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Underemployment of people with disabilities continues to be a social issue; many people with impairments struggle to find and keep work. This problem adds to the considerably greater poverty rates and underutilisation of individuals with disabilities as productive members of society. This study investigates the elements that contribute to the problem of underemployment and low career development. By creating questions for companies to consider when tackling the problem based on the results of this investigation. These questions are based on the concept of developing individual working connections with people with disabilities that may serve as an extension of an organization's corporate social responsibility programme. Individuals with disabilities have a right to seek and retain effective work opportunities; this research examines the elements that contribute to this societal challenge and makes recommendations to businesses. By and large, the study will show that increased awareness of disabled employees would improve their employment prospects, particularly given that disabled people are a loyal and stable pool of workers with a lengthy track record of good job performance.
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In terms of employment and labour market participation, people with disabilities are an underemployed segment of the workforce.  Inequality of employment the employment gap between disabled and non-disabled people in the UK is approximately 32 percent, with less than half of disabled people around 48 percent employed, compared to 80 percent of non-disabled peers (VODG, 2016). According to the 2018–2019 Family Resources Survey in the United Kingdom, 21 percent of people have a disability that’s one in five. These statistics cannot be disaggregated into visible and invisible disabilities. For instance, some people who struggle with breathing may not exhibit any visible signs of their disability, while others may (GOV.UK, 2020). A report from the Office for National Statistics (2019) disabled workers had a lower probability of being employed as managers, directors, or senior officials, or in professional occupations. These positions were held by slightly more than a quarter (25.7%) of employed disabled people, compared to slightly less than a third (32.3%) of employed non-disabled people (ONS, 2019). Additionally, high levels of unemployment for individuals with disabilities combined with the proportion of the European Union’s working age population (aged 15 to 64) fallen for the first time in 2010 and is anticipated to continue declining year until 2060 (Margaras, 2020). Shortages in specific sectors of the labour market, particularly in several European nations, as a result of changing demographics and the retiring of the baby-boom generation (Margaras, 2020). 
According to Word Health Organisation (WHO, 2011) employment statistics vary by country, but the main fact is that, globally, a disabled individual is less likely to be employed than a non-disabled person, frequently significantly less probable (Bonaccio, et al., 2020). Even when employed, people with disabilities are more likely than their non-disabled counterparts to report high unemployment, coerced into part-time or conditional employment, and lower-than-average wages (Baldridge, et al., 2016)
Around 15% of the world's population is impaired, according to the World Health Organization (2011). Some might even argue that this is an underestimate, considering the varying definitions of impairment among countries.
An invisible disability, according to the Invisible Disabilities Association, is one that cannot be seen. “a physical, mental or neurological condition that limits a person's movements, senses, or activities that is invisible to the onlooker…[and]... because these symptoms are invisible, they can result in misconceptions, erroneous perceptions, and judgments.” Simply being unaware of such indications can result in misunderstanding, misperceptions, and assumptions. (Cook & Clement, 2019). Because invisible disabilities are not noticeable, it is difficult to know what happening behind the background or when someone is in difficulty, because they cannot see the disorder, co-workers do not grasp it and then there is the issue of colleagues failing to Recognise the disability given the absence of visible proof of it. Frequently, this results in them concealing their impairment (CIPD, 2018). Challenges can manifest in a variety of ways, since this title encompasses a broad range of disabling illnesses and disabilities, including those listed below.
Invisible disabilities are a universal term for impairments that impair daily functioning but do not manifest physically, are not readily visible, and cannot be verified by others (Matthews & Harrington, 2000). While certain symptoms of invisible disabilities may be interpreted as stigmatised behaviour, the underlying cause of the disability cannot be seen. In other words, the disability is concealed unless and until it is revealed. Non-visible disability can include the following:
· mental health conditions – for example, anxiety, depression, obsessive compulsive disorder (OCD), schizophrenia, personality disorders
· autism and Asperger syndrome
· sensory processing difficulties
· cognitive impairment, such as dementia, traumatic brain injury, learning disabilities
· ‘non-visible’ physical health conditions, such as chronic pain, respiratory conditions, diabetes, incontinence
· hearing loss
· low or restricted vision
(DPTAC, 2020)

