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Abstract.
BACKGROUND: Among people with mental disabilities in Japan, 50.7% have left employment within a year despite the
provision of employment support. Their subjective perceptions are likely relevant, as many causes for leaving employment
are personal. However, thus far, employment continuity assessment has been based on objective indicators, while subjective
evaluation remains underdeveloped.
OBJECTIVE: We conducted a mixed-methods study to identify the subjective characteristics that impact the ability of
persons with mental disabilities to continue working while receiving employment support.
METHODS: In total, 41 participants with mental disabilities in continuous employment were included in the study, and data
were collected using a demographic and employment status questionnaire and the Worker’s Role Interview. Further, to clarify
the constructs related to subjective perceptions of work continuity, the step for coding and theorization (SCAT) method was
utilized.
RESULTS: The results revealed five overarching superordinate concepts and 12 subordinate concepts of subjective percep-
tions regarding maintaining the current work and the future for participants who continue to work. These perceptions may
be related to the participants’ experience and the time course of work continuity. Subjective perceptions of difficulty levels
were found to be the most and the least difficult for a reasonable accommodation without specific rules and awareness of the
effects of work concepts, respectively.
CONCLUSION: This research could facilitate the development of an employment support system based on people with
mental disabilities’ subjective needs, thus contributing to their continued employment.
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1. Introduction

In Japan, the 1960 Act to Facilitate the
Employment of Persons with Disabilities and the
Employment Rate Scheme for Disabled People were
adopted to support employment for persons with
disabilities [1]. In 2010, the number of people
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with physical, intellectual, and mental disabilities
employed in the private sector was 271,795, 61,237,
and 9,942, respectively; further, by 2020, their num-
ber had increased by 1.31-fold to 356,069, by
2.19-fold to 134,207, and by 8.85-fold to 88,016,
respectively [2]. In Japan, persons with “intellec-
tual disabilities,” as used in the law on employment
support, include those aged 18 years or older who
need special assistance due to intellectual disabil-
ities that appear during their developmental stage
and interfere with their daily lives such as Down’s
syndrome. Furthermore, persons with “mental dis-
abilities” include those aged 18 years or older who
suffer from schizophrenia, acute addiction or depen-
dence on psychoactive substances, psychopathology,
or other mental illnesses [3]. The highest growth
rate for employment of persons with disabilities in
Japan was for those with mental disabilities, and the
number of persons with such disabilities employed
in establishments with five or more employees rose
sharply from 40,000 in 2013 to 200,000 in 2018 [4].
Partly because of the labor shortage in Japan, their
recruitment is being actively pursued, even by small-
and medium-sized enterprises that are not obliged to
employ them [5].

However, the turnover rate of individuals with
mental disabilities within one year of employment is
higher than that of those with physical or intellectual
disabilities [6, 7], even if they disclose their dis-
abilities and receive some employment support. The
most common reasons people generally give for leav-
ing employment are personal, such as dissatisfaction
with the atmosphere, relationships, the workplace’s
working conditions [8], and the gap between the job
requirements and one’s ability [9].

Japan’s welfare service system for persons with
disabilities, the “employment settlement support
project,” was launched in 2018 to integrate contin-
uous support regarding employment and daily life.
However, an employment support system for people
with mental disabilities has not been established thus
far, even though there has been a rapid increase in the
employment of those with disabilities. The decline in
the quality of support due to insufficient knowledge
and experience regarding persons with disabilities’
employment and workplace retention has long been
considered a problem [10–12]. With respect to the
state of employment continuity support for persons
with mental disabilities, opportunity-based support
is important and requires the skills of employment
support specialists [13]. When problems arise in the
continued employment of persons with disabilities,

if the quality of the support specialists deteriorates,
support organizations and those responsible for the
employment of persons with disabilities in companies
may be unable to accurately grasp their problems;
further, the support necessary for continued employ-
ment, such as reasonable accommodation, may be
unsuccessful.

