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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. 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. 
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Even though it has been twenty-four 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). 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).
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).
The starting point for this research is a reflection of invisible disabilities and the effect it has had on candidates in the working environment. 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).
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).         
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 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).
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 the 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. It is important to note that none of the models or theories look at invisible disabilities specifically.
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The 2010 Equality Act has not aided people with invisible disabilities to gain meaningful employment, due to the employer prejudice; causing an employee gap between the able and disabled people.
[bookmark: _Toc45465816]Aims and Objectives 

The main aim of this study is to show the experience people with invisible disabilities have gaining meaningful employment and careers.
The goal will be to see what obstacles are faced which may be different to employees with no disabilities or visibly disabled employees. What problem they had in reporting the disability to an employer. what if anything would stop them disclosing their disability, also was or is their disability recognised and/or acknowledged as a disorder. When do they believe is the appropriate time to disclose their disability to the employer before or after recruitment?
Then taking observation from an employer’s point of view to address HR or recruitment agents to gain a perspective on if the individuals affected are seeing the situations as they are or need to have more trust in the organisations they apply to; or do recruitment agents need to step up ‘their game’ and become much more inclusive and ensuring there organisation is diverse? 
To achieve this the three main questions will be asked:
What is their experience of gaining employment and career progression?
How do they believe their Invisible disability has impacted their working life?  
How does HR support employees/candidates with invisible disability regarding making the workplace inclusive? Examine hiring practices and processes for people with disabilities.
This study will be taken from the perceptions, practises and the conceptions of people with invisible disabilities. The respondents will be recruited from all over the United Kingdom (UK) as there is very little information available on this subject from a UK perspective.  
[bookmark: _Toc45465817]Literature Review
According to an international survey, as many as forty percent of people with disabilities had invisible impairments (Matthews & Harrington, 2000). The term hidden impairment is prominent in literature and policy discourse in the United Kingdom (Prince, 2017).
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) referning to Brune and Wilson, 2013.
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).
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). 
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).
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 level of education in the psychologically disabled group (Boman, et al., 2015).
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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.
The idea is to achieve as much variety of sample impairments, gender, age, employment, and occupation as feasible insure diversity. All interviews will be conducted with confidentiality and anonymity and participants may choose whether they wish to remain anonymous or not. 
Interviews will be exploratory in nature and conducted in regard to participants’ experience as sufferers of invisible disabilities and their efforts to gain meaningful employment. Relevant documentation will be sent out to the invisible disabilities’ association based in the UK, as well as several universities across the UK to recruit; also, a description of the study and a request for participants with an invisible disability to take part.  HR staff will be contacted via LinkedIn and the Chartered Institute of Personnel and Development will be invited to participate. If needed the snowball technique will be used to achieve a larger sample of candidates.
The interviews will be qualitative in order to capture the experiences and views of the candidates. This will aid in gaining a deeper understanding as to what the effects are to the candidates and determine research gaps and identify research objectives. The interview questions will be 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.
[bookmark: _Toc45465819]Ethic

The research will be conducted with the participants’ rights and wellbeing in mind, and in accordance with relevant ethical, legal and professional methodologies, responsibilities and guidelines. Keeping in mind the sensitive nature of the research. Professor Oates, et al., (2014) state that ethics standards are required to explain the circumstances under which research should be carried out to ensure the research is implemented professionally and with ethical decisions. Research ethics refers to the moral principles guiding research from its inception through to completion and publication of results (Professor Oates, et al., 2014).
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