Due to the social stigma associated with people with disabilities both in and out of the workplace, some employees with invisible disabilities choose not to diagnosis. According to BBC Work Life a 2011 Canadian survey found that 88 percent of people with invisible disabilities were opposed to disclosing their disability to employers out of fear of being labelled (Holland, 2017). In the Covid-19 era, the prevalence of invisible disabilities is certain to increase as people grapple with a growing percentage of physical and mental health challenges. Invisible disabled individuals should receive the same considerations and protections as those with visible disabilities. Additionally, no one should face discrimination based on disability, whether hidden or visible. As leading employers renew their commitment to fostering a diverse and inclusive work environment, invisible disabilities should be identified, discussed, and considered. When an employer places a premium on individual abilities and provides a safe and inclusive work environment for all, teams thrive, employee loyalty soars, and performance soars. 
According to the 2017 Candidate Survey conducted by the Recruitment Industry Disability Initiative (Initiative, 2017), 75 percent of the total candidates for work with a disability say their disability has impacted their professional goals; during different stages of the hiring process, 54 percent of respondents challenges came up against; and 28 percent of the surveyed have difficulty with assessments in digital form. The results of the survey demonstrate that in-house recruiting managers should take steps to assist businesses in hiring more people with disabilities and expanding into this vast pool of talented individuals, particularly as more industries face lack of skills.
Sadly, when people are unable to see evidence of someone's medical problem, they are more likely to misjudge and establish untrue opinion about the individual. Individuals may experience embarrassment, discomfort, or dissatisfaction at work. Creating a supportive and inclusive work environment is critical not only for your employees, but also for your business. With increasing diversity in the workplace, organisational leaders have become increasingly aware of the critical nature of creating inclusive environments (Qi, et al., 2019). Simultaneously, inclusion-focused scholarship is in its early life. Mor Barak and her associates in the field of social work were the first to conduct systematic research on workplace inclusion (Barak, et al., 1998). Recently, scholars have sought to establish that inclusion is critical for everyone, but especially for those who have historically been excluded. Diversity in the workplace refers to the presence of various types of people or individuals with varying characteristics within an organisation. An inclusive workplace is one that instils a sense of value in its employees, that they are integral parts of the organisation and that their input and contribution are critical to the organization's success. The research demonstrates how fostering an inclusive culture promotes a healthy work environment by minimising negative aspects of work (Kuknor & Bhattacharya, 2020). In summary, inclusion entails providing equal opportunity for members of socially marginalised groups to participate and contribute while also providing opportunities for members of non-marginalized groups to participate and contribute, as well as supporting employees in their efforts to be actively invested at all levels of the organisation and to be authentically themselves.
Employing someone with a disability is statistically likely, even though an employer is unaware. Because 96 percent of disorders are invisible, so the likelihood of them being noticed is low; in fact, unless informed, most people are unaware. It is common for individuals to conceal information about their disabilities, primarily out of fear of discrimination or a lack of recognition and understanding. Employers will need to instil confidence in their employees to seek assistance, Employers will need to instil confidence in their employees to seek assistance, which means providing resources and care on the job for disadvantaged employees. Seventy percent of disabled people report that intolerance prevents them from finding work. (uk.org, 2010).
HR managers play a crucial role in the development of diversity and workplace inclusion initiatives; as the representatives of the organization, they must ensure such initiatives acknowledge the potential of people that can benefit the company (Shore, et al., 2018). Additionally, HR has a responsibility to promote an environment that values and engages all workers, thereby contributing to a more diverse applicant pool and assisting with recruiting (Fuhl, 2018). A reasonable adjustment must be made by employers under the 2010 Equality Act to accommodate employees with disabilities; However, the absence of consistent definitions of what constitutes a disability and who individuals with disabilities are (and are not) continues to be a source of frustration for human resource professionals. Additionally, HRM may encounter difficulties balancing their obligation to provide reasonable support and accommodations to employees with episodic disabilities with their health and safety obligations and productivity goals (Gignac, et al., 2021).

Human resource models, however, do not specifically address disabilities, but they do use model developed for occupational health which has been modified to help manage employees with disabilities in the workplace. People with disabilities are treated differently by HR management because of this. In some business all disabled people are believed to be sick in the medical model, requiring healing or improvement. They are a group of people with limitations and require assistance in getting tasks done. The disabled person can lose confidence as a result of this way of thinking (Bonaccio, et al., 2019). 
A Charity model illustrates people with impairments are deserving of compassion. Influence and control are placed in the hands of well-meaning, knowledgeable individuals who wish to improve the situation of the disabled. It is hoped that people with disabilities will be appreciative of what is available and will act as beneficiaries. (Ameri , et al., 2018).  
The stakeholder theory leads itself to be a more positive human resource management approach that is based on the idea of involving stakeholders; professional advice is complemented by a cooperative stakeholder engagement role. When used as profitability factors, organisations can employ reasoning that can result in a bias against stakeholders with disabilities (Migliaccio, 2017).
There are no models that focus specifically on non-visible disabilities. No matter which model is chosen for disabled employees, an inclusive work environment should be promoted and supported by all stakeholders.
[bookmark: _Toc93348561]Motivation

Invisible disability has been of great interest to the author the late diagnosis of dyslexia. Her experience of interviews employment Made how curious to the experience of others. Conversations held with other people with hidden disabilities show the pattern of biases. On the other hand, there have been cases of success. After reading an article on the recognition that people with disabilities possibly being the answer to fill the employment shortage the author thought it only prudent to investigate this subject further.
[bookmark: _Toc90017760][bookmark: _Toc93348562]Hypothesis

HR strategies are not full prepared to recruit staff with invisible disabilities to help fill the gap in vacancies. People with invisible disabilities do not believe the employment market is ready for this.