In Japan, the Act to Facilitate the Employment
of Persons with Disabilities stipulates the “employ-
ment rate system for persons with disabilities,” which
obliges employers to employ persons with disabili-
ties equal to or greater than the number of persons
with disabilities obtained by multiplying the number
of workers regularly employed by the employment
rate of persons with disabilities. The legal employ-
ment rate of persons with disabilities in the private
sector is 2.3% (as of 2022), and the range of private
enterprises covered by the system includes employers
with at least 43.5 permanent workers [14]. Compared
with other countries, the legal employment rate of
individuals with disabilities in France and Germany,
which have similar compulsory employment systems
as Japan, is 6% and 5%, respectively, which is higher
than that of Japan [15]. In the United States and the
United Kingdom, the employment of people with dis-
abilities is progressing mainly due to the Employment
Prohibition Act [15]; moreover, in the United States,
17.9% of all people with disabilities were expected
to be working in 2020 [16], while in Japan this rate is
14.3%. Thus, employment for people with disabilities
is numerically more advanced in several other coun-
tries than in Japan, where it is difficult for persons
with mental disabilities to find and maintain employ-
ment [17, 18]. However, the benefits of employing
people with disabilities include increased profitabil-
ity (e.g., profits and cost-effectiveness, turnover and
retention, reliability and punctuality, employee loy-
alty, and corporate image) and benefits for people
with disabilities include improved quality of life and
income as well as increased self-confidence [19].
Therefore, it is necessary to establish appropriate and
effective support methods for the continued employ-
ment of people with mental disabilities.

The desired outcomes of employment support
for people with disabilities are that they gain a
place to work, generate income, perform professional
roles, achieve social recognition, have co-workers
and friends at work, enrich their personal lives, and
improve their subjective quality of life [20]. There-
fore, it is essential to provide employment support
that also focuses on individual career development
and the self-realization of people with disabilities
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[21]. For persons with mental disabilities, main-
taining employment leads to enhanced outcomes
in important areas, such as family relationships,
overall health, self-esteem, and quality of life [22].
Therefore, employment support based on their per-
ceptions is crucial. However, thus far, the evaluation
of employment continuity has been based on objec-
tive indicators, such as the duration of employment;
subjective evaluation remains undeveloped, and sup-
port reflecting subjective perceptions is insufficient.
Understanding the subjective perceptions of these
individuals may provide a benchmark for supporting
subjective needs related to professional life and may
lead to appropriate rational considerations in com-
panies [23]. Hence, it is necessary to examine the
subjective perceptions of persons with mental dis-
abilities who continue to work.

In a previous study, the subjectivity of persons
with mental disorders who worked for over a year
was examined both qualitatively and quantitatively
using a questionnaire based on the International Clas-
sification of Impairments, Disabilities and Health
(ICF); the results confirmed that those who contin-
ued working had common subjectivities in physical,
psychological, and environmental domains [24].
Although the influence of personal factors, such
as values and life roles, was considered to affect
employment, their perception of these factors was
insufficient, indicating that an additional multifaceted
perspective is required.

This study used a mixed-methods approach to
identify the overall subjective characteristics that
impact the ability of persons with mental disabilities
who continue to work through employment support.
Its significance is that by clarifying the subjective
characteristics that influence the persistence of such
individuals in employment, it will be possible to focus
support based on their subjective needs and contribute
to their continued employment.

2. Methods

2.1. Research design and participants

For this mixed-method research, we used a con-
vergent design (Fig. 1), in which the quantitative
and qualitative data collection and analysis were con-
ducted separately, to integrate the results [25].

The inclusion criteria were as follows: (1) per-
sons with mental disabilities (i.e., persons aged 18
years or older who suffer from schizophrenia, acute

addiction or dependence on psychoactive substances,
psychopathology, or other mental illnesses) who
received employment support and (2) those who were
in continuous employment, having worked for a com-
pany for at least one year. To ensure understanding
of the interview content and the reliability of the self-
reports, the exclusion criteria were as follows: (1)
those who had been diagnosed with intellectual dis-
abilities (i.e., persons aged 18 years or older who need
special assistance because of intellectual disabilities
that appear during the developmental stage and inter-
fere with their daily lives such as Down’s syndrome)
and (2) those whose mental symptoms had deterio-
rated at the time of the survey, as indicated by the
attending physician.

The participants were recruited by (1) contacting
work support facilities for persons with disabilities,
(2) targeting those facilities that agreed to cooperate,
and (3) displaying posters in the facilities inviting
individuals to participate in the study. The partici-
pants who continued to work and prepared to work
were named “continuers” and “preparers,” respec-
tively.

