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Introduction
Securing paid employment is a significant difficulty for those with learning difficulties in the United Kingdom. The sobering truth is that, in 2016, a mere 6% of people with learning disabilities who were "known to social services" worked for pay. When contrasted to the 48% employment rate for people with disabilities overall and the 75% employment rate for the UK population as a whole, this figure is startlingly low.
Background
A number of factors, including specific hurdles, inadequate support networks, and a general lack of knowledge and ambition among stakeholders about the potential value these people can bring to the workforce, contribute to the low employment rate for people with learning disabilities. These people have a variety of personal obstacles to overcome, such as trouble picking up new skills, memory loss, communication problems that affect their ability to comprehend and communicate instructions, poor motor abilities, and trouble adjusting to new routines. It is imperative to acknowledge, meanwhile, that people with learning disabilities are distinct, possessing different employment-related strengths and shortcomings. While some people may only need little help, others may need significant support in order to locate, obtain, train for, and keep a job.
Individuals with learning disabilities have varying reasons for seeking and reaping the benefits of employment; these reasons may include but are not limited to monetary gain, involvement, social connection, a sense of worth, meaningful contribution, learning, and personal development. For this reason, a customized strategy for job placement and assistance is necessary to guarantee their success.
A tried-and-true strategy for assisting people with major impairments in finding and keeping paid work is supported employment, which is defined by a partnership approach between employers and service providers. This paradigm began in the United States in the 1980s and has now expanded to encompass various disability groups. It is very effective, as several studies have demonstrated.
Furthermore, cost-benefit analyses have continuously shown that supported employment is advantageous for taxpayers as well as individuals and is both cost-effective. Hiring people with learning disabilities has several benefits for organizations as well, such as increased access to a talent pool, decreased absenteeism, increased loyalty, cost savings, and better customer relations. Employers could be reluctant to accommodate impaired workers, but the data indicates that the advantages far outweigh any imagined drawbacks.
In summary, a comprehensive strategy that incorporates individualized support, awareness-raising, and acknowledging the potential advantages for both employees and employers is needed to address the low employment rate among people with learning difficulties.






Methodology
A methodical methodology was used to perform an extensive assessment of the body of scientific literature that has already been published, as well as the "grey literature." This required using a general internet search engine in addition to conducting a thorough search of five pertinent academic databases. Google Scholar was the general internet search engine, and the databases used for this review were Web of Knowledge, Medline, PsycINFO, Social Care Online, and EBSCO.
Based on the particular goals of the review, the search approach was organized around four main search areas:
· 'Subject': This category included search phrases pertaining to the review's subject or target population, in this example, people with learning difficulties.
· 'Intervention': It covered vocabulary related to the supported employment model and interventions meant to help people with learning difficulties find and keep jobs.
· 'Employer': Search phrases pertaining to employers' viewpoints, behaviours, and experiences hiring people with learning difficulties were included in this category.
· 'Employer Outcome': It sought to gather information and conclusions about the results and advantages that employers encountered when hiring people with learning difficulties.
A structured 7-step protocol was employed to systematically review the relevant literature. The process was as follows:
STEP 1: After identifying the four main search regions, a set of pertinent search phrases was created for each one.
STEP 2: For a thorough retrieval of pertinent material, the chosen search phrases were entered into each of the six databases as well as the Google Scholar search engine.
STEP 3: All of the search results were combined and arranged for additional examination.
STEP 4: Duplicates were identified and removed to ensure that each source was counted only once.
STEP 5: Relevant articles were eliminated after the remaining articles were filtered using their titles and abstracts.
STEP 6: Full-text articles of potentially relevant studies were then retrieved and assessed for their eligibility based on predefined inclusion and exclusion criteria.
STEP 7: The selected articles meeting the criteria were included in the final literature review, and their data was analysed, synthesized, and presented in the review.
The utilization of a systematic methodology guarantees a thorough and coordinated approach to the collection and assessment of the literature, allowing for an in-depth investigation of the study findings about employers' perspectives on supported employment for individuals with learning disabilities.
