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Abstract
The aim of this study is to identify the challenges associated with gaining employment for people with an ID. Along with the benefits for people with an intellectual disability and the employer in creating an inclusive work environment. The design of the study is qualitative.  Eight participants, 6 female and 2 male, took part in semi-structured online Zoom interviews that were audio recorded. The interviews consisted of four key questions. Participants were selected using purposive sampling. They were recruited using convenience and snowball sampling. The data was analysed using Braun & Clarke’s (2006) method of thematic analysis. Six overarching themes emerged, 1.Resources, 2.Recruitment, 3.Education, 4.Relationships, 5.Value, and 6.Funding. Key findings highlighted a need for a revision of government policies on inclusive employment, sustainable funding, adaptions to recruitment processes, increased training for employers and people with an intellectual disability. Recommendations for future research and dissemination of this study are discussed.









Chapter 1 - Introduction
Overview of intellectual disability 
A person with an intellectual disability (ID) has neurodevelopmental deficits (Lee et al., 2019). An ID is characterized by significant limitations in intellectual functioning and adaptive behaviour expressed in social, conceptual, practical, and adaptive skills (Schalock et al., 2021). The prevalence of IDs in Ireland is 6.13 per 1,000 of the population, based on the National Intellectual Disability Database (NIDD) data from 2015 and the census from 2011 (Gulati et al., 2018). Considering the number of people diagnosed with an ID in Ireland there is a need for their voice to be heard and their experiences shared. People with an ID are significantly under-represented in the workforce in Ireland and globally (McClausland et al., 2020). They currently are not being heard and there is a need to shed light on people with an IDs experience regarding employment which is in line with the current study’s aims. Historically it has been recognised that this type of disability develops during the developmental period (Schalock et al., 2021). However, contemporary research suggests this developmental period lasts longer than previously understood. It reflects the developmental period as being 22 years of age rather than 18. Some critical areas of the brain continue to develop into their 20s (Schalock et al., 2021). IDs are caused by several factors including genetic mutations, chromosome abnormalities, exposure to harmful substances while in the womb, infections during pregnancy, problematic childbirth, traumatic brain injury and pre-term birth (NIH, 2021).  Approximately 70% of people with a severe ID and 50% of people with a mild ID have a biological basis for their disorder (Shree & Shukla, 2016). In some cases, environmental factors may also play a role in the severity of the disability such as poverty, neglect, abuse, limited stimulation, and poor parent child interactions. There are many reasons why an ID may develop and pinpointing the specific cause may be difficult (Shree & Shukla, 2016).
Diagnosis 
A diagnosis is typically made if a person meets three criteria; a score below two standard deviations from the mean on test of intelligence which has been validated, evidence of significant impairments in adaptive functioning compared to peers and a history of onset prior to eighteen (Gulati et al., 2018). Intelligence quotient (IQ) scores derived from standardised general intelligence tests are considered one of the best estimates of intellectual functioning (Patel & Brown, 2017). The mean value for IQ is one hundred, the upper limit of seventy represents the value two standard deviations below the mean. As there is a five-point standard of measurement, it is argued that a range of seventy to seventy-five should be deemed the cut off value of an ID (Patel & Brown, 2017). Intellectual functioning alone is insufficient to classify a person with an ID. There must be a significant limitation in adaptive skills such as conceptual, social, and practical skills which inhibits their capability to perform daily tasks (Hatton, 2012). This distinction requires confidence in clinical judgement and assessment. Some countries go a step further and define IDs by different degrees of severity which has then been translated into government policy and practice (Hatton, 2012). The two key contemporary diagnostic guidance tools used are the International Classification of Diseases, 10th Edition (ICD-10) and the Diagnostic and Statistical Manual of Mental Disorders, 5th Edition (DSM-5) (Gulati et al., 2018). The ICD produced by the World Health Organization defines 4 different categories based on IQ scores, Mild (50-70), Moderate (35-49), Severe (20 – 34) and Profound which is considered less than a score of 20 (Hatton, 2012). An ID has life-long implications on a person’s growth and development in various domains (Patel et al., 2018). Most people with an ID require a degree of continuous support in education, ability to live independently, community integration and employment.
Employment and development of policy 
[bookmark: _Hlk127043694][bookmark: _Hlk127042378] Employment is a fundamental human right that adds value to people’s lives, whether they have a disability or not (Lindsay et al., 2018). Employment has been defined as the right to work on an equal basis with other members of the population, the right to gain a living by working freely in a labour market that is open, inclusive, and accessible to people with a disability (McGlinchey et al., 2013). The aspect of work life for people with ID repeatedly has been neglected by society and the law (Bell, 2020). Historically people with an ID were treated as incapable of participating in competitive employment alongside people without an ID (Bell, 2020). Adults with an ID have a significantly lower rate of employment compared to their peers that do not have an ID, which increases their risk of social exclusion and poverty (Katz & Lazcano-Ponce, 2008; McClausland et al., 2020). The widening gap in the workforce participation of people with an ID compared to people without a disability is a concern for governments globally (Khayatzadeh-Mahani et al., 2020). This concern has led to policy initiatives, welfare reforms and equality laws to try and address this growing gap (Khayatzadeh-Mahani et al., 2020). These laws and regulations recognise the rights and requirements of people with disabilities (Parmenter, 2011). They have focused on equal opportunity, employment, and non-discriminatory practices towards people with a disability (Almalki, 2017). These include the Employment Equality Act 2015, The Disability Act 2005, and the United Nations Convention on the rights of persons with disabilities (UNCRCPD) 2008 (Health and Safety Authority, 2021). Article 27 of the United Nations Convention includes persons with disabilities right to work, right to receive training, and support without discrimination (Elahdi & Alnaheli, 2022). These initiatives reflect progress in moving away from the historical approach of segregating disabled people from society (Parmenter, 2011). 
History of Irelands approach to people with an ID and the medical model
In Ireland the Central Criminal Lunatic Asylum (Ireland) Act, 1845 allowed for many people with IDs to be submitted to asylums for the larger part of the 19th and 20th century, as an alternative form of care had not been developed for people with an ID (Kilgannon, 2021). Dr Ivor Browne described how these institutions served as a long-term residence for those society had no place for and wanted to keep out of sight (Kilgannon, 2021). This approach is grounded in the medical model which takes the stance that a disabled person’s autonomy is reduced due to an impairment (Bunbry, 2019). If medical professionals cannot cure or rehabilitate the person, then they are considered as someone who has limited capability of participating in society. This leads to stereotypes and perceiving people with disabilities as less than other members of society. It contributes to the perception that they are not as economically productive creating social and financial inequality (Bunbry, 2019).  It also diminishes the intrinsic value people with disabilities bring to a community (Guevara, 2021). The medical model is embedded in Irelands history of how people with IDs were perceived and treated (Kilgannon, 2021). However, this view is not universally accepted, many believe it is the social institutions and environments created by humans which lack consideration for variations in characteristics (Bunbry, 2019). This indicates the need to investigate the challenges people with an ID experience when trying to enter the labour market and workplace environment. 
Transition to social model 
There are several models of disabilities based on the varied belief systems people hold regarding disabilities and how society should respond to meet the needs of people with disabilities (Amponsah-Bediako, 2013). They provide insight into the attitudes and prejudices within certain cultures and the impact this has on people with a disability. They highlight how people with disabilities may have limited access to work and economic influence (Amponsah-Bediako, 2013). The definition and conceptual framework of disability has evolved over the years from a predominantly medical model to the social model (Patel & Brown, 2017). The social model was developed in the 1980s by Mike Oliver as an alternative to the medical model to aid in transforming attitudes and supports for people with an ID (Bunbry, 2019; Oliver, 2013). This model argues that people with disabilities are not disabled by their impairments but the barriers within society, and consideration is required regards how to respond to the impeding social factors that limit opportunities (Hanrahan, 2005; Levitt, 2017). This shift to the social model was triggered by the 1960’s civil rights movement and the International Disabilities movement (Hanrahan, 2005).  People with disabilities became aware their social positioning was correlated with their exclusion from several areas of society (Hanrahan, 2005). Deinstitutionalisation took place in the 1960s onwards in Ireland which aided in reducing exclusion of people with an ID from the rest of society (Mulvany et al., 2005). People with IDs began to move to residential housing which means they are now physically part of the community (Mulvany et al., 2005). However, being physically part of the community doesn’t translate to effective social integration and inclusion (Cummins & Lau, 2003). Employment is considered a viable approach to facilitate effective physical and social integration (Price-Guthrie, 2022). This highlights the need to explore the benefits of people with an ID being part of the workforce and creating an inclusive work environment. 
 Inclusion within the community 
Research reflects many people with an ID still feel an inadequate sense of belonging to the community (Amado et al., 2013). They also typically have limited meaningful relationships with other members of the community that don’t have an ID (Amado et al., 2013). Many adults with an ID living within the community have difficulty with establishing and maintaining careers, building a social network, and engaging in preferred recreational activities. The social network of a person with an ID is on average three people and one of which is usually a member of professional service staff (Verdonschot et al., 2009). Arguably the social model has aided in increasing social inclusion of disabled people in the workplace, where organisations make reasonable adjustments (Levitt, 2017). Although where a person with an ID does obtain a job it is often precarious, low qualified and low paid (Moore & Schelling, 2015). The Central Statistics Office (CSO) documented how the median earned income in 2019 for people with an ID receiving long term disability and no social welfare was 16,862 euro, and for people receiving social welfare it was 5,460 euro (CSO, 2021). If a person is receiving a disability allowance and engaging in employment this may create concern that it will impact the supports, they are receiving (McGlinchey et al., 2013). Additionally, there has been an increase in the number of community supports available to people with an ID (Stock et al., 2013). However, the degree to which these supports are effectively implemented to allow for meaningful participation in the community is low (Stock et al., 2013). Meaningful participation requires a planned support system that is integrated and accounts for a person at each stage of their life and in multiple settings (Stock et al., 2013). Although the fundamentals of the social model removing barriers for people with an ID to employment is far from complete (Levitt, 2017). It has had a significant impact on shaping government policies in many countries within the last 20 years. Therefore, it is important to understand the impact of this social shift on people with an IDs experience of gaining employment.
Ireland’s implementation of National and International policies 
Ireland’s progress implementing policies to support people with disabilities is considered poor (Van Aswegen, 2016). For example, there was a significant delay in implementing the National Disability Strategy and Education of Persons with Special Educational Needs (EPSEN) Act 2004, and since its introduction only some actions of the act have been implemented (Banks et al., 2018; Van Aswegen, 2016). This means the rights of young people with a disability or extra needs particularly in relation to education and school admissions, are not being met (Banks et al., 2018). Ireland also gained negative attention from the United Nations Human Rights Council’s in May 2016, due to its failure to ratify the United Nations Convention on the Rights of people with Disabilities (Van Aswegen, 2016). Ireland signed its agreement to this in 2007. However, it was not until March 2018 the government formalised its implementation, making it the last EU state to do this (Banks et al., 2018). The delay in implementing effective strategies and legislation to support people with an ID has had a significantly negative impact on their lives (Inclusion Ireland, 2013). 
