my position i.e. stand-up walkaround and come back and sit down it’s highly impossible.
Q: is it something that you could bring up to HR?
A: Yes definitely.
Q: Have you?
A: No not yet but I probably will when I go back after my op.
Q: Do you believe that they would be any issues with you addressing that situation?
A: No not really, if there is then I will have to deal with that but if I need to get up and walk around for a bit so be it. I have to. For me to be able to do the work to the best of my ability I need to be comfortable.
Q: Do you believe that that would then affect your co-workers?
A: It probably would but the third health comes first.
Q: Do you believe that your disability has been a contributing factor in preventing you from developing in your career?
A: Yes, it has, because now I was limited to looking for part-time work wherever always work full-time. Even if there is a position that I really fancied doing and it’s a full-time role I cannot go for that.
Q: Is that because of the career path chosen? Or is it that you don’t believe that the employees would accommodate you to be able to do the career that you want?
A: Yeah, I don’t think they would accommodate me if the advertising full-time that’s what they want.
Q: Have you tried applying the jobs that would be more suited to you or have you just not applied because you know you cannot work full-time?
A: I have not applied because I know I can’t work full-time.
Q: Prior to this employment you were working full-time what made you change from full-time employment part-time?
A: My disability.
Q: So, you left your previous job because you couldn’t work full-time?
A: No, we were made redundant and I had the second in operation whilst I had left, I then had the second operation on my back. And that’s when I realised, I couldn’t work full-time any longer.
Q: Do you believe that you would be able to follow your career if you could job share?
A: Yes, possibly yeah of course.
Q: Do you have to explain yourself to your colleagues?
A: Yes, I take it upon myself to explain my situation it was received well although I don’t think they cared to be honest.
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Table 2. Selected Significant Statements Continued
	

	At first, I was told it was not the right time to promote because of my condition… They actually told you that you? Yes, that was the feedback HR gave me, they did not think I would be able to fill the role.
	

	I’m more than qualified to do the job
	

	It was just because of my appointments. Especially after having my transplant and it was a lot more hospital appointments.
	

	I wouldn’t mind but it’s a job that I could actually work from home and get the job done
	

	I decided to work for myself
	

	I wouldn’t mind but it’s a job that I could actually work from home and get the job done
	

	I find online interviews when you disclose your disability a lot people can be judgemental anything you not capable of doing the job because of an invisible disability. 
	

	I found it to be an advantage when working with clients that also have an invisible disability, as I understood them more. 
	

	Even though the manager knew the client had a disability they were not understanding to their clients
	

	HR was sympathetic as HR had a staff member with epilepsy. 
	

	When I had an appointment, they didn’t really say that it was okay for me to go to I had to bring in my letters and appointments and all sorts of evidence.
	

	Then they wanted to know why my appointments was a long. 
	

	Even if I took a half day and came in the afternoon or just an hour or two late it was an issue 
	

	In the end it seemed easier to take the whole day to avoid the hassle.
	

	Yes, there was a for that wouldn’t really get the job done although they had no form of disability. They were just slower at completing the work.
	

	My manager was completely fine with me and told me that these other employees were just generally slower than you are
	

	I would have a larger workload then them. 
	

	Once I started having more appointments my workload was not reduced 
	

	other people’s workloads had been reduced, and the justification was that they were slower workers.
	

	Growing up I was having sieges up to 4 times a day
	

	17 had brain surgery which entailed removing part of my brain
	

	lowered the frequency of my sieges so now I get one every two months on a good run.
	

	At first, I used to hide that I had epilepsy, because of the stigma that came with epilepsy. 
	

	As I did have bad experience growing up with being ill-treated being singled out and not being able to participate in activities because of my epilepsy, at times overlooked because of my ability. 
	

	I got the job I would then declare that I had epilepsy and explained my condition to them. 
	

	Most of the employees I had have been pretty good with it. 
	

	This may be because some of them had family members that had epilepsy 
	

	After a few good experiences like that I started to declare it, application forms, as I thought what is there for me to hide, 
	

	if I was to have a seizure in the interview and I haven’t told them about it, it would be a problem. 
	

	It became a point where it was, I help them to help myself. 
	

	I always declare it and if they don’t want to give me the job I see as it being on their conscience not mine.
	

	I got quite a few interviews even though I put it on there. 
	

	I do think it is partly luck, because epilepsy is a common condition that has been spoken about and people have it in their family
	

	I’ve always had good experiences, with my current employer they put forward a care plan for me. 
	

	This was to make me feel safe at work feel welcome and part of the team, which is pretty good.
	

	I feel if they are willing to put that in place for me it means they really appreciate my work and really appreciate me take my needs into consideration.
	

	I would say the only issue I had was my current employers slightly tweaked my role. 
	

	They said that one of the roles that I used to do they would remove to take the pressure off of me. 
	

	Even though I felt I was capable of doing the job. 
	

	I had to look at the is they are trying to look after me and they want to keep me employed 
	

	if that person is on annual leave or away for any reason I will cover as I have the experience and can do the role
	

	A few were at first appeared to be scared to be left alone with me, because they were unsure of how to cope 
	

	I did a few presentations and sat down and spoke to the colleague explaining to them what to do even giving out leaflets and educating them they seem to be fine with it and it no longer seem to bother them.
	