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Results
A screening procedure was used to exclude 51 duplicate articles from a total of 96 recognized publications, leaving 45. Afterwards, 15 articles remained after the titles were examined and 30 publications were eliminated for failing to meet the inclusion criteria. The majority of participants had to be in the health and social care fields in publications that included a variety of specialists. After examining the abstracts for a second screening, 9 publications remained after 6articles that didn't fit the requirements were eliminated. Twelve publications remain for quality evaluation after 5 were eliminated after more examination through reading the primary content. After these 4 publications' reference sections were examined, a 4-study total that satisfied the review's requirements was found. After that, one more study was found.
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Attitudes of Employers Towards Hiring People with Disabilities
The literature presents a mixed picture of employer attitudes towards hiring individuals with disabilities, including those with learning disabilities. Research on this topic reveals a range of perspectives and concerns held by employers over the years.
1. Positive Factors: Numerous research have revealed advantages that companies look for when contemplating to hire people with disabilities. Employers placed a high priority on employment retention, attendance, and excellent performance as reasons to hire people with impairments, according to research by Houtenville and Kalargyrou (2012). With the exception of somewhat greater training expenses, employers stated that they saw no appreciable variations in human resources expenditures for employees with disabilities (Olson et al., 2001). Furthermore, compared to their non-disabled colleagues, 91% of workers with impairments were regarded as "average" or "better than average," according to Stein (2000).
2. Negative Perceptions: Conversely, employers who had never worked with people who had learning disabilities before frequently voiced serious worries, especially about productivity, whether or not the positions that were offered to them were suitable for persons with disabilities, the possibility of accidents, and compensation claims. These issues have been brought to light by studies by Blessing & Jamieson (1999), Diska & Rogers (1996), Fuqua et al. (1984), Johnson et al. (1988), Scheid (1999), and Weisenstein & Koshman (1991). According to Shafer et al. (1988), employees with learning disabilities who were hired through a supported employment program gradually performed worse than employees without disabilities in a number of performance areas.
3. Comparative Studies: Comparative research has shown that, in comparison to people with other types of disabilities, those with learning disabilities typically have more unfavorable attitudes about their employability. When hiring people with learning difficulties, employers frequently worry about more expenses, more supervision, possible productivity loss, and skill deficiencies (Peck and Kirkbride, 2001). Lengnick-Hall, Gaunt, and Brooks's (2017) research, however, indicates that these worries are mostly unjustified and the result of misunderstandings.
4. Positive Experiences: Positive views are more common among employers who have hired people with learning difficulties in the past. These workers' employers are more satisfied with their work performance when they claim that their performance is average or above average (Gibson and Groeneweg, 1986; Gruenhagen, 1982; Pitt-Catsouphes and Butterworth, 1997; Shafer et al., 1987). Front-line supervisors, who oversee daily performance more closely, also voice satisfaction with the work that people with disabilities accomplish.







Diverse Attitudes Toward Different Disabilities
When examining employer attitudes toward hiring individuals with disabilities, it's crucial to recognize that these attitudes can vary based on the specific type of disability. Comparative studies have shown that employer views toward individuals with learning disabilities can differ from those with other disabilities.
· Lower Expectations for Learning Disabilities: Research on how employers view people with learning difficulties have frequently shown that employability standards are lowered. Schloss et al. (1989), for instance, discovered that when company managers reviewed resumes, they had lower expectations for applicants with learning difficulties. These negative opinions were primarily the result of worries about social performance rather than the conviction that people couldn't complete tasks.
· Variation in Anticipated Work Problems: Compared to people with other disabilities, employers typically view people with learning disabilities as having more work-related obstacles. Personnel directors predicted more serious job problems for individuals with mental health disorders or learning challenges, according to Buccini's (1981) research. Hiring these people is frequently hampered by this view.
· Mixed Attitudes and Preferences: Positive attitudes for providing specific accommodations for "learning disabled" workers were found in US research by Minskoff et al. (1987), provided that the adjustments did not entail a reduction in workload or a reduction in personal life engagement. Only half of employers said they would be prepared to hire someone with a learning disability, which indicates that they had fewer positive sentiments about the practice. Paradoxically, many were willing to give employees with learning disabilities particular considerations not given to coworkers without disabilities, even though a sizable portion would not knowingly recruit someone with a learning handicap.