The data were collected by occupational therapists
working in an employment support facility for dis-
abled people.

Participation in the research was voluntary; those
who agreed to partake were provided with written and
oral information about the study by an occupational
therapist affiliated with the facility. The participants
were informed that their non-participation or with-
drawal from the research would not affect their use
of the facility, or the services provided by the occu-
pational therapist; those who provided their consent
were considered the final participants.

2.2. Data collection tool

In this study, the data were gathered using the fol-
lowing tools:

2.2.1. Demographic and employment status
questionnaire

This included information such as sex, age, diag-
nosis, cohabiting families, and employment duration.

2.2.2. Worker’s Role Interview (WRI)
The WRI [26] is a semi-structured interview

developed according to the Model of Human Occu-
pation [27] that encompasses all ICF factors. This
assessment method identifies the psychosocial fac-
tors that influence the ability to be employed by
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Fig. 1. Complex convergent design diagram.

comprehensively capturing the participants’ subjec-
tive perceptions and assessing their ability to work.
The factors that influence the prediction of return-
ing to work and those regarding employment (ability
to continue a job and be employed in general) can
be assessed using 16 items divided into six domains.
These domains are personal causal attributions (per-
ceptions of one’s ability to work), values (what one
considers important regarding work), interests (plea-
sure and enjoyment at and outside of work), roles
(perceptions of the roles at and outside of work),
habits (pre-work habits, current work practices, and
lifestyle), and the environment (perceptions of the
physical and human environment at work).

The WRI consists of five basic steps: (1) Preparing
for the interview; (2) Conducting a semi-structured
interview; (3) Conducting physical capacity assess-
ments, functional assessments, and any additional
screenings; (4) Scoring the responses using a 4-point
rating scale based on the Model of Human Occu-
pation (MOHO); (5) Using the WRI for discharge
evaluation. However, steps 3 and 5 were not per-
formed in this study.

A semi-structured interview was conducted with
the participants in a private room for approxi-
mately one hour, using questions recommended
by the WRI for clients with a chronic illness or
disability. Subsequently, we classified the state-
ments into 16 WRI items and rated each one on a
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Likert-type scale as follows: 4 points = strongly sup-
portive, 3 points = supportive, 2 points = hinders, and
1 point = strongly hinders.

3. Data analysis procedure

The analysis was conducted in the following four
steps:

3.1. Descriptive statistics on attributes

The means and standard deviations of the partic-
ipants’ ages and their employment duration at the
company they worked in were examined. Subse-
quently, the statistics of the WRI rating were the
median, interquartile range, and total for all partic-
ipants and for those who were still working.

3.2. Collection and analysis of the quantitative
data

To confirm the item difficulty and ability estimates
for the WRI domains the participants found diffi-
cult, the content spoken in the WRI was classified
into 16 items. The ratings obtained were examined
using the Rasch model, a mathematical model for
converting the raw score that a person achieves on a
questionnaire into a value on an interval scale [28].
Based on the participants’ responses to the items to
be measured as the prime points of the evaluation
criteria made in the ordinal scale, their ability and
item difficulty estimates were expressed in the logit
interval scale units, resulting in a unidimensional
measurement [29]. The Rasch model uses the Infit
Mean-Square (InMnSq) value and the standardized
Z-score (Zstd) as statistics to determine data fit. As the
WRI was a four-item rating scale, it was assumed that
the fit between the participants’ ability estimate and
item difficulty was problematic when it was outside
the range of InMnSq >1.4 and Zstd >2.0 [29].

SPSS Base Edition 2020 (IBM, 2020) was used for
the descriptive statistics of the data; further, FACETS
3.88.2 (Winsteps, 2020) was employed for the Rasch
model analysis.

3.3. Collection and analysis of the qualitative
data

To clarify the constructs related to the subjective
perceptions of work continuity, the content (textual

data) described by the continuers in the WRI was
assessed using the step for coding and theorization
(SCAT) method [30]. Since most of the text data were
brief (one or two lines) and it was difficult to para-
phrase them on the basis of the respondents’ context,
we used the SCAT, which is considered effective for
analyzing relatively small qualitative data. The SCAT
is a technique of coding and theorizing that involves
segmenting linguistic data, such as observations and
interview transcripts, and attaching a code to each of
the segments in the following four steps: (1) words
to focus on in the data; (2) words outside the data
to paraphrase; (3) words explaining the paraphrase;
and (4) themes and constructs that emerge from the
data. Based on previous studies, we adopted a SCAT
variant [31, 32] that paraphrases and conceptualizes
the intercepted data in a grouped manner.

