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[bookmark: _Toc92982320]Abstract

Organisations are becoming increasingly aware that improving the vocational inclusion of people with non-visible disabilities is in their self-interest for a variety of reasons, considering a skilled labour scarcity and a growing rate of infirmity among their ageing workers, and changing sociocultural attitudes and legislation governing the workplace equality and diversity. Although human resource management (HRM) approaches have been acknowledged as a significant factor in facilitating inclusiveness, research on invisible disability related HRM is spread interdisciplinary. To conduct an evaluation based on evidence and integration, this paper conducts a systematic assessment of the literary works on HRM relating to the hiring disabled individuals, organising around the work of exceptional quality practises of 'selection and personnel,' 'learning and development,' and 'performance management' evaluation, promotion, and career management,' as well as 'pay and benefits.' the author conducted a systematic evaluation and summary of the important findings from 18 empirical investigations completed between 2011 and 2020. Most research examined selection and staffing methods, demonstrating that uniformity and organisation mitigate prejudice in the evaluation of people with disabilities and associated employment choices. In comparison, research on acceptable human resource strategies that enable the utilisation, development, and reward of the potential of people with disabilities (PWDs) is still in development
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While the increasing acknowledgement of disability as a feature of variety and the emergence of a disability rights perspective are beneficial, hurdles to full inclusion continue to exist. For instance, employment rates are generally 40% of the national level of employment, whereas unemployment rates are often double of overall average (WHO, 2011). Disability is associated with lower average salary, less job stability, less formal and informal training, less involvement in decision-making (Longhi, 2017). These workforce statistics pertain to a sizable population: roughly 14.1 million individuals in the United Kingdom and approximately one billion people worldwide have disabilities (WHO, 2021). With over 4.4 million disabled individuals are employed (Scope, 2019). Research interest has increased in unison with the development in disability awareness; yet it continues to fall behind other types of diversity, such as gender, age, and ethnicity. Disability research, understandably, is complicated due to the huge quantity, complexity, and variety of debilitating conditions. Human resource management (HRM) require firm evidence-based research to guide their policies and decision-making since they are crucial in breaking down barriers to inclusion, encouraging diversity, and ensuring equal treatment for all workers. 
Successful employment of people with disabilities is becoming an increasingly important issue for businesses worldwide. The primary causes for this include a scarcity of trained personnel, a demographic shift in age associated with an increase in the frequency of disability in ageing workforces, and changes in the labour market (Kulkarni, 2016). Currently, PWD are one of the world's greatest minorities, with an estimated 1.1 billion people living with some form of disability (WHO, 2018). Unfortunately, as comparison to the general community, PWD continue to face excessively high levels of job instability, underemployment, and unemployment (Beatty, et al., 2019). Researchers and academics alike believe that firms' human resource (HR) strategies have a significant impact on minorities' occupational inclusion (Böhm, et al., 2021). However, standard human resource (HR) methods have fallen short of adequately addressing the complexities of work-related disability (Cavanagh, et al., 2017) As demonstrated in past studies, workplace behaviours can even contribute to employment inequities among PWDs (Erickson, et al., 2014) This is in direct contrast to their ability to increase PWDs' workforce engagement (Yang & Konrad, 2011).
The author picked high-performance work practises (HPWP) as our theoretical framework in order to properly search, analyse, and summarise relevant literature. The HPWP framework was selected for the following reasons. To begin, the review's primary objective is to examine the role of human resource practises in inclusion; thus, an established framework was sought for identifying and categorisation the most pertinent individual human resource practises, for example, recruitment and selection, training and development, or compensation and benefits. High performance work practises offer researchers and practitioners with a framework for determining whether specific human resource strategies are critical and should be considered (Posthuma, et al., 2013). Moreover, HPWP are frequently seen as human resource metrics aimed at attaining organisational goals through a focus on workers, their competencies, and continued growth (von Bonsdorff, et al., 2018). As such, they should be especially well-suited to providing an inclusive experience for those with disabilities. Hence, the HPWP framework functions as intended in the setting of non-visible disability enabling the identification of human resource strategies that have the potential for attracting, retaining, and developing talent existing and future employees. 
Studies have been analysed between 2011 and 2021 in order to capture present practises and any changes in the scenario that may have occurred over time. This timeline would see the Disability Act in place since 1995, and eventually superseded by the Equality Act in 2010. Thus, the Equality Act's implementation is a critical beginning point for articles discussing how to relate to people with disabilities in the workplace from an HRM viewpoint. Most of the article for this study are based in the United States and the United Kingdom. Additionally, from a chronological standpoint, a decade of study, which appears to be a reasonable timeline for doing a review on this subject, as it is lengthy enough to demonstrate changes. but also brief sufficient to provide a sufficient quantity of articles to cover in a single review.