The Comprehensive Employment Strategy for People with Disabilities 2015-2024 has proposed that the number of people with a disability working in the public sector in Ireland will incrementally increase from three to six percent by 2024 (Van Aswegen & Shevlin, 2019). This was considered a significant turning point as it was the first opportunity in over a decade to examine the Irish states conceptualisation and implementation of inclusive strategies for people with a disability.  However, The European Commission Country Report on Ireland in 2022, highlighted how Ireland has the largest disability employment gap within the EU (Social Justice Ireland, 2022). The census conducted in 2016 reflected 643,131 people had a disability in Ireland equivalent to 13.5% of the population, 66,611 of which were people with an ID (CSO, 2017). Although only 10,586 were employed and the unemployment rate was 42.8% in this population (CSO, 2017). It is evident Irelands progress towards inclusion of people with an ID particularly in relation to employment is not happening at a rate that meets the needs and requirements of people with an ID (Department of Health, 2021). It is imperative to capture the insights from those working in this area to highlight the challenges inhibiting people with an ID gaining employment and possible ways these challenges can be reduced.
Types of employment                                                                                        	   	Traditionally people with an ID have worked in sheltered workshops or within the setting of day activities (Kocman & Weber, 2018). The tasks involved in these settings were informed by the medical model and were considered interventions to improve a person with an IDs life and skill set. Many people with an ID who are attending day services perceive themselves as being employed but these services don’t meet the criteria of paid work (McGlinchey et al., 2013). When asked about their profession they will describe themselves as being employed. Day services may contribute to increased self-esteem, confidence, and opportunities to interact with others similar to employment. However, they do not necessarily promote the same level of independence or community integration as ‛real’ employment (McGlinchey et al., 2013). The importance of full and effective community participation of people with an ID has started to gain recognition (Voermans et al., 2021). There have been attempts to improve the outcomes for people with an ID in employment through supported employment, customised employment, internships, and post-secondary education (Wehman et al., 2018). Most people with an ID and their families indicate their preference would be to be part of the competitive labour market rather than day services or segregated employment (Wehman et al., 2018). Within the last 20 years supported employment has slowly replaced day vocational services in day programmes and sheltered workshops allowing for a more integrated approach to employment for people with an ID (Kocman & Weber, 2018; Wehman et al., 2018). 
[bookmark: _Hlk127051052]The aim of supported employment is to assist people with significant disabilities achieve competitive employment within an integrated setting (Wehman et al., 2018). Supported employment ensures people with an ID are paid minimum wage, receive job training, are matched to suitable jobs, and have job security (Beyer et al., 2010). The benefits of supported employment include social integration, increased worker satisfaction, an increase in a person’s ability to live independently (Mavranezouli et al., 2014). Progress towards integrated employment has been made by partnering with employment agencies that help people with disabilities find jobs (Beyer et al., 2010). One of the key aspects to the success of supported employment is the staff that work in these roles of helping people obtain jobs (Wehman et al., 2018). They must be able to arrange for necessary funding, be capable of identifying employment opportunities within the community, approach employers, mediate the concerns of those involved, effectively train clients, and assist with finding transportation (Wehman et al., 2018).  Other factors linked to successful outcomes include follow up support and monitoring to aid with job retention (Mavranezouli et al., 2014). Support programmes have long term benefits including job retention for seven to eight years after the programme is initiated (Mavranezouli et al., 2014). Employment support programmes have also been shown to increase the number of hours a person works and their pay (McGlinchey et al., 2013). Additionally, research indicates supported employment schemes for adults with autism in the United Kingdom is more cost effective than standard care (Mavranezouli et al., 2014). Research indicates supported employment schemes benefit people with an ID and the wider society when they are implemented effectively (Beyer et al., 2010). Therefore, highlighting the need to gain insights from key support workers that assist people with an ID gain employment. 
Benefits of employment 
[bookmark: _Hlk125910186]In recent years there is an increased number of people with an ID that now possess prerequisite skills and supports to aid with effective integration in the workplace compared to previous generations (Blick et al., 2016). Many people with an ID are motivated to be part of the workforce as they desire purposeful community participation (Wells, 2018). It is estimated that 65% of people with an ID that are unemployed would like to be part of the labour market (Robertson et al., 2019). People who are employed experience a more structured and more purposeful use of time and are given an opportunity to expand their skill set. The benefits for the employee include an increased sense of autonomy, improved wellbeing, a reduction in depression and anxiety symptoms, increased access to resources and social status (Robertson et al., 2019). It is argued that employing people with an ID increases their purchasing power, social interactions, strengthens their link to the community and enhances their self-worth (Elahdi & Alnahdi, 2022). People with an ID also typically experience an increased feeling of being appreciated by being part of the workforce (Voermans et al., 2021). A diverse workforce is considered essential for a successful global economy (Lindsay et al., 2018). Lindsay and colleagues (2018) conducted a systematic review of literature on the benefits of hiring people with an ID between 1997 and 2017, 39 articles met the inclusion criteria. They identified the primary benefits of hiring a person with an ID included profitability, competitive advantage, inclusive work culture and ability awareness. There is also an economic benefit to the wider society as it reduces the need for support costs and income provided by revenue (Burge et al., 2007). There is a need for examining this in an Irish setting through the eyes of key support workers. 
Barriers to employment
Stigma
People with disabilities are at higher risk of challenging living and working conditions which have been linked to greater employment insecurity (Khayatzadeh-Mahani et al., 2020). They experience both internal and external barriers when attempting to enter employment. (Khayatzadeh-Mahani et al., 2020). Some of these barriers include lack of self-confidence, low levels of literacy and numeracy skills, difficulties understanding workplace rules, stigma, discrimination, and lack of funding for supports (McGlinchey et al., 2013). People with an ID are one of the most socially excluded groups in society that face stigma, prejudice and many barriers that impede their human rights including employment (Ali et al., 2012). These barriers are influenced by cultural and contextual systems that change overtime (Simpson & Smith, 2021). Stigma may impact a person’s access to resources, due to possible social exclusion, low self-esteem, poor perceived quality of life and social withdrawal (Benoit et al., 2010). The person being stigmatised has an increased likelihood of experiencing mental health issues, reduced social support, low income, chronic health issues and unstable housing (Benoit et al., 2010). The impact of stigma is not limited to the person being stigmatised (Rodgers, 2017). People who are part of the person’s life such as family, friends or colleagues may feel the ripple effect of this in the form of teasing or abuse. This may lead to some people concealing their association with the person with an ID or family members hiding the person has an ID (Parmenter, 2011; Rodgers, 2017). 
Additionally, many employers’ express concerns and misinterpretations about the barriers to hiring a person with an ID (Lindsay et al., 2018).  Employers typically perceive more barriers associated with hiring a person with an intellectual disability or mental disorder rather than a physical disability (Kocman et al., 2018).  This may lead to a hierarchy of preference towards hiring people with certain types of disabilities (Almalki, 2017). It is notably important people with IDs are not overlooked for positions due to negative views held by the selection personnel (McKinney & Swartz, 2021). They should be selected based on their qualifications, experience, and ability to perform the job. This shows it is important to capture the experiences of people with IDs gaining employment and the challenges they face which is a central aim of the current study. 
Skills 
The National Disability Authority (NDA) indicated that poor health, lower levels of education and skills, loss of benefits and the practicalities of transport and the work environment may be contributing factors to the reduced number of people with disabilities in the workforce (Government of Ireland, 2015). Many people with an ID want to take part in community activities but face difficulties with learning, communication, social skills, academic skills, and vocational skills (Parmenter, 2011). It is more difficult for people with disabilities to gain a broad range of skills.  This is partially due their disability and the lack of opportunities to gain the necessary skills to succeed in a work environment (Almalki, 2017). As jobs become increasingly skilled and knowledge-based lack of industry specific training for people with an ID in line with developments to the employment sector pose a barrier to entering the workforce (McGlinchey et al., 2013). The recruitment process to enter the workplace often does not consider people with disabilities (McKinney & Swartz, 2021). For example, they may not be able to access job advertisements, interview venues or have difficulty filling out the application form. The human resources department for companies should ensure necessary accommodations are made so people with disabilities can apply for the position and are not excluded from this part of the process (McKinny & Swartz, 2021). 
Funding of support services
Employment support schemes have emerged with the aim to bridge the gap of unemployment for people with an ID (McGlinchey et al., 2013). They promote empowerment through helping people with an ID improve their skills to succeed in entering the workplace. The shortage of funding of disability employment support programmes is a notable concern (Chen et al., 2015). It impacts how meaningful the impact of these services will be for the person with an ID. A report was published on the public consultation regarding The Disability Action Plan 2022- 2025 (Department of Health, 2021). All submissions emphasised the need for sufficient funding to reach the minimum requirements outlined in this report. The report highlighted that a wider range of supports such as vocational training and options for progression into employment are required (Department of Health, 2021).  Although the initial costs for supported employment are higher, they have been found to reduce overtime (Chen et al., 2015). The benefits are also considerably higher than standard care. Lack of pay parity with other HSE organisations was also considered a critical issue for service providers as it is impacting their ability to retain staff (Department of Health, 2021). Support work is perceived to have low pay, low job prestige and limited career progression opportunities (Topping et al., 2022). Increased funding of the employment disability sector is required to ensure a sustainable support model is developed. As support workers play a key role in implementing the model it is important to get their insights.
Rationale and aim of the research
 Greater focus is needed in assisting people with IDs develop employment skills and supporting them in finding placements and long-term employment (Almalki, 2017). The barriers previously mentioned are not unique to Ireland (McGlinchey et al., 2013). However, there is limited research within an Irish context investigating how to effectively reduce these obstacles and improve employment outcomes (McGlinchey et al., 2013). Support workers provide a unique perspective on the experiences of gaining employment for people with an ID.  Particularly because they work with both employers and the person with an ID, which suggests an awareness of the challenges of all parties involved in the process. Previous research has shied away from support workers when attempting to gain a broader understanding of people with an IDs experience of entering employment. Support workers in the context of this study are defined as people who work for an organisation that assists people with an ID secure employment.
Thus, the goal of this research is to conduct a study which will broadly explore support workers insights into people with intellectual disabilities experiences of gaining employment. The aim of this study is firstly to identify the challenges associated with gaining employment for a person with an ID, and secondly to identify the benefits of employment for people with an ID, and the employer in creating an inclusive work environment. Based on these objectives the research questions this study will attempt to answer are:
1. What are the reasons for people with IDs gaining employment?
2. What challenges do people with an ID experience when entering the workforce?
3. What are the benefits of people with an ID being part of the workforce and creating an inclusive work environment? 
By succeeding in answering these questions this study will support a greater understanding and awareness of the challenges faced by people with an ID entering employment. Consequently, this will indicate if there are ways these challenges could be reduced to improve employment opportunities for people with an ID. It will also identify if there is a knowledge gap in inclusivity and disability awareness in the employment sector, and whether further action is needed by organisations and the government to improve levels of awareness. 