3.4. Integrated interpretation of the qualitative
and quantitative data

The qualitative and quantitative results of the con-
structs and the difficulty levels analyzed by the
SCAT and the Rasch model, respectively, were inte-
grated using a joint display. To ensure the collected
data’s rigor, they were self-checked and re-examined
over time to ensure their reliability. In addition,
we obtained feedback from the co-authors and the
respondents on whether the data were rooted in
their interpretations, including the context of their
responses, to ensure validity.

3.5. Ethical considerations

This study was conducted with the approval of
Tokyo Metropolitan University Arakawa Campus
Research and Safety Ethics Committee (approval
number 14103). The research participants were fully
informed in writing and orally that participation in the
study was voluntary, and written voluntary consent
from the research collaborators was obtained. The
personal information of the participants was managed
by connectable anonymization; further, the individ-
ual could not be identified, except by accessing the
researcher’s computer. Moreover, personal informa-
tion obtained from the interview that did not damage
the data’s meaning when there was a possibility of
identifying the individual, was deleted.



716 N. Baba et al. / Subjective perceptions that affect the continued employment of persons

4. Results

4.1. Demographics of the participants and the
WRI statistics

Overall, 41 subjects participated in the study.
Their mean age was 38.1 ± 9.57 years. The diag-
noses were schizophrenia, depression and bipolar
disorder, epileptic psychosis, social anxiety disor-
der, mood dysphoria, and autism spectrum disorder
(ASD) Functional Level 1 in 23 (56%), 12 (29%), 2
(4%), 3 (7%), and 1 (2%) patients, respectively. More-
over, there were 18 continuing employees and 23
preparing for work. The mean duration of continuous
employment at the current company was 3.9 ± 2.57
years. Further, 29 (70%) had family members living
with them, while 12 (30%) did not.

The overall median WRI statistic was 2.0 or 3.0,
with a quartile range of 0.00–2.00. The median for the
continuers was 3.0 or 4.0, with the quartiles ranging
from 0.00 to 1.00. The total score was 47.0, and the
quartiles ranged from 42.5 to 49.0. The total number
of continuers was 47.0, and the quartiles ranged from
44.5 to 49.25 (Table 1).

4.2. Results of quantitative data analysis

The overall WRI ability estimates of the InMnSq
and Zstd were 0.83 ± 0.34 and –0.48 ± 1.03 logit,
respectively; none had a problem with the fit. Addi-
tionally, of the 41 ability estimates, the 1st–20th
included five preparers and 15 continuers, and the
21st–41st included 18 preparers and three continuers.
In the top 20, 18 were in preparation and three in
continuation. For those in the top 20 who were prepar-
ing for work and those in the bottom 21–41 who
were continuing to work, we documented their living
and working conditions in special notes (Table 2).
The WRI item difficulty levels for all participants
are shown in Table 3. The InMnSq and Zstd of
the WRI item difficulty estimates for the continuers
were 0.97 ± 0.50 and –0.16 ± 1.25 logit, respectively.
The greatest item difficulty was 0.41 with logit for
“16. Perception of co-workers” in the environmental
domain. The lowest possible score was for “4. Com-
mitment to work” in the value domain, with –0.91
logit. The InMnSq and Zstd values did not exhibit
any fit (Table 4).

Table 1
WRI statistics

WRI item Median (Quartile range)
All participants (n = 41) Continuers (n = 18)

Personal causation
1. Assesses abilities and limitations 3.0(3.00-3.00) 3.0 (3.00-3.00)
2. Expectations of job success 3.0(3.00-3.00) 3.0 (3.00-4.00)
3. Take responsibility 3.0(2.00-3.00) 3.0 (3.00-3.00)

Values
4. Commitment to work 3.0(3.00-4.00) 4.0 (3.00-4.00)
5. Worker-related goals 3.0(2.00-3.00) 3.0 (2.75-3.00)

Interests
6. Enjoys work 3.0(3.00-3.00) 3.0 (3.00-3.00)
7. Pursues interests 3.0(3.00-4.00) 3.0 (3.00-3.25)