[bookmark: _Toc92982322]The HPWP as a framework for arranging the review of literature

With rising interest in strategic human resource practises that may be used to accomplish corporate goals, academics' attention has changed away from control-based human resource practises and HPWP, for example, is moving away from more commitment-based ones (Liang, et al., 2012). For the following reasons, HPWP appears to be a suitable organisational structure for this review. To begin, the theoretical underpinnings of HPWPs are the management concepts of 'high commitment' and 'high participation (Kaufman, 2015).' that seek to provide opportunity for employees to share ideas, build work skills, and use information for the benefit of the company. While HPWP follow similar ideas, their objective is to optimise job-related knowledge of the workforce, skills, and abilities in order to take part in the organisation's successful performance (Ogbonnaya, et al., 2017). This definition of HPWP as 'enabling variables' fits nicely with the purpose of our review, which is to assess the potential for human resource policies to systematically promote the vocational inclusion of people with any form of disability. Additionally, HPWP is frequently used and examined in 'bundles' (Patel, et al., 2013), covering and combining a variety of human resource strategies. HPWP is most effective when all aspects are created and executed in this manner, — in other words as a distinct collection of interrelated human resource practises. This is especially true when it comes to disability, as organisations that deliver a bias-free, inclusive human resources experience across the employee lifecycle may be the most effective. As will be demonstrated throughout this analysis, very few studies have found corporate environments in which all of these techniques have been implemented and evaluated for their potential to promote visible or non-visible disability inclusion. Most studies examined individual human resource practises rather than bundles of human resource activities. As a result, it is argued that it is worthwhile to investigate the impact of HPWP not just generally, but also in terms of specific HR practises. These may account for greater diversity in outcomes due to their distinctive qualities and enable for the determination of whether certain workplace practises provide actual advantages to a firm and its employees.

[bookmark: _Toc92982323]Methodology

The author looked specifically at quantitative and qualitative research that has been peer-reviewed and is written in English. Additionally, to be a part of the research, studies had to be conducted between 2011 and 2021 in order to cover human resource practises related to invisible disability during the previous decade. The initial investigation focused on abstracts of empirical research using the phrase 'invisible disability' and HPWP-related keywords such as 'selection' or 'assessment. The HPWP-related search phrases, in particular, represented the HPWP categories 'selection and personnel', 'development and training', 'performance evaluation, as well as 'promotion, and career management' 'pay and benefits' outlined in this article's theoretical framework. To narrow down on the findings the search was limited to articles that included the phrases 'work', 'employ', 'human resource', or 'human resource management'.
[bookmark: _Toc92982324]Unfair treatment