[bookmark: _Toc90017761][bookmark: _Toc93348563]Aims and Objectives

The study's primary objective is to demonstrate the difficulties that people with invisible disabilities face in obtaining meaningful employment and careers.
The purpose of this study is to determine whether obstacles arise as a result of organisations' inability to recruit and accommodate employees who require inclusive recruitment strategies and accommodations, which may be different for employees without disabilities or for employees who are visibly disabled.
Looking at whether the perception of people with invisible disabilities regarding the preparedness of employers’ inclusivity recruitment strategies is bias. When is the optimal moment to inform an employer about a disability, prior to or following recruitment? What is the perception of employees with invisible disabilities regarding career planning and prospects? Are employers’ HR strategies prepared to recruit staff with invisible disabilities to fill the gap in vacancies? How does human resources assist employees/candidates with invisible disabilities in creating an inclusive work environment? Conduct a review of hiring practises and procedures for individuals with disabilities.

Individuals with invisible disabilities and HRM will provide the data for this study, which will be based on their perspectives, practises, and conceptions. Because there is a scarcity of information on this topic in the UK, respondents will be recruited from all around the country.
[bookmark: _Toc90017762][bookmark: _Toc93348564]Theory

[bookmark: _Toc93348565]Ability Motivation Opportunity Theory 
According to the AMO theory, there are three distinct components of the work system that influence employee characteristics and contribute to the organization's success. According to the theory, an organization's interests are best served by a system that values the ability, motivation, and opportunity of its employees (AMO).
When considering HR strategies with the recruiting of staff with invisible disabilities and the perception of employees with invisible disabilities regarding career planning and prospects this could be addressed from an AMO perspective. 
The Ability, Motivation, and Opportunity (AMO) theory has been widely adopted in the HRM discipline to help explore and understand relationship between how people are managed and resulting achievement. A widely held belief is that by combining an individual's ability, motivation, and opportunities, we can obtain a measure of that individual's performance (Martinez-Tomas, 2016). 
The AMO theory is a well-structured framework that enables a better awareness of the relationship between HRM and performance. Additionally, the model's proposal's effectiveness appears to be unquestionable. This theory could inadvertently benefit those with disabilities. Indeed, a trained and skilled employee performs better, while a motivated employee is willing to "go the extra mile." To enable an employee with a disability on needs to provide accommodations needed. Additionally, the working environment encourages participation which opens opportunities. Similarly, if the work environment does not provide sufficient opportunities, both abilities and motivation may lose their significance.
[bookmark: _Toc90017763][bookmark: _Toc93348566]Literature Review