					


				Chapter 2 - Method
Participants
Recruitment 
Purposive sampling was applied when selecting participants. Eight participants (n = 8) were recruited for this study. Participants were recruited using both convenience sampling and snowball sampling. The researcher looked up organisations online that indicated on their website they supported people with IDs to find employment. They then reached out by email to these organisations to enquire if would be willing to take part. An information sheet (see appendix B) was attached to this email, which provided further detail on the study. One participant reached out to two people they know and asked them would they be willing to participate, they agreed. The researcher shared the consent form (see appendix A) via email with all participants after an initial response. Participants signed the consent form and emailed a picture of it back to the researcher. The researcher agreed a time with the participants to carry out their interview, set up the Zoom calls, and sent the details to the participants. A list of the four key interview questions (see appendix C) was also shared in advance. Six of the participants were female (n= 6) and two were male (n= 2). Three participants were job coaches (n= 3), three coordinators of an employment programmes (n= 3), one a team leader of an adult disability service (n= 1), and one was the area manager of a disability day service (n=1). All participants worked for organisations within Ireland. No gratuities or incentives were offered to participants for taking part in the study.                     
            	Inclusion criteria          	
	The inclusion criteria were Individuals who work in a profession that supports people with an ID to find employment, eighteen years of age or over, access to a device to facilitate participation in the interview, and they must sign a consent form. 		
      Exclusion criteria  								                          
	The exclusion criteria were people under the age of eighteen, if they didn’t have access to a device to use Zoom, if they didn’t work with the specified population, and refused to provide consent.	        			
Design
	A qualitative research design was applied to meet the objectives of this study.
Materials & Apparatus
	An information sheet (see appendix B) and consent form (see appendix A) were issued to participants in advance of participating. An interview schedule (see appendix C) was prepared prior to the interviews, which included four key questions and probe questions. A debrief sheet (see appendix D) was also shared with participants via email post interview. Participants were required to have access to a device that would allow them to take a picture of the signed consent form and share it with the researcher. The researcher purchased a two month Zoom subscription. As there wasn’t an option to only save the audio recording with the standard Zoom account. A device that facilitated the use of Zoom was required by both the researcher and participant. The researcher used a laptop to carry out the interviews. The software tool NVivo was also used during the data analysis.
Procedure	
	Semi- structured online interviews was the data collection technique used. This approach was chosen to provide consistency in the key questions and allow for the flexibility to explore other areas that emerged. The interviews were carried out online via Zoom. An interview schedule (see appendix C) was prepared prior to interviews being carried out by the researcher. The four key questions included were shared with participants prior to taking part. The questions were formed by reviewing current research on the topic, identifying gaps in the research, and recurring issues for support workers, employers and people with an ID when seeking and maintaining employment. Open ended questions were then formed to explore the impact of these issues on people with an ID when attempting to enter the workforce. The interviews were audio recorded digitally through Zoom and saved to Zoom Cloud. Interview times ranged from 19 minutes, 21 seconds to 37 minutes 51 seconds. The researcher carried out the online interviews in a quiet room with the door closed, to avoid distractions and maintain the confidentiality of the information shared by participants. The interviewer and the participants had their cameras on during the interview. The interviewer had set their settings on Zoom to notify both the participant and interviewer by audio when they started and stopped recording.  Participants were debriefed at the end of the interview and received a copy of the debrief form via email. 
	The researcher downloaded the audio recordings from Zoom Cloud and saved them on a local hard drive to a password protected folder on a password protected laptop. The audio recordings were individually uploaded to separate Microsoft word documents using the dictate and transcribe function in Microsoft word. The word documents containing the transcripts were password protected and stored in a separate folder to the audio recordings on the local hard drive of the laptop. The researcher transcribed the interviews by listening to the audio recordings while reading the text populated by Microsoft Word to make any necessary amendments. The researcher removed any identifiable information where possible from the transcripts prior to analysis. Identifiable Information was replaced with a description of what was said within square brackets, for example, [organisation name]. The participant’s names were replaced with letters. The consent forms were also downloaded and stored in a password protected folder separate to the audio recordings and transcripts on a local hard drive. The transcripts, consent forms and recordings were then saved to Microsoft One Drive in their separate folders. Post examination results the data will be destroyed by the researcher using data certified erasure software, Blancco File Eraser. The researcher is required to store the audio files for one year post examination and the transcripts for five years.	
Ethics 	
            Ethical Approval 
Prior to initiating the study ethical approval was sought and granted by submitting a detailed research proposal to Dublin Business School ethics committee. The research was conducted in accordance with Dublin Business School’s ethical guidelines for research with human participants (2019) and the Psychological Society of Irelands code of professional ethics (2019). 
Objectivity 
The researcher had a personal connection to the topic in this study. Being aware of their personal experiences and how they may impact their interpretation meant they proactively engaged in reflective practices throughout. This decreased the impact of personal bias affecting their objectivity. 
Informed Consent 
Participants were provided with an information sheet and a consent form via email prior to the interview. Participants were informed they had the right to withdraw their consent at any time during the interview.  Participation had the potential to cause some distress. There was a risk of emotional distress or embarrassment if participants said something they were not comfortable with being recorded and analysed. To mitigate the impact this risk participants were told they had up to a week post the interview to withdraw their consent for their data to be included in the study. Due to the time constraints of the project, it was not possible to withdraw consent after this timeframe. One participant advised not to quote them on a statement they made during the interview. This statement was redacted from the transcripts per their request prior to analysis. Participants were also provided with a debrief sheet which included numbers for support organisations if they experienced emotional distress due to participating. 
Data Protection and Confidentiality 
The information collected and stored was potentially identifiable which posed a risk to the participant’s privacy. The data collected was treated as highly confidential. The researcher de-identified the transcripts where possible prior to analysis to maintain the privacy and confidentiality of participants. The researcher was the only person with access to the audio recordings and un-redacted transcripts. The data was securely stored on a password protected laptop and the folders containing the consent forms, audio recordings and transcripts were also password protected.  Once the documents were password protected, they were transferred from the local laptop drive and saved on Microsoft OneDrive. The researcher is required to keep the audio recordings for one year post completion of the study and the transcripts for five years. The data will be destroyed using Blancco File Eraser, a data certified erasure software in line with this timeline.
Data analysis 
	An inductive approach was taken to code the data and construct the themes. This approach was taken as it closely focuses on the context. It is deemed a good fit to uncover the predominant challenges and benefits for people with an ID entering employment and allow for the emergence of possible solutions to these issues. This approach doesn’t adhere to implicit theoretical commitments unlike other types of analysis (Braun & Clarke, 2006). It also doesn’t ground itself in a specific epistemological underpinning. A semantic approach was taken to coding the data. These decisions were made in line with Braun and Clarke’s (2006) method of thematic analysis. 
	Ontological & Epistemological position
	The ontological approach of this study is critical realism, which takes the stance that only one reality exists (Moon & Blackman, 2017). Reality is considered to have layers with underlying structures, powers, and tendencies that may not be known through experience or communication (Patomäki & Wight, 2000; Roberts, 2014). The structures of the world possess certain powers, potentials, and capacities to act in specific ways even if they are not always noticed (Patomäki & Wight, 2000). Knowledge is considered subjective and a continually changing social construction (Vincent & O’Mahoney, 2018). These subjective accounts of knowing capture reality by broad critical examination (Moon & Blackman, 2017). Critical realism considers the casual relationships between different levels beyond the surface (Vincent & O’Mahoney, 2018). It allows for a richer understanding of the impact of these relationships, and the conception of causation (Vincent & O’Mahoney, 2018). This conception of causation allows for the emergence of ways to reduce challenges for a person with an ID when entering employment to improve the overall outcome. Critical realism is viewed through the epistemological lens of constructivism within this study. Constructivism aligns with the belief meaning is created from the symbiotic relationship between the subject and the object (Moon & Blackman, 2017). Meaning emerges from what a person learns and understands through their interaction with the realities of their world (Moon & Blackman, 2017; Tennyson &Volk, 2015). It rejects the idea of the existence of a fixed or objective truth (Takaya, 2015). It is argued constructivism respects the differences in people and cultures (Neimeyer & Stewart, 2001). It allows for contemporary diversity and is considered valuable in generating the contextual understanding of a topic (Moon & Blackman, 2017; Neimeyer & Stewart, 2001).
Chapter 3 - Results
	The method of Thematic Analysis (TA) proposed by Braun and Clarke (2006) was adopted to analyse the data. TA is considered a ‟method for identifying, analysing and reporting patterns within data… (which) minimally organises and describes your data set in detail’’. This six-stage framework was followed to analyse the data (Braun & Clarke, 2006). These stages include data familiarization, initial code generation, generating themes, theme review, theme defining and naming, and report production (Campbell et al., 2021). Initial familiarization with the data involved, listening to the audio recordings, transcribing the interviews and repeated reading of the transcripts. Initial codes were then created by printing the transcripts, underlining the text and manually noting the relevant codes beside the sections of text. After re-reading the transcripts and reducing the number of initial codes the researcher transferred them into the software tool NVivo 12 Pro. Codes created were explored during the process of data reduction to develop initial themes. The initial themes were put into a concept map developed using NVivo. These themes were reviewed and refined. As the analysis progressed, they were also named and defined. Transcripts were continually reviewed throughout the analysis to finalise the themes developed.
	A semantic focus of thematic analysis led to the development of six overarching themes, 1.Resources, 2.Recruitment, 3.Education, 4.Relationships, 5.Value, and 6.Funding. They are coloured blue in the concept map below. These overarching themes were made up of several sub-themes that are highlighted in pink. Values and Education were considered overarching themes but were also discussed within the overarching theme. The other four themes were overarching and the subthemes in pink were discussed. The words highlighted in yellow are additional codes associated with the themes and sub-themes. 

Figure 1
Themes, subthemes and codes associated with support workers insights into people with IDs experiences of gaining employment 
[image: ]
Key
· Green - Study title
· Blue  - Themes
· Pink - Subthemes
· Yellow - Codes

Theme 1 – Resources
Table 1
Theme 1 - Resources definition
Theme 1                         Subtheme             	            Definition 
Resources                       A) Pay                                  Being paid facilitates people with an ID gaining purchasing 					             power and financial independence. Paying a person with an					             ID signifies the recognition of their right to work and equal 					             standing in society.
           B) Funding                           Employment support services for people with an ID are			             largely charity organisations. There is a need for				             sustainable funding from Government to ensure current			             and future service users get the support they require.	