Although individuals with disabilities should not encounter hurdles, selection procedures can mistakenly reject or even discriminate against them. The results of surveys cannot be explained only by publishing health rules or debates about anti-discrimination legislation that creates a potential for abuse. The disabled employees claimed that colleagues, clients, and customers, as well as managers and supervisors, were responsible for their mistreatment. Also, employees with invisible disabilities or impairments were just as likely, if not more likely, to be treated unfairly than those with apparent disabilities. Additionally, employees with invisible disabilities or impairments were just as likely, if not more likely, to be treated unfairly than those with apparent disabilities (Fevre, et al., 2013). Entrepreneurs who are new to hiring employees with disabilities may find it beneficial to consult with a specialist employment resource centre. Indeed, employment centre personnel collaborate with both employers and employees to achieve high performance and productivity and to resolve issues that emerge (Bonaccio, et al., 2020).
One of the primary causes for unemployment among persons with disabilities is pre-existing prejudices and stigmas regarding disability, which influence employers and co-workers' unfavourable opinions. Typically, PWDs face discrimination from either their direct manager or co-workers. (Houtenville & Kalargyrou, 2012). These personnel may have preconceived notions regarding the talents and worth of PWDs to the company. Employees in many organisations have a poor grasp of the legal rights given to PWDs and hence may make unjust or unlawful judgments about these workers (Houtenville & Kalargyrou, 2012).
Araten-Bergman (2016) discusses data indicating that managers' unfavourable views, biases, and stereotypes are a significant obstacle to recruiting PWD. As an example, Dixon and colleagues discovered that almost 20% of managers perceive unfavourable attitudes and preconceptions as the most significant impediments to hiring people with disabilities in their own firms. Managers, also expressed worries regarding PWD productivity potential and accommodation expenses in a range of qualitative and quantitative research evaluations, expressing anxiety that hiring PWD would cause them to be alienated form coworkers and customers and have a detrimental effect on the organisation's income. It is critical to note, however, that favourable attitudes and general views were not always associated with increased intentions to recruit and retain PWD (Araten-Bergman, 2016).

Through adequate training and an increase in the number of PWDs in the workforce, there is a likelihood that employers will feel more comfortable dealing with this historically underemployed demographic. Through its programmes and policies, HRM may be able to foster a more friendly work environment for PWDs.
[bookmark: _Toc92982325]Employment gaps

Disability is associated with lower average salary, lower job stability, fewer formal and informal training opportunities, less involvement in decision-making, and less inclusion (Beatty, et al., 2019). The income disparity between disabled and non-disabled employees has been extensively studied in a large body of literature. Workers with disabilities continue to earn 15 to 20 percent less than their non-disabled colleagues (Hallock, et al., 2021). Gunderson & Lee, (2016) discovered through their study that individuals with an impairment that does not impair their ability to execute their job were still paid around 10% less than a control group without a disability but with the same pay determining attribute.
According to studies conducted by the Trades Union Congress, the current disability pay gap for employees in the United Kingdom is 20 percent. The Disability Employment and Pay Gap 2020 study, issued in October 2020, indicated that impaired female employees have the greatest pay disparity, earning 36 percent less than their non-disabled male colleagues (TUC, 2020).

The report found the main factors contributing to impaired people's salary and employment disparities are as follows:

· Part-time work is more prevalent among disabled persons than among non-disabled people. Part-time employment, particularly in the private sector, pays less per hour than full-time employment.
· Low-wage work: Disabled individuals are overrepresented in low-wage employment such as care, leisure, and other services, as well as sales and customer support, while being underrepresented in senior and managerial positions.
· Education: Some disabled individuals drop out of school earlier than non-disabled individuals. However, even when disabled and non-disabled individuals possess the same qualifications, a significant wage disparity persists. Pay disparities are also associated with illegal discrimination, structural impediments, and bad attitudes. (TUC, 2020)

Such unfavourable conditions, which businesses recognise are difficult to alter, can influence the type of employment, salary, and growth chances (Stone & Colella, 1996).

According to Mitra & Kruse (2016) study, men and women with disabilities are 75 percent and 89 percent more likely, respectively, to face involuntary job loss in the United States than men and women without disabilities. Accounting for visible features such as employment and other personal and job traits does not result in a reduction of this discrepancy; indeed, after adjusting for visible variables, the discrepancy rises to nearly twice the chance of layoff for both men and women with impairments. Individuals with disabilities are more likely to be displaced for any cause, but particularly when their employment or shift is eliminated. It was shown that disparities in the levels of observable qualities across employees with and without impairments may be explained using a logit decomposition technique that allows for various returns to attributes (Mitra & Kruse, 2016). The disability disparity between men and women is not explained by these features. The remaining amount of the gap that remains unexplained is related to variations in unobserved variables and logit regression coefficients.