Nearly fifteen percent of the world's population is disabled (WHO, 2021). This has been increasing as a result of the combined effects of global population growth and increased life expectancy. Disability survival rates and quality of life are increasingly being impacted by medical and technological advancements, genetics, the food chain, natural disasters, conflict, and societal or environmental events (Moore, et al., 2018). Since the 1970s, the related population segment has grown by 5%, resulting in more than one billion people having 'long-term physical, mental, intellectual, or sensory impairments that, when combined with other barriers, may prevent them from participating fully and effectively in society on an equal footing with others.' (Iriarte, et al., 2018).
According to the 2018–2019 Family Resources Survey (UK), twenty one percent of people have a disability one in five. These statistics cannot be broken down into visible and invisible disabilities. For instance, some people who have breathing difficulties may not exhibit any visible signs of their disability, whereas others may (DPTAC, 2020).
Between the babe booms retiring, the Amazon effect, which is transforming the way people shop, is also associated with a severe labour shortage in the retail-distribution industry. The pandemic has also had a profound effect on the industries and locations in which prospective employees wish to work. Simultaneously, risks associated with pandemics and policy changes have exacerbated the difficulties (Ellinger, et al., 2020). According to demographic projections, the UK's workforce is ageing as a result of increased longevity and low birth rates. Given the facts and projections, the issue of filling talent gaps created by the impending retirement of baby boomers has gained prominence (Harper & Walport, 2016).
Disabled persons frequently face plenty of difficulties in obtaining and retaining work (Stone & Colella, 1996). Low employment rates are said to be a result of "accessibility problems in the physical environment; labour market policies; the attitudes and prejudices of people, particularly job providers; and labour structure and work organisation." (Ellinger, et al., 2020). Improving employment opportunities for people with disabilities has been recognised as a critical policy objective in the United States and throughout the world, as evidenced by the 1990 ADA, the 2008 ADA Amendments Act, and the 2006 United Nations Convention on the Rights of Persons with Disabilities, which has been signed by 160 nations (Ameri , et al., 2018).
Numerous regions, workplace accommodations are backed up by law pertaining to human rights and accessibility, which require employers must make reasonable accommodations modifications that do not impose an unjustified hardship on the business (Lindsay, et al., 2020). Employer preconceptions and attitude biases appear to be a significant cause of the problem, according to research. Indeed, the paper observes that businesses frequently adhere to incorrect fears about disabled workers, including inaccurate statements about their employment abilities, performance levels, absences, turnover rates, and the exorbitant expenses of accommodation. Interestingly, assessment statistics constantly demonstrate that disabled personnel perform as well as, if not better than, non-disabled employees, have lower absenteeism and turnover rates, and have a better safety record than non-disabled employees (Stone & Colella, 1996). According to research, most workplace adjustments may be offered insignificant or non-existent expense for example flexible working times (Lindsay, et al., 2018a). Many employers, on the other hand, are frequently unsure of or unconfident about how to have a productive dialogue with their workers or potential employees. Thus, it is critical to establish techniques to provide assistance to companies and management in establishing such fruitful dialogues, all the more so given that individuals with disabilities must declare their needs for employment accommodations. (Lindsay, et al., 2019).
The research demonstrates that declaring a disability is a complicated procedure, and many persons with impairments are frequently unwilling to do so (Santuzzi, 2019). The unfair hurdles to disability disclosure are frequently related to the kind and severity of the impairment, insufficient self-advocacy abilities, fear of stigma and prejudice, and employers' ignorance about disability (Lyons, et al., 2018). According to studies concentrating on disabled people's experiences, they face several challenges in the workplace, including unfavourable attitudes, discrimination, and excluding workplaces. (Lindsay, et al., 2020). In comparison, facilitators of reporting a disability include an understanding of available resources and workplace rights, good communication with employers, and favourable attitudes among co-workers' (Lindsay, et al., 2019).
The data from the United States Bureau of Labour Statistics demonstrate the issue's endurance. Between 2008 and 2016, the average employment rate for those with disabilities was only 18%, whereas the average employment rate for people without disabilities was 65 %.  Between 2017 and 2019, we saw incremental progress: in 2017, 18.7% of people with disabilities were employed, compared to 65.7% of people without disabilities; in 2018, 19.1% of people with disabilities were employed, compared to 68.4% of their non-disabled peers; and in 2019, 19.3% of people with disabilities were employed, compared to 66.3% of people without disabilities. It is imperative that we take steps to continue to increase these percentages (NCoD, 2020).
In in comprehensive examinations of disability disclosure and reasonable accommodations for the workplace, and on-the-job training for disability diversity (Lindsay, et al., 2019) and workplace training on disability diversity (Phillips, et al., 2016) emphasise the fundamental need that employers supply additional support to employees with disabilities, particularly throughout the process of disclosure. One unique approach is to use instructional simulations, which are lifelike settings that depict difficulties or scenarios that may arise during professional interactions. Such simulations can be an invaluable resource for interprofessional education (Gamble, et al., 2016).
According to Coetzee et al(2017) .'s study, not all persons with impairments encounter job growth barriers. Five (33 percent) participants answered that they have not encountered barriers to professional progression in their current jobs. The participants' perceptions on the obstacles they experienced were consistent with those found in the study literature. According to the research, impairment problems impede career progress in the workplace (Coetzee, et al., 2017). Coetzee, et al.(2017) study's findings complement prior studies suggesting that employers are unaware of disability and statutory obligations. Beatty (2012) also found that employees with disabilities experience career plateaus where they remain in the same position for a long time and that advancement to a higher level is unlikely (Coetzee, et al., 2017).
Few studies have examined the potential benefits of having disabled personnel or the influence on organisational policies; instead, disability and PWD are viewed as a burden at work (Jones, 2016). The belief that the Americans with Disabilities Act applies primarily to human resource management activities is erroneous. From the point of employment, human resource development practitioners have a responsibility to collaborate with the employee to determine what accommodations are required during training, to support career development and mentoring opportunities, and to ensure that the opinion of disabled employees is considered when organisational change is negotiated. (Procknow & Rocco, 2016). Organisations could develop training programmes emphasising that generalisations are not always credible or applicable to the majority of disabled people, clarifying accepted practises for treating and communicating with disabled people, and reducing anxiety linked with working with the disabled, particularly the feelings of insecurity and threat elicited by various disabilities (Stone & Colella, 1996).
The majority of employer surveys have concentrated on managers' opinions regarding PWD, as these beliefs are regarded to be a source of discriminatory behaviour (Araten-Bergman, 2016). Recent research, however, casts doubt on the fundamental assumption that attitudes and intentions may be used as proxy measurements for actual conduct. Mitra and Kruse (2016) found from reviews of empirical research on managers' attitudes about PWD that, while managers generally had favourable sentiments of disabled people, they had misgivings about recruiting them. Additionally, a comparable difference between managers' opinions and the number of PWD recruited in their firms was discovered. As a result, while many managers profess good sentiments and announce their goal to employ PWD, they frequently fail to do so. The absence of a correlation between intentions and actual hiring behaviour can be explained in numerous ways: To begin, self-reported attitudes and intentions of managers have long been plagued by the social desirability bias, a phenomenon in which study participants simply offer socially acceptable replies to survey questions rather than expressing their genuine opinions (Araten-Bergman, 2016). Currently, in the United Kingdom, the ideals of human rights and equal opportunity for people with disabilities are highlighted and reflected in the country's public policy. The 2010 Equality Act, which integrates the rights of Persons with Disabilities, outlaws’ discrimination against PWD in the workplace and requires businesses to provide reasonable accommodations for the impaired workforce's requirements. Managers would almost certainly feel uneasy expressing unfavourable opinions or proclaiming their refusal to recruit PWD in this situation, either because they believe their position is socially inappropriate or out of fear of violating labour laws and regulations.
Araten-Bergman, (2016) based her findings on Groschl's (2007) study, which interviewed 42 hotel human resource managers throughout Canada and 15 employment service providers to ascertain the influence of existing human resource policies on the recruitment of individuals with physical impairments. Only five of the 42 hotels had a diversity statement, but none that specifically referenced employees with physical impairments, and only one hotel had a recruiting plan tailored to individuals with physical disabilities. Cavanagh et al. (2017) contend that the majority of human resource professionals are unfamiliar with antidiscrimination regulations and are unaware of antidiscrimination preventative activities. Additionally, many human resource professionals are ignorant of intervention measures that promote inclusion, such as non-discriminatory employment practises or flexible work hours. Additionally, HR experts fear that individuals with physical impairments may become a liability as a result of the expenditures involved with workplace modifications (Bonaccio, et al., 2020). This may be in part because employers are often not aware of potential financial assistance to assist employees with physical limitations (Araten-Bergman, 2016) As a result, a lack of organizational-wide disability awareness increases the likelihood of employers engaging in discriminatory behaviours towards employees with impairments.
Harper & Row (2016) This study makes a contribution to SHRM research by examining the link between HPWPs and overall employee experience at work (not just disabled people). Previous research examining this association has been equivocal. They discovered that several research demonstrated a beneficial impact of HPWPs on workers, corroborating the AMO model's prediction that HPWPs boost employee capability, motivation, and opportunity to participate, hence increasing employee well-being. Whilst other research demonstrates a negative association, consistent with a "hard" or "calculative" approach, HPWPs increase job intensity, resulting in greater stress and anxiety and decreased employee well-being. While earlier research has examined the overall impact of HPWPs on the workforce, little is known about how this influence differs by employee attribute (Harper & Walport, 2016)
Harper & Walport (2016) also discovered some evidence for a favourable correlation between the HPWP count metric and overall employee well-being, lending support to previous research' conclusions about the beneficial effects of HPWP bundles.
[bookmark: _Toc88997288][bookmark: _Toc93348567]Methodology