Theme 1 - Subtheme A – Pay 
The eight participants said pay was one of main reasons people with an ID give for wanting to gain employment. Participant B said that a person with an IDs earning power may be a necessary resource to support their family (see Table 2, 2.1).  Pay from employment is considered a resource that contributes to financial independence, purchasing power and a means to living their life (see Table 2, 2.2). Participant C said people with an ID want to have their right to work and gain a living recognised (see Table 2, 2.3). Not all people with an ID who want to enter the workforce consider pay as the primary reason. Participant G said sometimes it’s ʽʽ…for the experiential value of it…’’ and ʽʽ …if they get paid for that, that’s the bonus.’’ There are other reasons apart from money that take precedent as to why they want to join the workforce, if the person is financially secure (see Table 2, 2.4). One of the challenges identified by participant F was that it can be a battle for people with an ID to get paid equally (see Table 2, 2.5).  Employers are legally obliged to pay them minimum wage but some employers are reluctant. An employer’s perception of a person with an ID may lead to inequality. There are also other organisations that dismiss employer’s discrimination in order for them to keep their job at all costs (see Table 2, 2.6). People with an ID have the right to be paid equally. Support workers advocate on behalf of the people they support with an ID for equal pay which they are legally entitled to. They help ensure people with an ID aren’t exploited for their work. 
Table 2
Example of Quotes - Subtheme A - Pay
  Example of Quotes – Pay
2.1 ʽʽEhm, I suppose with the people we support here in [county in Ireland] they're coming from all walks of   life. So, for some people it's really essential for financial independence…’’ (Participant B).
2.2 ʽʽI suppose they, the, the finances are sort of a means to living their life and it's the same as all of us really.  Like, I mean, at the end of the day if we didn't have money, we wouldn't be able to live our life…’’ (Participant C)
2.3 ʽʽThey want independence and they want to be treated the same as everybody else. They want to have              the right to work and earn a living. Ehm, a lot would see it as a steppingstone towards living their life and having their own place to live.’’ (Participant C)
2.4 ʽʽSo, they have their two hundred and thirty or whatever it is a, a week and then they have their secondary benefits, their medical card, and their travel pass, and, and so to answer your question, it's not always about money. It's about, it’s about taking a meaningful place in society.’’ (Participant G)
2.5 ʽʽ…you might have two people doing a job in a restaurant doing the same job as somebody else who's                 getting properly paid and then my two aren't. So, I just pulled them from the job. Employers don't like that, ehm because that's taking advantage of people.’’ (Participant F)
2.6 ʽʽ …there is a cohort of day services who will say no, no, it's fine, it's fine, don't let her lose her job and I        say no, she's good enough. I can get her a job somewhere else where they will treat her better.’’   (Participant F) 

	Theme 1 - Subtheme B – Funding 
	The eight participants said funding was the fundamental challenge to supporting people with an ID gain employment. Funding impacts the quality of the service they can provide and the number of staff they have to support both employers and people with an ID (see Table 3, 3.1).  Participant B said ʽʽ…the cohort of people [they] support it’s very much dependent on charity organisations.’’ There is a need for different types of services that cater for people with different levels of ability; one mainstream service isn’t sufficient. The government’s policy and approach to funding is ʽʽ …a little bit haphazard.’’ Participants D, G and H explained how the HSE doesn’t fund employment support in disability services (see Table 3, 3.2). However, the HSE refers people with IDs to charity organisations to support them with getting jobs (see Table 3, 3.3). The lack of consistent funding had an impact on staff retention, job security for support workers, sustainability of services, and expanding the support model. Participant H said ʽʽ…I found out the 15th of December that I’d have money to pay my job coaches for 2023.’’ ʽʽ …we have to pay people for two months out of reserves…’’  The Irish Government are willing to offer employers incentives for hiring a person with an ID. Although Participant G said they are only applicable to people working 20 hours or more which excludes a large number of their service users (see table 3, 3.4). Providing incentives to employers regardless of the number of hours a person with an ID works would encourage more employers to hire people with an ID.













Table 3
Example of Quotes Subtheme B - Funding
 Example of Quotes – Funding 
3.1         ʽʽAlways service. So, for me I've been doing this thirty years now and I would have said the, the school 	of thought would have been the community is barrier. It's not inclusive. It's not accepting. It's harder 	for people to include people with disabilities but actually it's service. The service that that person is 	attached to and that comes down to funding. ’’ (Participant F)                      
3.2        ʽʽ…we're funded through the dormant accounts fund and Pobal, but the HSE don't fund employment       	support in disability services. Ehm, I think services are fantastic and have always kind of been creative     	around it but for it to be really successful for people, and for there to be achievements for people it has   	to be properly funded.’’ (Participant D)
3.3       ʽʽ…the HSE are saying will you take these people here are asking about jobs because you seem to do it,    	even though we don't fund it…’’  (Participant H)
3.4        ʽʽRight now, there's no incentive for an employer to take on a person with disability unless they take                    	them on for a minimum of twenty hours a week, and you know as well as I do a lot of employers 	won’t.’’ (Participant G)












Theme 2 - Recruitment
Table 4
Theme 2- Recruitment definition
Theme 2                        Subtheme                                       Definition
Recruitment                 A) Framework                                All of the participants used the 	model of supported						      employment.  It is important organisations have a							      theory of practice as it provides guidelines on how						      to deal with any problems that may arise.            	
	                      B) Job Application                         Support workers support people with an ID applying  					                    for jobs and carving out roles that meets the 							      employer’s needs. Employers amending their 							      amending their recruitment strategies to be 							      more inclusive would increase the number of 							      people with an ID that would be eligible to 							      apply for positions.
                          C) Sector                                    Some sectors are more willing to take on people with					                    an ID, particularly the private sector and hospitality. 						     Barriers exist in other sectors such as retail if 							     they have affiliations and the public sector 							     due to lack of flexibility with carving out positions.

Theme 2 - Subtheme A – Framework 
Each of the participants used the model of supported employment. Participant B said it ʽʽ …is the tried and tested model…’’ and 92 of the 135 people they have supported were in paid employment. Participant E said their approach ʽʽ... is very much strengths based and rights, human rights based.’’ It identifies the person’s skills and builds on them to reach their goal. A solid model and theory of practice was emphasised by Participant F as necessary for organisations to help people with an ID gain employment (see Table, 5, 5.1). Support organisations are answerable to different parties.  Participant C said they need to consider all of these while still doing what’s best for the service user (see Table, 5, 5.2). Taking short cuts and not following the model will fail to get a person with an ID employment. Each of the necessary steps should be followed to help people with an ID reach their goal. Participant H said by doing this you get good matches which leads to sustainability and a drop in support needs which is the desired outcome (see Table, 5, 5.3).  Participant F said employers are now legally obliged for three percent of their workforce to have a disability. However, the term disability is ʽʽ…too broad a spectrum…’’ to have an impact on the hiring of people with an ID (see Table 5, 5.4). The government’s policies regarding inclusive employment need to be revisited to have a significant impact on increasing the number of people with an ID in employment. 
Table 5
Example of Quotes Subtheme A - Framework
 Example of Quotes – Framework 
5.1 	ʽʽ …you need a solid theory of practise, going in with I want to get someone a job will not work. It   will fail, and fail, and fail. You need a solid theory of practise and a solid model that you can follow a process and there are structures there. So, when it falls down you can see where it went wrong and correct it.’’  (Participant F)
5.2   	 ʽʽ… from our perspective we're sitting on a barstool that has four legs and one of the legs is that we    have the service user. We also have our organisation. We also are then answerable to [Government Department]. Then we're also, actually it's five. We're answerable to the employer where they eventually get the job. Ehm, then we're also accessible to an independent board directors that we would have as well. So, it's trying to marry those altogether and at the same time do what's best for the service user. (Participant C)
5.3   	ʽʽ… there's a lot of managing moving parts in that, people's expectations, family, these people within the workplace. You've got to bring a lot of stuff to it, you know, ehm and if you keep doing all the right stuff you eventually get good matches, and when you get good matches you get sustainability, and when you get sustainability you get a drop in support needs, and you get greater independence, and ultimately it's cheaper to support, but you've got to invest at the start…’’ (Participant H)
5.4   	 ʽʽThe problem is, disability comes under this huge umbrella, okay.’’                                                              ʽʽSo, I'm missing my finger but I'm working away. I have a disability.’’ (Participant F)												
	Theme 2 - Subtheme B – Job Application 
Participants D and A indicated people hadn’t really tried to get employment before reaching out to their organisation for support. However, Participants B, E, G and H said many people had tried before contacting them (see Table 6, 6.1). Participant B said ʽʽ… there's over eighty percent failure rate of people doing that on their own without support.’’  The services people were linked to had an impact on whether they had tried themselves. For the people that had tried issues with searching for jobs and job applications were barriers (see Table 6, 6.2). A more inclusive approach to developing job adverts and recruitment would help increase the number of people with an ID eligible to apply for positions (see Table 6, 6.3). Employer’s unconscious bias and fears around employing people with an ID were identified as inhibitors during the job application stage by Participants B, E and F (see Table 6, 6.4, 6.5, 6.6). Support workers aid in educating employers and support them with hiring a person with an ID to help reduce these barriers. Participant G said people wouldn’t typically apply for jobs using the standard job application procedures. ʽʽ…it’s very much word of mouth…’’  Participant D said not all jobs the people they work with obtain are advertised. They would liaise with employers to design or carve out jobs for people that meets the needs of the service user while also benefiting the employer (see Table 6, 6.7).  Job application procedures varied based on a person’s capabilities. 








Table 6 
Example of Quotes Subtheme B – Job Application Quotes
Example of Quotes – Job Application 
6.1 	ʽʽ … in our service you have depending on the person's ability, some people have been trying to ehm find employment on their own and sometimes they don't really go around the job search part right, in that they're probably sending out loads of CVs [Curriculum Vitae]. Ehm, some people might be getting two or three interviews together, maybe not turning up to some interviews, not being able to log it, not keeping a record, not being able to possibly target their CV for the employer.’’  (Participant B)
6.2   	ʽʽ… Ehm, what we do find there are hugely challenged now with all the online applications. They're practically, practically excluded the group of people that I would be involved with in supporting because they, you know, they find it very difficult working around the websites, the, the online applications, the instructions, you know.’’  (Participant B)
6.3    	ʽʽ…the job descriptions. You know someone that is applying for a job and it's saying oh, you must have excellent communication skills. So, if you've got a speech impediment or if you've got a hearing problem you probably won't apply for that job. So, I think the way that the job adverts are written for jobs is something that could be definitely looked at as well. (Participant B)
6.4	ʽʽ… I would still feel that there is very much that taboo of [pauses], oh, someone with a disability they could get hurt.’’ (Participant A)
6.5         ʽʽI would think it’s still very much old school Ireland, kind of just unfamiliar with disabilities and unfamiliar on how to talk to someone with a disability…’’ (Participant A)
6.6         ʽʽWe tend to employ people that look and sound like ourselves. We don't generally reach out to people with disabilities. We don't contact, you know, say the Irish wheelchair association or epilepsy association, you know. We, we tend to go with a category of person you know…’’  (Participant B)
6.7	ʽʽ…for example in a restaurant there's people who work kind of the busy lunchtime period. So, they might do that three or four days a week, go in for an hour and a half and work every lunchtime, something like that. That's not necessarily a job that might be advertised ehm, but we try I suppose carve it out for a person…’’ (Participant D)

             Theme 2 - Subtheme C – Sector       		                                                                     	 Participant H said companies are ʽʽ…now more than ever…’’ open to employing people with an ID as ʽʽ… they’re finding it hard to recruit people.’’  People with an ID are being viewed as an asset to the workforce. Businesses tend to hire people with an ID ʽʽ… front of house…’’ Participant D said as it advertises they are an inclusive employer which benefits the company. Employers were more likely to hire people in roles that were more active or physical. Hospitality was the main sector identified by participants E, D, F and G that were open to employing people with an ID.  Larger multi-national companies were more willing to take on people with an ID. Participant E suggested the reason for this was ʽʽ …they’re more financially equipped…’’ Participant B said ‘’… [it’s] because they all have diversity and inclusion committees.’’ The private sector was also considered more accessible for carving out people positions (see Table 7,7.1). Companies that are more open to it have the resources and are willing to be flexible with designing positions. Participant F said retail was an area they struggled to get people positions as most have affiliations which restricts a large cohort of people with an ID applying (see Table 7, 7.2, 7.3). Support workers advocate for the expansion of inclusive employment practices across all sectors to increase employment opportunities for people with an ID and ensure the role is in the person’s best interest (see Table 7, 7.4). 