	I put forward the idea HR thought it was a good idea, they thought I should present to the whole department as well as the main people I would be working with. 
	

	any time a new staff member joined the team I would have a little talk with them going through all the procedures of what they would need to do, and they seem to be fine with it just happy to know what to do.
	

	Yes, it’s more of a help them to help me to feel safe at work just in case it does happen.
	

	I don’t see myself any different from anyone else
	

	[bookmark: RANGE!A72]I don’t see myself any different from anyone else. I have a disability, but I am able to carry out all my duties just as well and, in some cases, better than my colleagues. 
	

	they treat me the same.
	

	have a care plan, so if I was to have a seizure at work, I would be checked over the on the site medic.
	

	I come back in return to work meeting where I see the doctor who give me a review to ensure that I am okay to return to work.
	

	and I think that’s because I’ve been pretty open about it. 
	

	I think being open shows confidence about it, it is not going to stop me from living my life.
	

	if you shy away and hide and not explain to people around you about your condition, what happened when your condition plays up and they don’t know about it or unsure about it you’re in trouble 
	

	special requirements if your company does appreciate you and they know you’re capable of doing the job why not have a special accommodation for you, 
	

	Lack of sleep, if I’m stressed out, the hot weather is very hot as it leads to dehydration and hypothermia that could cause me has a seizure.
	

	Yes, if I am exposed to these conditions however, I have the capability of working from home, I just let the workplace know that it’s too hot working from home. 
	

	I would have to say yes as originally, I was on target to become a professional footballer. 
	

	Yes, I can say it did, but it diverted me to another career unluckily within the same field. 
	

	My career path was not blocked by others stopping me is pursuing my career it was literally my epilepsy.
	

	both I have met people been ill-treated because of their disability because their employers keep track of the amount of time, they’ve taken off due to illness, and then use it against them in their employment reviews. 
	

	Also a few companies I know have care plans in place for their employees making them feel welcome at work. Yes, it’s a bit of both depends on the employer’s knowledge of the condition of the employees.
	

	The person with the condition how they’ve been treated in the pass tend to make them hide their condition if they've been ill-treated in the past, however if they had a good experience, they feel confident about sharing. tend to 
	

	I believe it’s because I’ve been open about it and constantly educating people and I go along. 
	

	Once I have educated my colleagues on how to deal with it if something was to happen and not be scared to be left alone with me it’s made a real difference. 
	

	In my experience my colleagues have been afraid of what to do if I was to a seizure, and not worried about my capabilities of conducting my work.
	

	My injury I have had for over 20 years I had a slipped disc L4 L5 I was offered a spinal fusion 20 years ago 
	

	I still suffer with chronic back pain I also now have arthritis L4 L5 as well. 
	

	The interview process for me this time round was pretty easy to be quite honest
	

	So, I didn’t actually fill out an application form at that point. 
	

	I then had an interview and then literally half an hour later they asked me to come for a second interview, which I which I went ahead and done and within 20 minutes of that interview I was offered the job.
	

	but once I had the job then I asked them to provide me with a suitable chair because the chair was not suitable. 
	

	recently I asked them to get me a backrest 
	

	Yes, I did at the time, at the interview stage I have told them I had two major operations on my back 
	

	So, any one day I go in for four hours there is only one day that I would do a six-hour day which is a Wednesday.
	

	my previous employer I had not been deemed as disabled at the time of joining them.
	

	It’s been hard because you cannot see the disability people take it at face value, so you don’t look disabled like someone local in a wheelchair or on crutches, so people do look at you funny. 
	

	 I do get funny looks and also when I park and go shopping as had occasions where the traffic warden has told me that I cannot park, were not holding yes I can it’s turned into a little slanging match and told him yes I can because I got my blue badge. 
	

	Even though I’ve told him I’ve got my blue badge he asked me to show him my blue badge as proof that he is mine, as I don’t look disabled so that already is discrimination to be quite honest. 
	

	I try to fit in with everybody else I don’t play on my disability I just get on with my work so to speak of them sitting down anyway.
	

	they are quite accommodating where I am
	

	. Where I’ve been? I did have an issue where I had the first operation the manager that we had at the time. I needed to be on phased return, and she had a great problem with that. 
	

	My certificate stated phased return and that was from the hospital doctors I just let her know if you want to go against the doctor then that’s down to you but if anything happens to me you would be liable
	

	when she found out I went above her head and got it okay to from HR that I should be phased return as a certificate stated then she stopped speaking to me for the duration of the time that she was there. 
	

	. I had difficulties I definitely was discriminated against for having a phased return, which you can’t go against the doctors notes to be quite honest it’s illegal. 
	

	She didn’t speak to me like me completely she never the word to me.
	

	No because if I am in a lot of pain I will often go home. 
	

	I am unable to carry on for the day in and need to leave my health comes first.
	

	do you believe any of your colleagues would hold that against you?
	

	They probably would but they would not say to my face.
	

	I got two different chairs when I was working at my previous employment. 
	

	Given orthopaedic, someone came in specifically to see what kind of chair I needed so they did accommodate me very well.
	

	I can’t work full-time sitting up in a chair all day even at home I can’t set up in the chair all evening
	

	I haven’t been able to get the breaks that I would wish to get, and I got before.
	

	I was limited to looking for part-time work wherever always work full-time. 
	

	I don’t think they would accommodate me if the advertising full-time that’s what they want.
	

	I take it upon myself to explain my situation it was received well although I don’t think they cared to be honest.
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