Phenomenology seeks to elucidate and characterise human experience. Building on Husserl's (1960) work, who is often recognised with founding phenomenology (Spiegelberg, 2012). The objective of Husserlian phenomenology is to ascertain the essence of a phenomena. The essence of a thing is defined as what defines it (Crotty, 1996). Thus, the major interest should not be with the experience itself, but with what the experience discloses about what constitutes experience. The University's ethical permission will be sought. Each participant will receive an information leaflet detailing the study's purpose. Time will be given for participant to discuss and ask questions about the study.
A brief questionnaire with on more than 10 qualifying questions to screen to ensure all participants have an invisible disability, are in or have been employed, also for a fair distribution in gender and age. Each participant will be interviewed in via semi-structured interviews method. The interviews will be informal and conversational in nature, allowing for a focus on specific parts of a subject while appreciating the uniqueness of each interaction.
To analyse the experiences of persons with invisible impairments, a qualitative technique combined with an exploratory approach will be employed to give a thorough examination of disability management. The goal is to have as much variation as possible in terms of sample disabilities, gender, age, employment, and occupation. All interviews will be done in the strictest confidence and privacy, and participants will have the option of remaining anonymous or not. The respondents will be picked to provide as much variety as possible in terms of impairments, gender, age, and employment.
The interviews will be exploratory in character and will focus on the participants' Their efforts to find meaningful jobs as people with invisible disabilities. Documentation that is relevant will be distributed to United Kingdom (UK) associations that cater to people with invisible disabilities, as well as contacting HRM manager throughout the UK, in order to recruit participants; this will include a summary of the study and a request for participation from people who have an invisible disability. Human resources professionals will be approached via LinkedIn, and members of the Chartered Institute of Personnel and Development will be requested to participate. If necessary, the snowball approach will be utilised to increase the size of the candidate pool. 
Qualitative interviews will be conducted to get information about the candidates' experiences and perspectives. This will assist in developing a better understanding of the effects on candidates, as well as identifying research gaps and establishing study objectives. The interview questions will be prepared in such a way that they will aid in analysing the replies within the time constraints of this research and determining the worth of the work through a thorough evaluation of the subject.
[bookmark: _Toc93348568]Validity of the study