Table 7
Example of Quotes Subtheme C – Sector 
Example of Quotes – Sector
7.1 	ʽʽ … I would say that about ninety six percent of our placements are in the private sector. We have a very small uptake in the public sector. We find the public sector there's enormous barriers. They're very much fixed into fixed term contracts into job descriptions. There's very little leeway around negotiating or carving out niche jobs.’’ (Participant B)
7.2   	 ʽʽYeah, never. So, hotels, like we've done Pennys, Dunnes, do you know all the, no, we could never, ever, but a lot of the retail places have affiliations. So, Dunnes Stores have an affiliation with Down Syndrome Ireland. (Participant F)                                                    
7.3    	ʽʽ…the job opportunities that they might have are Down syndrome Ireland and then they are plastered all over social media.’’ (Participant F)
7.4    	ʽʽ…we've got to be careful that it's not just tokenism as well, but sometimes they want to take people on, and you might find it may not be a real job, or you know they're not even maybe a person might be in a job, but you know it's not a valued role, you know that it's an add on it into the company. So, we've got to be careful around that.’’ (Participant B)










Theme 3 – Education 
Table 8
Theme 3 - Education definition
 Theme 3                      Subtheme                                 Definition
Education                                                      		Fundamental changes to the education system are needed	to allow people with an ID form expectations of what 	they would like to do when they leave compulsory 	education. Awareness campaigns and training for 	employers around supported employment would 	encourage more employers to consider hiring a person 	with an ID.  						          
                                 A) Placement             		Work placements give people with an ID a greater 							understanding of what the work environment is like and 						what jobs they enjoy doing. 
                   B) Training and Skills                  Lack of qualifications and training is a barrier for people						with an ID to gaining employment, particularly literacy 						and numeracy skills. The development of training courses 						adapted to suit people with an IDs needs would give 							them the opportunity to build their skills, and increase 						their chances of gaining employment.                          

  Theme 3 – Education                                                                                                   	  People with an ID should have expectations for what they will do after compulsory education from a younger age. People with an ID are put into special classrooms meaning their peers may not have got the chance to know anyone with an ID. Participant H highlighted how this is a barrier at a later stage when people with an ID are trying to gain employment (See Table 8, 8.1, 8.2). Participant G said more education was needed in schools to show people with an IDs ʽʽ… needs wants and desires are identical to ours.’’ The approach to educating people with an ID needs to be restructured to be more inclusive while also meeting people with an IDs needs. It also may reduce some of the challenges they face around employment later in life. More programmes are needed to support people with an IDs needs when they exit compulsory education.  Participants A, B and E said more information and campaigns around supported employment would encourage more employers to consider hiring people with an ID (see Table 8, 8.3, 8.4, 8.5). Participant C said it is important employers take the training on board. Otherwise it can lead to challenges in the workplace (see Table 8, 8.6). Additional training for employers and revising the structure of the education system for people with an ID is needed to bridge the gap for people with an ID into employment.




















Table 8 
Example of Quotes Theme 3 – Education
Example of Quotes – Education 
8.1 	ʽʽ …one of the areas where it really fractures and goes wrong is when young people leave compulsory education, and we're looking at how they are not being very well prepared to eh leave school towards employment. They tend to be funnelled into disability services that doesn't do employment.’’ (Participant H)
8.2    	ʽʽ…if you've never been to school with somebody who has down syndrome or autism or an intellectual disability, or whatever, how do you know, you don't know these people. That's part of our problem. So, we, we put them in special classes or special schools away from everybody else. So, part of the problem is that a lot of people don't know them.’’  (Participant H)
8.3   	ʽʽ… I think like campaigns, and information to employers. Every week I have to explain what supported employment is to an employer, every single week. They haven't a clue. They don't know how they go about employing a person with a disability. It's as if it's this huge effort when actually in fact it's the exact same as anyone else but they just probably need a little bit extra support.’’ (Participant B)
8.4  	ʽʽ… for the stigma element, it is more awareness of seeing people like seeing success stories. I think that it needs to be more in the public domain about how people with intellectual disabilities can succeed and have succeeded in various sectors, and visibly seeing them work.’’ (Participant E)
8.5	ʽʽ… I think it would be nice if all employers kind of had a training session beforehand about people with disabilities, and like how they could be integrated into the workforce, and how it could be, and yeah that’s not this taboo that were bringing someone in with a disability. It’s like what supports are available and that kind of [pauses], or that they kind of had booklets on who’s coming. So, like this is Adam. Adam has down syndrome. Adam loves united, Adam [pauses]. It kind of gives conversation starters. So, when there looking at him there not kind of going is he verbal, is he non-verbal. What sort of response am I going to get?’’ 
8.6	ʽʽ…I know they're about saying the employers can avail of disability awareness training. They can   avail of it but they're not availing of it.’’ 

	Theme 3 - Subtheme A – Placement 
Participant C said a work placement is used as a learning tool before a person with an ID enters paid employment. It provides insight into whether the person is capable of doing a job and the environment is suitable for them (see Table 9, 9.1). Participant A said ʽʽ If they are school leavers, we’re looking at maybe an eight week placement…’’ It provides people with an ID the opportunity to discover what type of jobs they enjoy doing. As often they haven’t had any experience in a work environment.  Participant’s G, H and D referenced that it provides a realistic understanding of the work environment (see Table 9, 9.2, 9.3).  Their reason for wanting to work in a certain sector may be different than to the tasks involved in the job.  A work placement acts as a transition phase into gaining paid employment. Three participants mentioned that there are also a cohort of people that don’t want to work or aren’t ready to work. Participant C said ʽʽ…If he doesn't want to work, that's fine, but we'll get him to the work experience…’’ Supports workers get to know the person and build trust which aids in understanding why a person may not want to enter employment. They will work with them to build them up to employment if that’s what they want and address any underlying issues (see Table 9, 9.4).  














Table 9 
Example of Quotes Subtheme A – Placement
Example of Quotes – Placement
9.1 	ʽʽ … work placement is whereby we can use it in two ways. One is a learning tool and that's where we can actually sit down and, you know, put them in the workplace, see what their skillsets are, because we're not one hundred percent about it and learn from it. So is they, and, and I suppose what we've learned as well, it's not necessarily in ID the job that they're doing. It's the environment they're in. So, if they're able to do the job that's grand but if they're an environment that they don't feel safe and secure in, or feel like they're part of [pauses], It's not going to work.’’ (Participant C)
9.2 	ʽʽ I suppose sometimes you're starting very much from scratch with people. So, it might be a case of giving organising some job tasters for people because a lot of the time people maybe don't have a realistic expectation of what the job is going to be. So, you'd often find people would say I really want to work in the cinema because they like going to the cinema, and you get to watch a movie. Whereas the reality is the work there is very different.’’ (Participant D)
9.3 	ʽʽSo, sometimes the thing about the bank might only be about the environment of the bank, or he might have been with the, in the bank with a parent, and he might think that people in the bank all seem to have respect because they wear a uniform, and people talk to them with respect, and they're treated with respect. Like I don't want to be a bin man because people think they're, they, they have a horrible job but I like people in the bank as they wear a uniform.’’ (Participant H)
9.4 	ʽʽThe main reasons I'm just thinking of a few people lately. Sometimes they come to you saying that they don't want to work [laughs], that it's just that their mam told them they have to work, or their key worker said they should work, but like we would from [organisation name], we would talk through that. We wouldn't just dismiss and say, okay, you're not going to work. We would talk through, okay, we're like, why don't you want to work or what do you do day-to-day and, and then as you build up trust with them.’’ (Participant E)

            Theme 3 - Subtheme B – Training and Skills
Eight of the participants said skills and training were important aspects to gaining employment. Participant F said lack of qualifications was a barrier.  Numeracy and literacy skills were identified by Participant’s B and G as challenging for people with an ID. Participants A, C, and F said they work on improving literacy and numeracy skills as part of their programme (see Table 10, 10.1, 10.2). Participants C, D, E, G and H noted it was important people had the skills and capabilities to do the job. Low literacy and numeracy skills were a barrier to getting a job. Pre-employment programmes help people with an ID build job and independent living skills, which are necessary for employment. Being able to use public transport is a skill people require particularly in rural areas. Participant C said they help with learning how to use the bus (see Table 10, 10.3). Seven of the eight participants said there weren’t adequate training opportunities. Participant A, C, D and F said they arranged for training courses to help their service users build their skills (see Table 10, 10.2, 10.4). These training programmes may require adaptions but they give people the opportunity to gain qualifications to improve their job prospects. Participants D and E said there is a need for more practical courses that reflect the demands of the current job market (see Table 10, 10.5). When a person with an ID enters employment finding someone to mentor them helps expand their skills. If they receive adequate training they are often able to increase their hours, do additional tasks and progress in their role (see Table 10, 10.6, 10.7)














Table 10 
Example of Quotes Subtheme B – Training and Skills 
Example of Quotes – Training and Skills 
10.1 	ʽʽ … unless if they're linked to the specific service that is good to give them support around budgeting and money, and finances, what we would do is we link in with the local ETP [Education Training Programme] and we would put them, and link in with a course to help them with their budget and money, and finance..’’  (Participant C)
10.2     	ʽʽ…we have literacy skills, which is just for people to keep that part of their brain going, but we make it specific to what they need. So banking, what paperwork do they need to know, can they write their name, can they write their address, first aid, ehm. So, at the moment, ehm we have a new, the new part of the RT programme coming on is that we will be instructing our RT participants in completing a first aid training course. So, the same first aid cert that you would get…’’  (Participant F)
10.3   	ʽʽ… there is a new city service [city in Ireland], and you can get on the bus and go around it and all the rest of it.  Ehm, we would head off and like even to get them aware of that. Oh, sure I’ve never used that but you’ve a travel pass, and sure if you want to work in such and such place, you’re going to have to go on it. The panic that ensued on that particular lady. The idea of actually going on the bus.’’ (Participant C)
10.4 	ʽʽ… there isn't really a whole heap of training out there for people. So ehm we're very lucky at the moment we've made connections with ETB [Education Training Board] here in [city in Ireland], and they're going to do, they do barista skills training. So, they're going to offer it. ’’ (Participant D)
10.5 	ʽʽ I think there's, there can be brilliant courses that in like further education and training colleges and stuff. Things like the National Learning Network and yeah, Roselyn Park, and yeah, there can be. There can be different [pauses], they can be quite good for preparing them, but maybe if their courses were more varied. Like some of them are kind of limiting, maybe they're just focused on retail or maybe they're focused on more traditional roles that people with intellectual, intellectual disabilities have gone into. So, maybe they could expand those courses to prepare them better. ’’ (Participant E)
10.7 	ʽʽSo, his job in the college in that cooking class is making scones and then he goes down to work two mornings a week, goes into the chef, and the chef sets him up, and he practises making scones.’’ (Participant F)
10.7	 ʽʽAnd hopefully by the end it'll be his scones that they're serving.’’ (Participant F)  