[bookmark: _Toc92982326]Training and Career management 

Talent management is rapidly being recognised as a significant aspect in an organisation's performance and has become a top priority for business leaders (Thunnissen, et al., 2013); the talent management difficulties confronting this group are crucial for human resource practitioners to comprehend, as the global prevalence of disability continues to climb and persons with disabilities are denied opportunities to fully display and utilise their talents in the workplace. (Kulkarni & Lengnick-Hall, 2011). To be specific, persons with disabilities have poorer employment rates, poorer wages, and are more inclined to be underemployed than their peers without disabilities (Kulkarni & Scullion, 2015). Disabled individuals may adopt self-limiting choices, such as refusing advancement, in order to manage their work and stay in control. Additionally, access to wellbeing services may be a factor in professional selection  (Williams & Mavin, 2015).
There is training's potential to influence companies' perceptions and worries about recruiting and retaining people with invisible disabilities. The most effective method of increasing disability awareness and promoting social inclusion is not through direct association with PWD, but through training as a critical component of employee - to - employee learning and career development for PWDs (Kulkarni, et al., 2018). Yet, Kulkarni et al. (2018) showed that efforts will result in significant organisational change only if this training is integrated into a wider inclusion initiative.
While accommodations have received the most attention, other treatment variables such as job suitability ratings, hiring practices, career development, training and mentoring opportunities, treated on a token basis, participation in or expulsion from workgroups and other social activities, information sharing, and helping behaviour, as well as response variables related to motivation and loyalty, remain understudied (Beatty, et al., 2019). Occupational health study has revealed that workplace accommodations that have been proved to improve the employability of employees with invisible disabilities are not always implemented (Haafkens, et al., 2011). Additionally, workers with non-visible disabilities may compensate in other areas like as dedication, devotion, and effort. Their impairment may also be readily handled by human resource managers through proper procedures, ensuring that any functional limitations do not impair their efficiency or work productivity. However, research suggested that there is still an unrealised need for accommodations on the side of disabled individuals (Gunderson & Lee, 2016).

PWD have a lower rate of job success than their peers without disabilities, and their skills and aptitude continue to be underutilised. Disability literature also discusses the numerous challenges that PWD face when pursuing jobs. Nonetheless, there are others that manage their career well  (Kulkarni, et al., 2018). Career progression is hampered by beliefs about performance, environmental constraints, and restricted access to assistive technologies. Employers, in particular, may have erroneous worries that hinder PWD professional advancement. There is a scarcity of studies on job progression for people with disabilities. Kulkarni et al. (2018) point to a study conducted in the United States that discovered employers view PWD as loyal, dependable, and diligent workers with low absence rates and lengthy tenures. Despite this, PWD have a limited chance of advancement chances and are disproportionately engaged in entry-level and semi-skilled jobs. Career progression is hampered by beliefs about performance, environmental constraints, and restricted access to assistive technologies. Employers, in particular, may have erroneous worries that obstruct PWD professional advancement. For instance, they make erroneous assumptions about productivity, absences, turnover, relational integration, and the expenses of housing and health care  (Kulkarni & Lengnick-Hall, 2011). Additionally, because some organisational members may opt to engage with disabled individuals on a minimum basis, disabled employees may miss out on essential feedback on organisational roles and how they might fit in. (Colella, 1994). PWD may put barriers on themself in the form of unhealthy career expectations, a failure to seek proactive assistance with work-related issues, and a failure to seek accommodations that aid in job performance. (Kulkarni, et al., 2018).
Kulkarni, (2016) study was performed through in-depth interviews with senior human resource executives from seventeen firms in India. Employers supported a career development philosophy centred on communicating meritocracy and abstaining from positive or negative discrimination, according to the findings. This requires recruiting and promotion decisions to be made based on ability, not on the basis of any particular personnel grouping. Specific HR practises included the use of appropriate language or terminology when referring to people with disabilities, sensitisation programmes for all organisational members, including those with disabilities, accommodations for all employees, accommodation review to ensure workplace accessibility, publicising success stories of employees, including those with disabilities, and a focus on ability building programmes. (Kulkarni, 2016).
HPWPs improve employee capability, motivation, and chances for contribution, hence improving employee well-being. Some research reveals a negative association (Boxall & Macky, 2014), implying that HPWPs increase job intensity, resulting in higher stress and anxiety and decreased employee well-being. While HPWPs may have an overall favourable or bad effect on workers' work experiences, they are especially likely to have an effect on impaired people's capacity and the organisation's acknowledgement of this ability, motivation, and opportunity to contribute. Competency testing, performance appraisals, are likely to have an effect on whether disabled employees' abilities and contributions are objectively recognised, measured, developed, and rewarded, whereas teamwork and functional flexibility are likely to have an effect on the context for work modifications to accommodate activity-related impairments, consequently impacting PWD's motivation and ability to contribute. (Haafkens, et al., 2011).
[bookmark: _Toc92982327]Constraints
 