A commitment will be made to incorporate only evidence-based practise, which involves, in part, the application of the findings of well-conducted, peer-reviewed research studies. Not only will the study's findings be taken into account, but so will the study's rigour. This is accomplished quantitatively by assessing the validity and reliability of the data. Although no 'construct' can ever be completely demonstrated. New data is continuously refining beliefs about the nature of characteristics and everything they quantify. The collection of data to support an interpretation of what a measure represents is referred to as construct validity. Validity evidence is available in the form of content and criteria validity (Flake, et al., 2017).
[bookmark: _Toc88997289]Each article has been evaluated for validity to ensure it covered the topic content. The instrument's dependability and accuracy were also assessed to confirm that the instrument consistently produced the same findings when utilised in the same circumstance on several occurrences. When performing or evaluating research, it is important to take into account the validity and reliability of the data gathering techniques (instruments) (Flake, et al., 2017). All data were gathered and analysed to see whether the theory sufficiently explained the observed outcomes.
The purpose of each article was outlined; each article was prepared to either enlighten the reader or to illustrate a point made during their study regarding PWD. Each article had to guarantee that all content was ordered and focused, that all arguments were comprehensible, and that every research was either original or a review of existing research. All articles were reviewed for bias, regardless of whether the author disclosed an impairment or was compensated to conduct the research by a disability awareness organisation, an organisation that publicises their interest in working with PWD as part of their corporate social responsibility, or human resource management that demonstrates they have policies in place to include PWD. 
Unless it is established that the information utilised is still current, all articles have been published within the previous five years. Additionally, all scholarly publications provide a reference to the sources read, and the references are current. All the publications are pertinent to the current study topic, are well-researched and well-written, and acknowledge the existence of a workforce gap that PWD may fill; and the relevance to whether PWD feel HRM is prepared to hire PWD or just believes they are and are PWD prepared for inclusion is addressed. In conducting the research, the author discovered that Stone and Colella 1996 are the author authorities for the subject matter and are cited by the majority of scholars.
[bookmark: _Toc93348569]Ethic

The study will be performed with consideration for the rights of participants and welfare, and in compliance with applicable ethical, legal, and professional techniques, obligations, and norms. Taking into consideration the research's delicate nature. According to Professor Oates et al. (2014), ethics standards must specify the conditions what should be the subject of research conducted in order to make certain that the study is conducted professionally and ethically. The term "research ethics" refers to the moral norms that control the study process from start to finish and publishing of findings (Professor Oates, et al., 2014).
Where the research involves direct contact with research participants, such as interviews or focus groups, and any of the participants have reduced mobility, it will be ensured that the venue chosen is accessible to all, unless the venue has been chosen by the disabled persons themselves. If required, transportation will be volunteered to supply although this may incur costs which will be incorporated into the study plan (Farmer & Macleod, 2011). 
Individuals who are deaf or hard of hearing may communicate in a variety of ways. A need to ascertain what these are in order to make the required plans. Time will be taken to discover how the impaired person communicates using a communication aid, an assistive, augmentative, or alternative mode of communication. The usage of communication aids might be time consuming at times; this will need to be kept in mind when planning the study schedule (Farmer & Macleod, 2011).
Access to printed communication materials such as information sheets, permission forms, surveys, dissemination materials, and other research-related texts will also need to be universal. Access to internet resources electronic content must be accessible to those who are blind or visually impaired. Any part of the study conducted online, will be critical to ensure that it is accessible to persons who are blind or visually impaired. A chance will be given to identify these requirements and, if required, discuss them with so that the necessary accommodations can be made (Farmer & Macleod, 2011). 
It is critical that the language and terms used throughout the research process are appropriate. Use the terms 'disabled individuals' or 'persons with disabilities'. Questions of a personal nature will be avoided unless it is clearly related to the study (Farmer & Macleod, 2011). If it is necessary to obtain such information, it will be obtained with tact and refrain from pressing further if the individual seems uneasy. Pseudonyms will be employed for research participants and care will be taken to avoid disclosing personal data needlessly. If the disabled person appears regularly in the media, their identity may be easily identifiable. In that scenario, inquire if the individual is comfortable with the possibility of being identified by a reader. Care will be taken to ensure that information sheets and consent forms are created in accessible formats when obtaining consent from disabled participants. Consent should still be acquired from the participant, and his or her wishes should be honoured if he or she does not choose to participate.