Theme 4 – Relationships 
Table 11
Theme 4- Relationships definition 
Theme 4                       Subtheme                                         Definition 
Relationships                 A) Family                                       A person with an IDs family support system plays a						        significant role in ensuring they successfully 							        transition into employment. If an employer has a						                      family member with an ID or they know someone 						        they are more open to hiring a person with an ID.  
                     												           B) Building relationships              Building relationships with colleagues is a 							        contributing factor as to why people with an ID want 						        to gain employment. A key aspect of a support 							        workers role is building relationships with employers 						        and the service user to help them navigate entering 						        the workforce.
                                                                                                                                                       
Theme 4 - Subtheme A – Family 
Participants A, D, G and H said a person with an ID seeing their parents or siblings going to work impacts their opinion on employment. If their family work and they expect that for the person with an ID they are more likely to want to join the workforce (see Table 12, 12.1). A person with an IDs family or support system apart from their support worker contributes significantly to them successfully gaining and maintaining employment. Participant F said to help the person adjust to their new routine ʽʽ…you might be working with the family.’’ Participant E said ʽʽ…they do need that extra support to, to help them bridge the gap with being at home with no routine of working…’’ to entering the world of work. They may need support with getting to the job, being presented appropriately and getting up on time (see Table 12, 12.2).  Family can also be an inhibitor to employment for some people with an ID (see Table 12, 12.3, 14.4).  A supportive network makes the transition to employment easier for a person with an ID. Employer’s family and wider connections also impact their willingness to employ a person with an ID (see Table 12, 12.5). Participants A, D, E, G, and F referred to how family connections influenced employers’ approach to hiring a person with an ID (see table). Participant E said ‘’… they’re more likely to buy into the benefits…’’ because they know it’s ‘’… the right thing to do…’’ Employers that have a connection a person with an ID are more likely to hire a person with an ID.
Table 12 
Example of Quotes Subtheme A – Family
Example of Quotes – Family
12.1 	ʽʽ … A lot of the time it’s, I suppose it can be maybe from home that there's a culture at home that maybe the parents work or there's siblings that work. Ehm, you'd find as well with kind of younger people and younger parents ehm they're more inclined for their family member to work.’’ (Participant D)
12.2  	ʽʽBut once comes to it, the support could reduce, and they'd be better, but if they don't have that, like even support from the family at home to kind of say, oh, it's time for you to get up at this, little things like that. Ehm, if they have a family at home that say, oh, you don't want to go to work today, that's fine, don't go so, and then they might say, yeah, that job wasn't for me. I didn't, I wanted to play my video games till three in the morning and I didn't want to go to work. So sometimes they would need the extra support to get used to a routine and if they don't have that, that's a barrier, but if they do have it, they're going to succeed.’’ (Participant E)
12.3 	ʽʽ…I usually find with parents with service users that are living with their parents the problem is, is that mammy wants to step in, or daddy wants to step in all the time, and it actually can be a barrier to employment because the employer does not want to be dealing with mammy or daddy. They just want to deal with the service user, and then they'll deal directly with us…’’ (Participant C)
12.4	ʽʽ …the company wanted to give him extra hours, and he is doing really well, but his family situation is the house has been rented off the corporation here in the city, and every time that [employee name] got a pay rise automatically it would be a rent review. So, his mum's approaching us and saying ‟ look, yeah, he can't do any more hours’’. It's such a shame because this guy would probably be able to do twenty hours plus a week…’’ (Participant B)
12.5	ʽʽPersonally, I think it is a personal choice. I think if [pauses]. I kind of found that people would say ‘oh god I’ve a cousin with a disability’ and, ‘I have a niece’. I feel they’re more receptive to it.’’ (Participant A) 

	Theme 4 - Subtheme B – Building Relationships 
The relationships people with an ID build by entering employment are one of the reasons they want a job. Participant B said ʽʽ…they love the camaraderie…’’ Participant G said they gain a ʽʽ…new circle of friends...’’ The social connectedness gained from working increases their feeling of being included within the community. Participant C said the social aspect is ʽʽ… just as important as the work itself…’’  It expands beyond the work environment and makes them feel less isolated (see Table 13, 13.1). It also has a positive impact on their colleagues and how they interact with other people with disabilities (see Table 13, 13.2). A large part of the support workers role is developing relationships and building trust with employers, and service users. They build connections with potential employers and support the service user with obtaining a job that matches their needs (see Table 13, 13.3, 13.4). Participant D said ʽʽ…if you don’t know [a] person with an intellectual disability or you don’t interact with somebody, there can be a fear with it…’’ which is where the job coach comes in. The support worker helps reduce the employer and the person with an IDs apprehension.  Networking with employers and building strong relationships creates more opportunities for people with IDs. Participant E said ʽʽWe have employers who we have engaged with for many years…’’ Participant B said ʽʽ…if you don’t look after your employers you’ll burn your bridges…’’ Positive word of mouth aids in forming relationships with potential employers. Nourishing relationships with employers also contributes to positive publicity for inclusive employment practices (see Table 13, 13.5). 






Table 13 
Example of Quotes Subtheme B – Building Relationships
Example of Quotes – Building Relationships
13.1 	ʽʽ … employment would be one of the highest roles of social inclusion and acceptance that I would drive for because it adds so much more to a person's life and enriches their life…’’ (Participant F)
13.2 	ʽʽ… I would never have done that if I didn't know [employee name with disability]. So, it’s, it's breaking down fear, and often we let fear cloud our care because we don't want to intervene, we don't know how to intervene. So, it's certainly done that. So, introducing somebody with a disability into the workforce has broken down barriers for other people to reach out and maybe help somebody that they don't know with a disability and certainly more empathy there.’’(Participant F)
13.3  	ʽʽ… the most important part of this success of this programme has been that we, when we go to a potential employer, we say that we will support [service users name] every step of the way…’’ (Participant G)
13.4  	ʽʽ… the fact that we hold both their hands, the employers hand, and [service users name] hand every step of the way, and then where, where everyone is comfortable, the employment coach steps back, and then to give that person their bit of independence to know that they can do it on their own.’’ (Participant G) 
13.5  	ʽʽ…more awareness that of success stories because they're the stories that stick with people, and they're   the kind of things that would change stigma.’’ (Participant E)








Theme 5 - Value
Table 14
Theme 5 - Value definition
Theme 5                      Subtheme                                           Definition
Value                                                                 	         People with an ID want to be treated equally to 							         their peers.  Their sense of worth and value is 							         shaped by the opportunities they are given to take 	                                                                                 up meaningful roles such as employment. 		                                                                                 Inclusion in roles of value improves their quality 						         of life and how they are perceived by the 							         community, and perceive themselves.
                     A) Identity  			         Employment contributes to creating a sense of 							         identity and status. Visibility of people with an ID in						         employment also creates aspirations for younger 						         people with an id and what they can achieve.
             
	Theme 5 - Value
	The eight participants emphasised that a job must be meaningful and a valued role. Both participant C and E referenced how without a role being meaningful and valued they don’t think it works (see Table 15, 15.1, 15.2).  Participant A said previously jobs would have been ‟…tokenistic whereas it is not now…’’ There has been a shift towards employing people into purposeful roles that are acknowledged and contributing to the workforce. Participant H said people with an ID at the age of 16 ‟…have the same dreams and aspirations as their non-disabled peers but by the age of twenty-six they are all but extinguished.’’ People with an ID ‟…become very aware that they’re different and they’re left behind…’’ Employing people with an ID affirms they are valued members of society and equal to their peers. Participant G said people with an IDs reason for gaining employment is ‟…about taking a meaningful place in society…’’ Participant C said ‟…psychologically the difference it makes to people cannot be undervalued…’’ It is more than a job; it creates a sense of achievement, pride and gives people independence (see Table 15, 15.3, 15.4). Employing a person with an ID gives a new sense of meaning and purpose to their life which overall improves quality of life. The value of employing a person with an ID extends beyond them. Participant H said when it is executed correctly the employer also gets a good employee and Participant G said ʽʽ…it creates an inclusive working environment [and], an inclusive society.’’  Employing a person with an ID creates a symbiotic relationship that adds value to the employee and employers life. 
Table 15
Example of Quotes Theme 5 – Value
Example of Quotes – Value
15.1 	ʽʽ … It has to be a meaningful role as well. It can't be just a made-up role. They have to contribute to the, the team because I don't think it works unless you have that…’’  (Participant E)
15.2 	ʽʽ… if they don't like the environment, and the people around them, and feel that, you know, they are   acknowledged as part of this team, it's definitely not going to work.’’ (Participant C)
15.3  	ʽʽYou can see the pep in the step. You can see the smile and you can see when you meet them. Oh, you heading off to work today, yeah, I'm heading down to work now, de, da, de. It's just [pauses] It's, and I do believe the psychological thing is a sense of belonging, and a sense of instead of being seen as different that they're seen as being the same as everybody else.’’ (Participant C)
15.4 	ʽʽA lot of people come in after work and they'd say, oh I was at work today, I did this. I was really busy. I got loads done and it's, it's such a sense of pride. Ehm, like there’s people, like where we're based people would dip in and out before and after work, and a lot of days people do come back and say, ‘I did loads today and they said I did a really good job’, and you know just the, the pride and the, the feeling of achievement.’’ (Participant D)

Theme 5 - Subtheme A – Identity
	Employment contributes to a sense of identity and status within society (see Table 16, 16.1). Both participant H and C referenced how one thing people with an ID particularly like the idea of is a uniform. It is a symbol of ‟… being the same as everyone else…’’ and creates a sense of belonging (see Table 16, 16.2). It also has a positive impact within other areas of life outside of work (see Table 16, 16.3). Participant H explained how the value of gaining employment extends to being better included in the community (see Table 16, 16.4). Participant F said ‟You get to see that authentic person and you forget that they have a disability.’’ Employing people with an ID triggers a societal shift in how they are perceived. Inclusion reduces stigma and people see the person before the disability (see Table 16, 16.5, 16.6).  Participant H said in a lot of cases people with an ID are never asked what they wanted to be and as a result had no expectations and  ‟…had no role models.’’ Supporting people with an ID to develop a sense of identity through employment helps reduce negative connotations associated with the word disability. Participant D said including people with an ID in employment creates something they have for themselves (see Table 16, 16.7). It also leads to aspirations for other people with disabilities (see Table 16, 16.8). It positively shifts how people with an ID view themselves and their place in the world.