As with any article, this review is subject to a number of constraints. To begin, the review may be constrained by its search approach. Articles were included in the sample only if they were published in English and were dated between 2011 and 2021. As a result, non-English speaking nations and research completed prior to 2011 were disregarded. Additionally, the databases used, the search criteria used, and the journal style (peer-reviewed) may have limited the capacity to locate relevant papers.

[bookmark: _Toc92982328]Taking a more investigative look at Kulkarni, (2016) study on Organizational career development initiatives for employees with a disability
 
Mukta Kulkarni, is a professor and an Organisational Behaviour & Human Resources Management. Her study focuses on corporate diversity management and social inclusion practises. The research examines management and employer knowledge and support for people with disabilities, which can be broadly defined as addressing perceived barriers to making reasonable accommodations for people with disabilities; the potential for increased employer costs if people with disabilities are employed; and a lack of knowledge of disability or insufficient human resource and management assistance. As a result, the organisation would be able to provide HPWP. The research question was which career development initiatives do employers in India see as most effective in helping those with a disability attain career success? (Kulkarni, 2016). The qualifications of the researcher lent credibility to the conclusions. 
The title is attention-grabbing and immediately piques the reader's curiosity. Organizational career development initiatives for employees with a disability. It is indicating that the group being researched is organisations that offer career development opportunities to disabled personnel. However, the group also could have been managerial and supervisory staff members who work with PWD's. The group, therefore, could have been more explicitly stated (Subotic & Mukherjee, 2014), such as Human resource management's offering of career development opportunities to disabled personnel.
The study provided an appropriate summary of previous research on the disability phenomena. The author emphasised plainly the limitations in current understanding. The author presented the study question clearly towards the conclusion of the introduction. The selected study design, phenomenology (Ratcliffe, 2014), was consistent with the collecting and analysing data face to face interviews. The researcher made no reference to reflexivity, which entails researchers engaging in critical self-reflection on their own biases and responses to data collection and analysis (Dodgson, 2019).
A purposeful sample strategy was employed to choose organisations that had been recognised for their work by external institutional players, were known to recruit a high proportion of people with disabilities or had success stories about their disabled workers publicised in mainstream media. A sample size of 17 individuals was considered sufficient for a phenomenological study. However, the author did not indicate explicitly that data saturation happened. Saturation is a term that refers to the moment in qualitative data gathering when the researcher discovers duplication in the findings and signals that the data collecting process is complete (Boddy, 2016). The target group was sufficiently specified, and the reader was made aware of the sampling criteria. The sample was described in depth regarding the country the participants lived in which is India, located in five different states, companies that report on diversity, gender and their organisational tenure range of about seven and a half years.
For this study Kulkarni aimed to show career development for a diverse workforce as it is a real challenge for businesses and human resource practitioners. Employers and human resource practitioners must consider how to best develop and deploy talent from one of the most underutilised labour pools. Human resource strategies have a significant impact on who has access to organisational opportunities and benefits, and hence on promotion and development prospects, particularly for minorities such as people with disabilities. Thus, she explains what companies have done to assist individuals with disabilities in developing their careers may be beneficial to the degree that particular approaches are generalisable. Kulkarni is an interpretivism researcher, she addresses her study by requiring researcher to interpret study parts; consequently, interpretivism incorporates human interest into a study.
Interpretivism as a paradigm acknowledges that reality is subjective and that individuals experience it in unique ways that can only be comprehended in part through the use of language that defines a certain reality (Yanow, 2017). The way we organise and understand a social world is related to the manner in which information is organised and classified. Language and the created meaning linked with it contribute to the creation of social realities about impairments and learning challenges. They are critical in policy development and decision-making for social acts, since they inform what will be considered significant practises. The social environment is viewed and comprehended differently in different contexts (Welch & Piekkari, 2017). Nothing can be claimed to be true or false, as reality is context dependent. As a result, it is critical to perceive or explain reality through the eyes of people who live it and are involved in a certain circumstance. In the context of this study, it is the participants who serve as the voice of reality.