[bookmark: _Toc93348570]Expected Conclusions
Underemployment of people with disabilities continues to be a social issue; many people with impairments still struggle to find and remain in employment. This study investigates the elements that contribute to the problem of underemployment and low career development. Unfortunately, it is still expected to find that disabled persons whether the disability is visible or not still frequently face plenty of difficulties in obtaining and retaining work as found by Stone & Colella (1996) over twenty five years ago. Individuals with disabilities have a right to seek and maintain career opportunities. This research examines the elements that contribute to this societal challenge and makes recommendations to businesses.
See what changes could be made by organisations in them developing training programmes that tackle unconscious bias as the research of HRM show they have policies and procedures in place to address stereotyping and support the fact that PWD are an asset to the organisation. Alleviate anxiety associated with working with disabled people, as well as PWD fear for stigma preventing them from trying to build a career.
By and large, the study will show that increased awareness of disabled employees would improve their employment prospects, particularly given that disabled people are a loyal and stable pool of workers with a lengthy track record of good job performance.
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[bookmark: _Toc93311666][bookmark: _Toc93348572]Introduction to Reflective on qualitative and quantitative analysis

When considering how to conduct research into people's opinions, feelings, experiences, and behaviour, considerable thought must be given to the path to take. Whether through the scientific tradition or through a reflective, experiential route. Both paths require some of the same research skills, albeit in different order. Both produce useful and informative results when done properly, but each serves a somewhat distinct purpose. The terms 'quantitative research' and 'qualitative research' are frequently used interchangeably (Morgan, 2018). In academic circles, the distinction between quantitative and qualitative methods has been much debated. According to some scholars, it is less about the researcher deciding which path to take than it is about the type of knowledge they wish to create, uncover, or construct. According to some theorists, the difference is ambiguous and should be avoided (Morgan, 2018). However, in practise, the labels are widely used in most sectors of social research. The two approaches are stylistically, linguistically, and objectively dissimilar. Both are backed up by a large and complex body of literature that employs differing terminologies and levels of insightful refinement. In modelling and analysing numerous phenomena, scientific research employs both qualitative and quantitative methodologies (Brannen, 2017). Qualitative methodology aims to comprehend a complex reality and the significance of actions within a given context. On the other hand, quantitative methodology aims to obtain precise and reliable measurements that can be analysed statistically. Both methodologies present a set of methods, potentialities, and limitations that for research has to be explored to understand and then decide which one would be the best to focus on.
The first consideration would be what type of knowledge the research will be contributing to.

[bookmark: _Toc93311667][bookmark: _Toc93348573]Basic versus applied researcher

Applied research employs scientific methodology to generate data that will aid in the resolution of an immediate, but typically persistent, societal problem. The applied research environment is frequently complex, chaotic, and highly political, with demands for rapid and conclusive responses but little or no experimental control. In comparison, basic research is also firmly rooted in the scientific method and aims to generate new knowledge about how processes fundamental work. Control is frequently provided in a laboratory setting.
These distinctions between applied and basic research contexts may appear artificial to some observers and emphasising them may give the impression that applied researchers are "willing to settle" for less than scientific method.
A critical distinction between applied and basic research is the relative importance placed on internal and external validity. While internal validity is critical for both types of research, applied research places a much higher premium on external validity. Indeed, the likelihood of applied research findings being used is frequently contingent upon the capability of researchers to persuade policymakers that the findings are applicable to their specific setting or problem. For instance, the results of a study performed of aggression using a completely fictional shock generator are unlikely to be as persuasive or useful to policymakers confronted with the problem of violent crime as the findings of a well-designed survey characterising the types and reported cases of crime encountered by inner-city community members (Bickman & Rog, 2008).