Table 16
Example of Quotes Subtheme A – Identity
Example of Quotes – Identity
16.1 	ʽʽOh, there's so many, but I suppose financial independence. Independence is one part of it and identity is the next part, you know, when you meet somebody new for the first time the first, you're going to say is hi my name is and I work in, or somebody might say what do you work at, you know, so, identity is huge.’’ (Participant B)
16.2 	ʽʽThey want to be treated the same as everybody else, which is only right and fair, and one thing that they all love having is and that is very practical is that they like the idea of uniform, because it gives them a sense of belonging. They are treated the same as everybody else. Ehm, that's what we want, you want to have that it's part of the norm rather than the exception, and that's a big thing.’’ (Participant C) 
16.3  	ʽʽ…they go to Olympic swimming, or they go to boccia [Paralympic sport], or they go to, and it’s when their happy here, their doing better there. It’s a ripple effect of everything.’’ (Participant A)
16.4 	ʽʽ …we know that people are better included in their community if they have a meaningful role and employment is one of those types of meaningful roles.’’(Participant H)
16.5  	ʽʽ You get to see that authentic person and you forget that they have a disability.’’ (Participant F)
16.6	ʽʽ You just, you just see the person, ehm and then you're meeting them downtown and they become  part of the team, and I think it's, it starts a paradigm shift in the other employees that oh yeah, my, we have a guy with a disability, but you would you'd never think, right? ’’ (Participant F)                                                                                                            
16.7  	ʽʽ …sometimes I kind of think that people do so many things in a group, do you know, like it's everyone goes bowling or everyone goes swimming. Whereas if you go to work it's you and it's your job, and it's your connections. So, you know, their your colleagues and it's something that a person has for themselves.’’ (Participant D)
16.8	ʽʽ …to see someone in like your local Starbucks for want of an example, and they're working and it just kind of for people, I think it's kind of okay, and I think it's really good for younger people with disabilities to see, well, I could do that someday, or I could be like. We have people working in different schools around [city in Ireland].  So, like the impact of that on younger people in the schools with a disability to say, well, I could work in the school someday, or I could do this, you know. It's I think it's hugely positive.’’ (Participant D)


Theme 6 - Understanding
Table 17
Theme 6 – Understanding definition	
Theme 6                     	Sub theme                                              Definition
Understanding                    A) Communication                               People with an ID experience difficulties 	with						      	     understanding.  Employer’s communication							     style needs to be clear and easy to follow.							     	     Their willingness to adapt their									     communication style if necessary allows								     people with an ID to effectively integrate.
                            	  B)   Culture                                          People with an ID that have a different 								     cultural background to the country they gain 							     employment in experience additional barriers. 							     Employing people with an ID adds to the 								     work place and creates a positive cultural 							     shift.					

Theme 6 - Subtheme A – Communication 														
A person with an ID may have difficulties with understanding instructions as they transition into a new role. Participant B said ʽʽIt’s very useful for the job coach to be there to help out with difficulties with understanding…’’ The job coach could ʽʽ…make a checklist or a timetable…’’ to help with following instructions. Employers should be aware of how they communicate and ensure instructions are clear (see Table 18, 18.1). A misconception of boundaries may occur if they are not effectively communicated and understood (see Table 18, 18.2, 18.3). Participant C gave an example of a person that ʽʽ…developed an unhealthy infatuation…’’ with a colleague because of the language used and how they interpreted it. Their colleagues repeatedly said ʽʽ…here’s your girlfriend…’’ and when ʽʽ…she got engaged, he got very upset and got quite verbal towards her.’’ Employers need to be aware people with an ID may interpret things differently. Understanding people may communicate in different ways and have a different level of understanding sometimes may require ʽʽ…getting employers to look outside the box.’’ Participant C said she had a service user with hearing and speech issues. They supported the employer in finding an alternative way to communicate (see Table 18, 18.4).  Employers that are willing to make adjustments and understand people with an ID may have additional needs aid them in successfully entering the workforce.
Table 18
Example of Quotes Subtheme A – Communication	
Example of Quotes – Communication
18.1 	ʽʽ…if there's a lot of talking going on, which there is, you know in jobs or if there's a lot of company speak you know, they're lost, you know? So, we have to, you know, remind companies a lot of the time, you know, to lose the jargon and, and keep the instructions clear.’’ (Participant B)
18.2  	ʽʽ…we do get called in, say, even after we've closed off the file that something has cropped up, and they'll say, ok this is after happening, and such, such is after getting very emotionally attached to one of our staff here. Ehm, you know, wants to meet her for coffee every morning before work, and then de, da, de, but I’m going when did this first happen?’’ (Participant C)
18.3  	ʽʽ… I nearly had a case whereby it was harassment in the workplace, but this harassment in the workplace wouldn't have developed if the actual business itself, or the HR manager or supervisors there, [coughs], excuse me, there had been very aware of the boundaries.’’ (Participant C)
18.4 	ʽʽ …I said what you do is, I said you have her number there. I said I'll tell her to put her phone on vibrate. So, she's going to feel the vibration of her phone. So, if you want to pass on a message, she knows straight away you just send over a message. It vibrates and then will you go over and do ABC and D next. So, small things that can help along the way, and even like he's, he started to turn a little bit of sign language along the way.’’ (Participant C)

Theme 6 - Subtheme B – Culture                                                                                      	Culture impacts peoples understanding of workplace norms. Participant F gave an example of a service user whose family was from Lithuania and they had moved to Ireland when the service user was three, from Yugoslavia (see Table 19, 19.1, 19.2). Placing a person with an ID that has grown up with different cultural norms to Ireland was a barrier for them maintaining employment. Their understanding of workplace norms based on their cultural background was not transferable to working in an Irish hotel (see Table 19, 19.3). Workplace boundaries and norms is something people with an ID may need to actively learn to maintain employment. Employing a person with an ID also creates a cultural shift within the organisation (see Table 19, 19.4, 19.5). Eight of the participants highlighted how hiring a person with an ID was a positive addition to the workplace. Participant G said ʽʽ…it breaks down barriers…’’ and employers have said ʽʽ… it has been so positive for their staff.’’  It reduces the stigma experienced by people with an ID and educates their colleagues. Participants D and G said it alters preconceived ideas about what a person with an ID is capable of (see Table 19, 19.6). Participant C said an employer told them it made them more tolerant towards other staff members. An inclusive and diverse work environment benefits the person with an ID and their colleagues.














Table 19
Example of Quotes Subtheme B – Culture
Example of Quotes – Culture
19.1 	ʽʽReally steeped in this culture, which is great. When I put him in an Irish setting outside, with people who have never been trained in disability, who have no concept. First of all, of just an Irish person with disability, but somebody with an accent or who slips into their foreign tongue when they're trying to explain something.’’ (Participant F)
19.2  	ʽʽThat's a huge barrier ehm, and employers find that very difficult, and it's the, the social part. So, this person might, part of the culture is to kiss and hug when they meet somebody new.’’  (Participant F)        
19.3  	ʽʽ…he started kissing and hugging the guests in the breakfast room, and the staff, and then and then,        like food waste was no [emphasises word].’’ (Participant F)
19.4 	ʽʽI mean, is it going to make everybody in the whole organisation feel all lovey dovey and eh sing kumbaya, not really, but it does actually change culture in places, eh and generally in a place that might need a bit of a cultural change, it's good. We've come across some places that where the employer was great but that's only the, the boss, but when you go into the, into the actual culture of the place you find there are issues, and problems…’’ (Participant H)
19.5	ʽʽ … they tend to not have a filter about calling it out, and that can often help an employer to see where there's an issue.’’ (Participant H)











Chapter 4- Discussion
Aims and research questions
Entering employment is an important milestone for many people with an ID (Garrels & Stigstad, 2021). Ireland’s development and implementation of policy around employment for people with an ID has been slow and less than adequate (Van Aswegan, 2016). The aim of this study was to identify the challenges associated with gaining employment for people with an ID, and secondly to identify the benefits of employment for people with an ID, and the employer in creating an inclusive work environment. To meet this objective the following three research questions were developed. 1. What are the reasons for people with IDs gaining employment?  2. What challenges do people with an ID experience when entering the workforce? 3. What are the benefits of people with an ID being part of the workforce and creating an inclusive work environment?  Thematic analysis led to the development of six over-arching themes, 1.Resources, 2.Recruitment, 3.Education, 4.Relationships, 5.Value, and 6.Funding, that contributed to a greater understanding of the challenges and benefits of gaining employment for people with ID. 
Discussion of key findings 
Reasons for gaining employment
It is well documented that employment provides monetary gain, social status and increases independence (Beyer et al., 2010; Elahdi et al., 2022; McGlinchey et al., 2013). Andrews and Rose (2010) carried out a study investigating employment motivation in people with an ID. Monetary gain, social aspects and perceived competence were the three key themes identified. Previous research aligns with the participant’s responses in this study that identified pay, family and social aspects as being key factors. Although there is limited research on people with IDs motivations for gaining employment, prior research focuses on benefits and the opportunities employment bring. This area could benefit from further investigation. 
Benefits
 Employment contributes to improved well-being, increased social interactions, feeling appreciated and strengthens links to the community (Elahdi & Alnahdi, 2022;Voermans et al., 2021). This study found meaningful employment adds value to people lives, a sense of purpose, and achievement. Employing people with an ID benefits employers by improving profitability, competitive advantage and creates an inclusive work environment (Lindsay et al., 2018). Accommodations provided to employees with disabilities require minimal effort and they improve the organizations culture (Kaye et al., 2011). Findings suggest employers gain a good employee, positive cultural shift, and publicity for being an inclusive employer. This leads to a drop in support needs for the person with an ID and increased revenue for the employer. Employing a person with an ID is advantageous to the employer, person with an ID and their colleagues. 
Funding
Lack of funding for support organisations was identified by all participants as a barrier to employment. The funding programmes receive impacts whether they have the resources to effectively support people. Research reflects support work is low paid with low job prestige (Topping et al., 2022).  This aligns with results of this study which found support workers are not well paid and there is a lack of sustainable funding in the sector, which contributes to poor staff retention. The lack of investment from government into disability employment services is extremely concerning and problematic. Commitment from the government to provide sustainable funding is needed to provide services that meet people with ID needs (Department of Health, 2021). Participant G proposed increased incentives from government for employers would also aid with increasing employers willingness to hire people with an ID. There is limited research regarding how and when incentives work to improve employment opportunities for people with an ID (Gewurtz et al., 2019). This is an area that would benefit from further research to understand would it be effective in improving employment outcomes. 
Recruitment 
The Comprehensive Employment Strategy for People with Disabilities 2015-2024 proposed the number of people with a disability in Ireland working in the public sector will incrementally increase from three to six percent by 2024 (Van Aswegen & Shevlin, 2019). In 2022 Ireland had the largest disability employment gap within the EU (Social Justice Ireland, 2022). This indicates current polices aren’t improving employment prospects for people with an ID and more needs to be done to increase the number of people with an ID in employment. The recruitment process for jobs was identified as a barrier to employment for people with an ID. Research reflects people with an ID may have difficulty filling out application forms or accessing adverts, and changes to recruitment strategies are needed (McKinny & Swartz, 2021). Adapting recruitment procedures to be more inclusive would support people with an ID being able to apply for more jobs.  
Skills and Training 
The NDA advised lower levels of education and skills are contributing factors for people with an ID not being able to gain employment (Government of Ireland, 2015). Eight of the participants highlighted lack of training and skills as barriers to employment. Almalki (2017) argued the low level of people with an ID in employment was due to lack of opportunities to gain necessary skills. The results of this study highlighted there is a need for an increased number of training opportunities for people with an ID that are adapted to suit their ability and needs. For example, participant F said they run first aid courses but for a longer period of time. Training opportunities should align with the current job market’s needs. There is a need for industry specific training for people with an ID to increase skills and to improve their likelihood of gaining employment (McGlinchey et al., 2013). 
Training for employers
The results of this study showed many employers aren’t aware of what supported employment is and have misconceptions about the amount of effort that is needed to support a person with an ID in employment. Research indicates employers perceive increased barriers with hiring a person with an ID compared to a physical disability (Kockman et al., 2018). The main barriers to employment outcomes are lack of managerial support, insufficient disability awareness training and inexperience of working with people with disabilities (Moore et al., 2018). Previous contact with a person that has an ID, linking in with employment support services and job coaches contribute to more favourable attitudes of hiring a person with an ID (Burge et al., 2007; Moore et al., 2018). It is argued that employers require training before a person with an ID enters the work environment in supervision, communication, on the job training and positive reinforcement (Bartram & Cavanagh, 2019).This aids in streamlining the transition to employment. 
Strengths and Weaknesses 
There were a number of strengths to the current study. One of the main strengths was the addition to the current body of research which has been identified as limited for this cohort. The method of semi- structured interviews to collect data provided detailed insights of support workers and gave the researcher the opportunity to ask additional questions to extract richer data. The use of online interviews allowed the researcher to have access to participants that worked in various counties in Ireland. This would not have been possible if in person interviews were conducted. 
Throughout the course of the research several limitations were identified. Videoconferencing software may negatively impact rapport if there is poor connectivity (Roberts et al., 2021).  Technical issues were experienced during one of the interviews which meant the interviewer had to turn off their camera half way through. The researcher focused on an Irish context so the findings may not be transferrable to people with an ID in other countries. Other countries have different policies and supports around helping people with an ID enter employment. The researcher would have also liked to interview people with an ID to get their direct take on their experiences of gaining employment. However, due to the time constraints of the study it was not feasible. 
Future research 
Further research focusing on the insights from people with IDs would be beneficial to understanding the challenges they experience with entering employment and what supports they find useful. It would give direct insight and would be interesting to see did it vary from support workers insights. Further research on employment pilot programmes for people with different types of ID would also be useful in developing a multi-level approach to support. Previous studies have looked at psychiatric disabilities and autism but not ID specifically (Menear et al., 2011; Taylor &Seltzer, 2011). Additionally, further investigation of the effectiveness of government policies and supported employment models in different countries would also prove insightful. O’Brien & Dempsey (2004) carried out an analysis of employment support services for people with disabilities in Australia, Finland and Sweden. A larger scale study inclusive of Ireland may help identify further adjustments that could be made to the Irish model to improve people with an IDs representation in the workforce. 
Plan for dissemination 
The purpose of the dissemination plan is to inform professionals of recommendations for change, contribute to the current body of literature and add to future research directions. Results obtained in this current study will be transformed into a one page poster and shared with participants at their request for a copy of the findings. This study will be made available on Dublin Business School (eSource) online college repository which will allow students and the public to view the findings.  The study may also be put forward for publication. Possible journals it can be submitted to are Applied Psychology: An International Review, Journal of Applied Research in Intellectual Disabilities and The Journal of Intellectual Disabilities.  The company I work for is also setting up a committee to support the inclusion and employment of the neuro-diverse population within the company. I plan to contribute to discussions on inclusion strategies and ways to improve recruitment strategies for people with an ID based on what I have learned from my research. The target audience for dissemination is researchers, advocacy agencies and policy makers who decide on funding for the development of evidence based programmes to support people with an ID gain employment. 
Conclusion 
The aim of this study was to identify the challenges associated with gaining employment for people with an ID, and secondly identify the benefits of employment for people with an ID, and the employer in creating an inclusive work environment. The primary motivations for gaining employment identified were pay, social inclusion, family and trying something new. The key benefits of employment were financial independence, identity, sense of belonging, social connections, skills, taking a meaningful role in society, cultural change in the work environment, and positive publicity as an inclusive employer. The results provided a greater understanding and awareness of the challenges faced by people with an ID entering employment. The conclusions drawn from the thematic analysis was a need for revision of government policies on inclusive employment, sustainable funding, adaptions to recruitment processes, increased training for employers and opportunities for people with an ID to gain skills. 
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Appendices 
Appendix A – Consent form
Consent form 