· Hierarchy of Employability: Research has indicated a perceived disparity in the employability of people with various disabilities. For instance, Jones et al. (1991) discovered that people with physical disabilities were viewed as more attractive workers than people with mental health problems, illustrating differences in how different disability categories are viewed in terms of employability.










Employer Attitudes Toward Hiring People with Learning Disabilities
Research focusing on the attitudes of employers who have experience employing people with learning disabilities generally reveals positive accounts of the performance of these individuals. Such studies often show that employer perceptions and direct observations of performance are more favorable than higher-level perceptions of employability. Here is a summary of key findings from these studies:
· Quality Work Performance: When there is a strong fit between the job and the person, employers frequently assess workers with learning difficulties as meeting or exceeding job standards. These people are viewed favorably by employers, particularly when it is believed that their performance is in line with the demands of the position.
· Advantages for Employers: Employers can gain a lot by hiring individuals with learning difficulties, including improved community perception of the business and employee pleasure from providing support.
· Commitment and Low Staff Turnover: Employers value committed, reliable learning-disabled workers. To maintain attendance and reduce turnover, they often provide additional monitoring and training.
· Public Image and Diversity: Employers understand that bringing on board people with learning difficulties can enhance their company's reputation and foster a diverse work environment. This pledge supports efforts for corporate social responsibility.
Productivity and workforce cohesion benefits
According to the research, hiring those with learning difficulties can actually boost employee satisfaction in a company. These are the main conclusions from the research that back up this theory:
· Improved Interactions and Acceptance: Numerous studies have shown that having people with learning difficulties on staff can enhance relationships and foster acceptance among coworkers. Colleagues frequently grow more tolerant of different groups, creating a more inviting and inclusive workplace.
· Enhanced Overall Company Morale: Employing individuals with impairments, particularly those with learning disabilities, was linked to higher overall company morale, according to research by Solovieva et al. (2011). An inclusive and varied workforce can help create a productive environment where workers feel appreciated and valued.
· Increased Overall Company Productivity: Employers see higher overall company productivity as an advantage of hiring people with impairments, according to the same survey. This shows that increased productivity can result from a diversified workforce that includes people with learning difficulties.
· Humanizing the Workplace: The presence of workers with learning disabilities can "humanize" a workplace and foster social connectedness among employees. Co-workers may develop strong relationships with these employees, viewing them as extended family members. Their presence can teach important life lessons and enhance the social fabric of the workplace.
· Positive Attitudes in the Workplace: A more inclusive workplace, where people with learning disabilities are valued and integrated, often results in more positive attitudes throughout the company.



Reputation and customer reaction benefits
The presence of employees with learning disabilities within a company can have several reputation and customer reaction benefits, which can positively impact business and profits. Here are key findings from the literature regarding these benefits:
· Improved Customer Interactions: Providing accommodations for employees with disabilities, including those with learning disabilities, can lead to improved interactions with customers. Employers reported that these improved interactions positively affected their businesses.
· Consumer Preferences: Consumers tend to prefer doing business with companies that hire people with disabilities. A significant majority of respondents expressed a preference for companies that demonstrate a commitment to employing individuals with disabilities.
· Positive Reputation Effects: Employers that hire people with disabilities, including those with learning disabilities, often experience positive reputational effects. This can include improving the company's image with customers and investors. Consumers view these companies as caring about their workers and being committed to inclusivity.
· Building Sustainable Relationships: Employing individuals with disabilities, including those with visible disabilities, can lead to building sustainable relationships with clients and customers. This contact between clients and employees can positively affect the company's reputation and business relationships.
· Enhanced Public Image: Hiring people with learning disabilities can enhance an organization's public image. Employers believe that this practice contributes to a more positive perception of the company in the eyes of the public.