The study was conducted in a qualitative nature. The advantage of this is that interview studies is that they allow interviewers to be flexible. The interview generates a higher response rate than sent questions, and individuals who are unable to read or write can also respond. The interviewer can assess the respondent's non-verbal conduct. Unlike interviews done by email, which might take place in a completely different atmosphere, the interviewer can choose the location for the interview in a quiet and silent location. As with a questionnaire, the interviewer has control over the sequence of the questions and may also assess the respondent's spontaneity (Adhabi & Anozie, 2017). However, the disadvantage is that Conducting interviews may be extremely costly and time-consuming. Interviews can engender prejudices. For instance, a respondent's response to the interviewer's ethnicity, status, age, or personal appearance may influence his responses. Interviews reduce respondents' anonymity, which is a significant worry for many respondents. There is a lack of access to respondents (in comparison to doing mailshot questionnaire studies), as respondents could be in virtually any country or region (Adhabi & Anozie, 2017).  In this case twenty-one organisations were reached, two denied the meeting request, and two consented but the meeting never materialised due to scheduling conflicts and cancellations. One downside of interviews is that motives and biases may go unnoticed. In Kulkarni’s case the participation criteria ant the issues faced in the recruitment of participation the study pool was small. If an interviewer's prejudice affects the tone with which they ask questions, the resultant data will be distorted. Another problem of interviews is the impossibility of fully comprehending the setting. Each interviewee will react according to their personal experiences and opinions, but there is no feasible method for the researcher to conduct an exhaustive investigation and present their results in their entirety (Adhabi & Anozie, 2017). 
The researchers interviewed 17 human resource professionals who were either working in a government programme or an organisation that had been acknowledged for their work by an external entity. The organisations would have a vested interest in taking part in the study. No employees or co-workers were interviewed for this study however Kulkarni does make reference to this to be done as a follow-up study. Additionally, one downside of interviews is that motives and biases may go unnoticed. If the interviewer's prejudice affects the tone with which they ask questions, the resultant data will be distorted. Another problem of interviews is the impossibility of fully comprehending the setting. The interviewer will react according to their personal experiences and opinions, but there is no feasible method for the researcher to conduct an exhaustive investigation and present their results in their entirety (Adhabi & Anozie, 2017). Crick, (2021) refers to Anderson, (2010) “Qualitative research is often criticised as biased, small-scale, anecdotal, and/or lacking rigour; however, when it is carried out properly, it is unbiased, in-depth, valid, reliable, credible, and rigorous.” Anderson (2010) described how qualitative data may become unreliable when respondents make responses based on what they perceive the researcher wants to hear rather than their true opinions. To counteract the consequences of skewed qualitative data, (Anderson, 2010) stated that "a competent qualitative researcher should analyse not just what individuals say, but also how they frame their replies and address the issue at hand." As the aim was to show how employers have assisted and continue to assist individuals with disabilities in achieving professional success through various human resource philosophies and practises. The interviewee’s bias in wanting positive feedback could influence the response.
Kulkarni highlights that human resource managers emphasise that professional development should not be reserved for those with disabilities, as they do not want anyone to get preferential treatment. Modifying a professional path or curriculum is viewed as discriminatory and unjust. This should have been a chance to propose more study or to discuss pertinent literature about the relationship between organisational justice and fairness and diversity management. According to (Roberson & Stevens, 2006), diversity in the workforce necessitates justice. (Choi & Rainey, 2014) studied whether diversity management improves work satisfaction when adopted in an atmosphere of perceived organisational fairness and equal treatment. They discovered that when employees consider a company to be fairer, diversity efforts become more effective because they enable better levels of job satisfaction. Roberson and Stevens (2006) found that when workers report diversity management occurrences, they voice concerns about justice; employee complaints regarding fair 1outcomes and processes were particularly prevalent in areas such as discrimination, managerial treatment, equitable treatment, and connections such as cohesion among varied personnel. 