Please answer the following questions to be considered a participant in this study:
1. I have read and understand the information sheet provided for this study.
Yes / No 
2. I confirm that I am over the age of eighteen. 
Yes / No
3. I confirm that I work in a role that supports individuals with intellectual disabilities gain employment.
Yes/ No
4. I understand that my participation is voluntary, and I am free to withdraw from this study without providing an explanation.
Yes/ No

5. I agree to have my data relating to this study stored as outlined in the information sheet.
Yes / No
6. I consent to participating in this study.
Yes / No  
Signature: 
Date:

Appendix B – Information sheet
Information sheet
	Study Title:

Exploring people with intellectual disabilities experience of gaining employment through the lens of support workers




My name is Nicole McGuinness, I am currently a student at Dublin Business School studying a Master of Science in Applied Psychology.  I am conducting research within the department of Psychology. This research is being carried out as part of my course and will be submitted for grading.  The study will explore people with intellectual disabilities experience of gaining employment through the lens of support workers. Support workers in the context of this study are people who aid people with intellectual disabilities enter employment. 
The objectives of this study are to;
· Identify the challenges associated with gaining employment for a person with an intellectual disability. 
· Identify the benefits of employment for people with an intellectual disability and the employer in creating an inclusive work environment. 
Why have I been asked to participate?
I would like to interview people who work with individuals with an Intellectual disability and support them in gaining employment. Participants must be over the age of 18. 
What does participation involve?
· Participation involves taking part in a 30-minute semi-structured online interview via zoom. The interview will be audio recorded for the purpose of transcribing the data in the analyses stage of the study.  
· The researcher is the only person who will have access to the audio recording, it will not be included in the submission of the study.  Participation is also voluntary; you are not obliged to take part.  
Right to Withdraw
· Participants have the right to withdraw from the research whatever the reason may be.  Participation is also confidential.  Although the audio file recordings will be potentially identifiable. 
·  The researcher will take care to ensure the privacy of participants is maintained.  They will also be the only person who will have access to the recordings.  Any identifiable information such as participant’s names will be redacted from the analyses and submission.
· Participants will have a week post the interview to withdraw their consent for use of the information within the study.  Due to the time constraints of the project, it is not possible to withdraw consent after this.
Benefits of participating 
Although there will be no direct benefits to participants.  It will allow for greater insight into the challenges and benefits experienced by people with intellectual disabilities in the context of employment. The findings from this study may be presented at conferences or published in peer review journals, which would expand awareness on these concepts.  Participants will not be individually identified in any presentations or publications.  Participants will also not be offered a monetary reward for their participation. 
Potential risks involved in participation
This research has been ethically approved by the DBS College Human Research Ethics Committee.  There are no known risks associated with participation. Any inconvenience in taking part will be minimal. Following a review of this sheet and prior to participation questions may be asked.  After participation, a debriefing stage will be proposed providing an opportunity to ask any further questions. You may also email the researcher on the email noted at the end of the sheet if you have any follow up questions. 
Confidentiality
Individual information collected will be used solely for the research purposes of this study. Audio files will be stored in a password protected file within an encrypted folder on a password protected laptop.  Participants names will not be used within the file name used to store it.  Transcripts will be created from the audio recordings to allow for analyses.   Any identifiable information will be removed, for example participants real names will not be used when submitting the research.  Every effort will be made by the researcher to protect the privacy of participants. The data will be stored within the EU.  It will be used for research purposes to generate content such as presentations and publications. The audio files and transcripts will be discarded after the completion of the study. 
Contact details
If you have any further questions, please contact me on the email below or my supervisor. Thank you for taking the time to read about this study and participate. 
Researcher: Nicole McGuinness Email address: xxxxxx@gmail.com 
Supervisor: Pauline Hyland         Email address: xxxxxx@dbs.ie

Appendix C – Interview Schedule
Participant ID: _________________	Interviewer: Nicole McGuinness                
Date: _____________________				
	Introduction
(3 minutes)

	*The consent form will be signed and emailed back to the interviewer before the interview is arranged and carried out.
Thank you for agreeing to talk with me. My name is Nicole McGuinness. I am a master’s student, studying Applied Psychology in Dublin Business School. I am currently undertaking a research study entitled; Exploring people with intellectual disabilities experience of gaining employment through the lens of support workers.
I am speaking with you today to get a better understanding of the benefits and challenges of hiring someone with an intellectual disability. Your answers will be treated as confidential. I will not include your name or any other information that could identify you in any reports that will be written. I will destroy the transcripts and audiotapes after the study is complete and graded. The results will be published in line with DBS policies.
This interview is expected to last for approximately 30 minutes. Your participation is voluntary you are free to withdraw your consent at any time during the study.
Do you have any questions? If you are happy to procced I will start the recording now.
Start recording from here.

	Topic 1
(6 minutes)
	Topic #1: Background
Tell me about your role in supporting people with an ID to seek employment
Probes:
· What was their experience like with trying to find employment before reaching out to you?
· Can you tell me more about the process of trying to find a person with an ID employment?
· Can you give me reasons why you think some sectors are more open to employing people with an ID?

	Topic 2
(6 minutes)

	Topic #2: Reasons for seeking employment
What are the main reasons people you work with give for wanting to gain employment?
Probes
· What feedback have you received from people from their experience of gaining employment?
· What employment are they looking for?
– nature of the work, number of hours, full-time/part-time?
· What changes, if any, does gaining employment bring to a person with an ID’s life?

	Topic 3
(6 minutes)

	Topic #3: In your experience, what are the most evident challenges for people with Intellectual disabilities when trying to enter the workforce?
Probes
· What are the key apprehensions someone with an ID looking for employment has about joining the work force?
· Do you think there is adequate training opportunities to prepare people with intellectual disabilities for the work environment?  - Can you tell me more about this?
· Can you think of ways these challenges could be mitigated or reduced?
· What kind of feedback have you received from the companies you have liaised with to employ people with IDs?

	Topic 4
(6 minutes)
	Topic #4:  Inclusion and diversity
What do you think are the benefits of hiring someone with an intellectual disability and creating an inclusive work environment?
Probes
· What do you think people with an ID bring to the workplace?
· How do you feel hiring a person with an ID impacts other people who work within the company?
· What is your experience of working with people with an ID?

	Final thoughts
(3 minutes)
	Do you have any final thoughts about the study that you would like to share?
Thank you for your time.                                                                   Stop tape and debrief


 
 
	
















Appendix D – Debrief sheet 
Debrief Sheet
	Study Title: Exploring people with intellectual disabilities experience of gaining employment through the lens of support workers



Thank you for taking the time to participate in this online interview. 
The aims of this study are to gain insight into the challenges experienced by someone with an intellectual disability in gaining employment and identify the benefits for the individual and organisation in creating an inclusive work environment. 
The interview audio recording will potentially be identifiable.  Although recordings will be stored in a password protected file within an encrypted folder on a password protected laptop. Participants have the right to withdraw from the research, whatever the reason may be. Participants will have a week post the interview to withdraw their consent for use of the data collected within the study.  
If you have found any part of this study distressing, you may wish to speak to a professional organisation or individual offering mental health support.  Below you will find the names of some organizations you can contact if required. Additionally, if you would like further information regarding this study, please contact Nicole McGuinness by email, XXXXXXX@gmail.com or my supervisor Pauline Hyland, XXXXXX@dbs.ie
Organizations
	Pieta House: 088 111 126

	Samaritans Ireland: 116 123

	[bookmark: _Hlk124789809]Aware: 1800 804 848
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