· Customer Satisfaction: Employers recognize that employing individuals with learning disabilities contributes to customer satisfaction. Meeting the needs and preferences of diverse customers can lead to increased customer loyalty and satisfaction.
Health and Safety Risks
The concern over health and safety risks associated with employing people with learning disabilities is a common one among employers. However, existing research offers insights into the actual risks and challenges related to health and safety when hiring individuals with learning disabilities:
· Risk Levels Comparable to Non-Disabled Peers: Several studies indicate that employees with learning disabilities are not at a higher risk of accidents or safety violations compared to their non-disabled peers. They face no greater risk of accidents and do not compromise overall workplace safety.
· Reasons for Accidents: Where accidents or injuries are reported, they are typically attributed to common causes such as carelessness or improper positioning. These causes are not specific to individuals with learning disabilities but can apply to any employees.
· Training to Improve Safety: Training in health and safety procedures can help address concerns related to accidents in the workplace. Such training can be beneficial for all employees, not just those with disabilities.
· Community-Based Facilities: The shift toward more community-based work environments may have contributed to better health and safety performance. Employees with learning disabilities in such settings have demonstrated safety records comparable to non-disabled peers.
· Reduced Costs: Research by Graffam et al. (2002) revealed that health and safety episodes and related costs, including insurance claims and compensation, were often lower for employees with learning disabilities compared to their non-disabled counterparts. These cost reductions stemmed from better attendance, adherence to safety practices, and longer job retention.
In summary, research indicates that employing people with learning disabilities does not pose increased health and safety risks. These individuals demonstrate safety records similar to non-disabled peers, and the associated costs and insurance rates do not rise significantly. Training in health and safety can contribute to safer workplaces for all employees, including those with learning disabilities. Community-based work environments have shown positive safety outcomes, and workers with learning disabilities provide net savings to employers due to their strong safety records and job retention.
[bookmark: _TOC_250003]Employer views of the support they need to employ people with a learning disability
It is essential to underscore that many of the studies highlight the importance of supportive services provided by supported employment agencies when employing people with learning disabilities. Employers are more likely to achieve positive outcomes when these services are in place. Research suggests that employees with learning disabilities receive higher work performance ratings when employers perceive a good job-employee match and when individuals meet job expectations.
Several components are required in order to support people with learning difficulties in the workplace:
1. Job Matching: In order to guarantee that a person with a learning disability satisfies the demands of their employer, it is imperative to place them in a position that best suits their wants, interests, and abilities.
2. Ongoing Support: Ongoing support may be beneficial for workers with learning difficulties so they can carry out their duties efficiently and participate fully in social activities at work.
3. Support from Job Coaches: Research suggests that having job coaches or disability professionals on staff can be very beneficial to companies and workers alike. When it comes to helping individuals with learning difficulties find jobs, job coaches can be extremely helpful.
Conclusion
In the UK, hiring individuals with learning disabilities is a complicated matter with many chances and difficulties. Since just 6% of people with learning disabilities work for pay, this is an issue that needs to be addressed immediately. Personal challenges, a lack of understanding, and inadequate support networks is some of the barriers to employment. Supported employment initiatives, on the other hand, have shown to be effective and advantageous for both people and society. While there are differences in employer attitudes on hiring disabled individuals, companies with experience frequently highlight the benefits to their firm. In order to encourage inclusive hiring practices and debunk misunderstandings, education and awareness are essential. Including people with learning difficulties in the job can improve morale within the organization, worker cohesion, and production. Employers value these workers' commitment and loyalty, which reduces absenteeism and turnover.
Employing people with learning difficulties also enhances your company's reputation and relationships with customers. It improves a company's reputation by conforming to consumer preferences for inclusivity and diversity. Studies indicate that workers with learning disabilities do not present higher risks for accidents at work, and safety training can help create a safer workplace. Recognizing the individual capabilities and requirements of people with learning disabilities, career coaching and supported services are critical to their successful employment. Employers and employees both stand to gain from inclusive employment practices, which have the ability to unleash the potential of this sometimes-ignored workforce group. Addressing the low employment rate of people with learning disabilities would require a coordinated approach that includes individualized support and raising awareness.
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