[bookmark: _Toc93311668][bookmark: _Toc93348574]Exploratory verses explanatory

Explanatory research is a subset of scientific inquiry that aims to explain why certain phenomena behave the way they do. On the other hand, exploratory research is a type of research that aims to explore and investigate an undefined problem. While explanatory research connects disparate ideas in order to comprehend the nature of relationships of causation and effect and thus explain why certain phenomena occur, exploratory research investigates the research problem but does not provide definitive or conclusive solutions. The primary distinction around explanatory and exploratory research is that explanatory research helps explain why certain phenomena behave as they do, whereas exploratory research explores and investigates an undefined problem (Swedberg, 2018).
By exposing previously unknown connections and causal mechanisms, exploratory research can help raise awareness among researchers and their audiences. Rather than imposing a ruler on social reality, exploratory research proposes to comprehend others, their cultures, and societies through a process of fusing the researcher's and the researched interpretative horizons. By employing dialectical reasoning, it is further suggested that we should focus on contradictions rather than on simple and easy-to-understand regularities (Reiter, 2017).

[bookmark: _Toc93311669][bookmark: _Toc93348575]Inductive vs deductive research

Trochim (2006) is cited in a passage that refers to two "broad styles of thinking as the inductive and deductive approaches" (Soiferman, 2010). He describes induction as a process that begins with the particular and ends with the general; reasoning based on experience or observation are best articulated inductively, whereas arguments based on laws, rules, or other commonly recognised principles are best expressed deductively. Soiferman, (2010) states according to Creswell and Piano Clark (2007), the deductive researcher "works 'top down,' from a theory through hypotheses to facts to support or refute the theory." By contrast, they describe an inductive researcher as one who works "bottom-up, employing participants' perspectives to develop bigger themes and construct a theory linking the themes." The two primary forms of analysis that are generally utilised in research are quantitative (deductive) and qualitative (inductive). Though there appears to be some dispute among academics over the optimal strategy for doing research and collecting data, these two approaches are not mutually exclusive and frequently address the same subject in unique ways.
Complex, diversified, and pluralistic is social science research. As a result, the way research is performed, its objectives, and fundamental assumptions differ greatly. Qualitative methodology, which is based on an interpretivist paradigm, and quantitative methodology, which is based on a positivist paradigm, are the two primary and most popular types of research. These approaches serve as the foundation for the great bulk of social science researchers' work. As a result, researchers should have a firm grasp of the philosophical argument that underpins their research. Researchers have varying worldviews regarding the nature of knowledge and reality, which are influenced by their philosophical perspective (Cohen, et al., 2017). Linking research to philosophical traditions or schools of thought aids in the clarification of a researcher's theoretical frameworks in any research activity (Cohen, et al., 2017). There are several general frameworks for conducting research in the social sciences. They involve assumptions and ideas on a variety of levels, ranging from philosophical viewpoints about the nature of the world and how people might improve their understanding of it to assumptions about the right link between social scientific research and professional practise.
The framework for any research project includes views on the nature of reality and humanity (ontology), the theory of knowledge that underpins the research (epistemology), and the means by which that knowledge may be gained (methodology), all of which have resulted in differences in the types of research methodologies used in social science (Tuli, 2010). Quantitative technique is concerned with quantifying social phenomena and collecting and analysing numerical data, with an emphasis on the relationships between a small number of qualities over several examples. On the other hand, qualitative technique is more concerned with comprehending the meaning of social phenomena and focuses on the relationships between a larger number of variables across a small number of cases (Creswell, 2017).
[bookmark: _Toc93348576]Conclusion

With a desire to generate practical knowledge combined with wanting to discover more on the experiences of people with invisible disabilities, it is important to the author to use quantitative research, as it is a more appealing form of doing the research in this setting. Interview data helps to achieve research objectives as they are written to collect data whereas the method used must meet the objectives. The methodology encompasses the authors world view which is a constructivist (interpretive) as she these people are different from things and cannot be studied in the same way as things. The author is subjectivist because she believes in the study of people with disabilities cannot be studied objectively. 
In contrast to the postpositivist paradigm, the interpretivist paradigm is characterised as having a relativist ontology coupled with a subjectivist epistemology and is consistent with postmodern ideas. Interpretivist research, on the other hand, "is led by the researcher's set of views and sentiments about the world and how it should be understood and investigated” (Denzin & Lincoln , 2005). According to the interpretative paradigm, "knowledge is contextual—historical, temporal, cultural, and subjective—and exists in a variety of forms as representations of reality (individual interpretations)." (Benoliel, p. 407, 1996).
As interpretivists, we allow many interpretations and modes of knowledge and recognise that "objective reality can never be grasped." I am only familiar with it via portrayals" (Denzin & Lincoln , 2005). The interpretative paradigm is mostly concerned with identifying and describing the significance of human experiences and acts (Fossey et al., 2002).
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