A recommendation might have been provided regarding how to improve understanding of the relationship between diversity management practises and justice and fairness, as well as how they may be combined. For diversity management, the Rawlsian perspective on justice implies a limited application of justice and fairness since it permits uneven treatment of minorities, which favours the organisation. By contrast, Sen's integrated approach, which is based on the concept of justice, establishes a foundation for a more holistic and sustainable approach to diversity management. What is considered just and fair under the Rawlsian concept of justice may not be the same in Sen's perspective. Additionally, because diversity management is consistent with Sen's concept of justice, this method has the potential to improve corporate outcomes through favourable employee outcomes, as seen by their findings about attempts to achieve distributive, procedural, interpersonal, and informational justice. Additionally, diversity management treatments that adhere to Sen's approach to justice appear to be congruent with the Integration and Learning paradigm (Dass & Parker, 2017), which is seen as a preferable state of diversity within a continuum of diversity management methods. The Integration and Learning paradigm recommends that managers manage workforce diversity not just to achieve corporate goals, but also to promote individual well-being and solve societal imbalances, all while concentrating on transformation and learning (Podsiadlowski, et al., 2013). Therefore, the Integration and Learning paradigm and the diversity management based on the Senian concept of justice are related, since both are oriented on the person and emphasise the need of changing individuals and institutions. Additionally, both models consider members of minority groups as possessing inherent qualities that may be trained Podsiadlowski et al.'s through engagement and commitment backed by learning; in Sen's case, through capability building.
By emphasising the connection between diversity management and justice and fairness, it is believed that organisations should be concerned not just with achieving a moral conclusion, but also with integrating justice and fairness throughout all diversity management parts. It is stated that justice and fairness principles should be employed in defining important features of diversity worth focusing on, managing diversity through organisational actions, and judging diversity management achievements.
Interpretivism as a paradigm acknowledges that reality is subjective and that individuals experience it in unique ways that can only be comprehended in part through the use of language that defines a certain reality. The manner in which we organise and understand a social world is related to the manner in which information is organised and classified. Language and the created meaning linked with it contribute to the creation of social realities about impairments and learning challenges. They are critical in policy development and decision-making for social acts, since they inform what will be considered significant practises. The social environment is viewed and comprehended differently in different contexts. Nothing can be claimed to be true or false, as reality is context dependent. As a result, it is critical to perceive or explain reality through the eyes of people who live it and are involved in a certain circumstance. In the context of this study, it is the participants who serve as the voice of reality.
The report was well-written, flowed logically, and had sufficient content for critical examination; nevertheless, further detail on enhancing rigour, such as reflexivity and data saturation, could have been included. The study's findings appear to be reliable. This study contributed to exploratory research and the improvement of survey research based on organisations in the United States of America, as well as providing an initial look at best practises in hiring persons with disabilities in Indian organisations. 

[bookmark: _Toc92982329]Conclusion

This study of empirical research demonstrates how qualitative techniques may help us better understand specific circumstances, processes, and variables that influence them. In relation to HRM and the hiring people with invisible disabilities organising around the work of exceptional quality practises of 'selection and personnel,' 'learning and development,' and 'performance management' evaluation, promotion, and career management,' as well as 'pay and benefits; with sufficient training and an increase in the number of PWDs in the workforce, there is a good chance that employers will feel more comfortable dealing with this historically underemployed population. Through its programmes and policies, HRM may be able to foster a more friendly work environment for PWDs.
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