Roles
8. Appraises work expectations 3.0(3.00-3.00) 3.0 (3.00-3.00)
9. Influence of other roles 3.0(2.00-3.00) 3.0 (3.00-3.00)

Habits
10. Work habits 3.0(3.00-3.00) 3.0 (3.00-3.25)
11. Daily routines 3.0(2.00-3.00) 3.0 (3.00-3.00)
12. Adapts routine to minimise difficulties 3.0(3.00-3.00) 3.0 (3.00-3.00)

Environment
13. Perception of the work setting 3.0(3.00-3.00) 3.0 (3.00-3.00)
14. Perception of family and peers 3.0(3.00-4.00) 3.0 (2.00-3.25)
15. Perception of the boss/company 3.0(2.00-4.00) 3.0 (3.00-4.00)
16. Perception of co-workers 2.0(2.00-3.00) 3.0 (2.00-3.00)

Total 47.0 (42.5-49.0) 47.0 (44.5-49.25)

WRI: Worker’s Role Interview.
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Table 2
Ability estimates and standard errors, InMnsq values, Zstd values, and ability estimate ranks for all participants

Ability
Participant Working status Ability estimate
ID (Prep./Cont.) estimate S.E InMnsq Zstd ranking Special note

36 Prep 1.42 0.39 1.41 0.9 1 Employment decision in the company
30 Prep 1.39 0.38 1.44 1.0 2 Employment decision in the company
26 Prep 1.29 0.37 1.28 0.7 3 Active participation in training,

good adaptation to training
3 Cont 1.20 0.37 0.86 –0.2 4
13 Cont 1.12 0.36 0.74 –0.5 5
29 Prep 1.12 0.36 1.04 0.2 6 Employment decision in the company
37 Prep 1.07 0.38 0.72 –0.5 7 Job hunting phase
14 Cont 1.04 0.36 0.63 –0.9 8
9 Conti 0.97 0.35 0.68 –0.7 9
12 Conti 0.97 0.35 0.91 –0.1 10
18 Cont 0.97 0.35 0.69 –0.7 11
5 Cont 0.91 0.35 0.54 –1.3 12
8 Cont 0.91 0.35 0.56 –1.2 13
15 Cont 0.91 0.35 0.74 –0.6 14
17 Cont 0.91 0.35 0.68 –0.7 15
1 Cont 0.84 0.34 0.93 0.0 16
2 Cont 0.84 0.34 0.61 –1.0 17
7 Cont 0.84 0.34 0.60 –1.0 18
11 Cont 0.84 0.34 0.67 –0.8 19
16 Cont 0.84 0.34 0.48 –1.5 20
27 Prep 0.84 0.34 1.19 0.5 21
33 Prep 0.84 0.34 0.44 –1.7 22
38 Prep 0.83 0.36 0.65 –0.8 23
4 Cont 0.78 0.34 1.17 0.5 24 Work attitude is negative,

problems with health care
6 Cont 0.78 0.34 0.92 0.0 25 Problems with the way leisure time is spent
20 Prep 0.78 0.34 0.70 –0.7 26
35 Prep 0.78 0.34 1.39 1.0 27
32 Prep 0.72 0.33 0.48 –1.6 28
34 Prep 0.66 0.33 0.87 –0.2 29
39 Prep 0.66 0.33 1.01 0.1 30
10 Cont 0.55 0.32 0.77 –0.5 31 Problems with the way leisure time is spent
40 Prep 0.55 0.32 0.71 –0.7 32
24 Prep 0.50 0.32 0.63 –1.1 33
31 Prep 0.45 0.34 1.19 0.6 34
22 Prep 0.40 0.31 0.35 –2.5 35
25 Prep 0.37 0.32 0.38 –2.3 36
21 Prep 0.29 0.31 1.69 1.8 37
19 Prep 0.15 0.30 0.26 –3.3 38
41 Prep 0.15 0.30 0.98 0.0 39
23 Prep 0.10 0.30 0.69 –1.0 40
28 Prep 0.60 0.32 1.43 1.2 41

n = 41. InMnSq: infit mean square. Zstd: standardised z-score. Cont: Continuers. Prep: Preparers.

4.3. Results of qualitative data analysis

As a result of the SCAT coding, 12 group
concepts of the subjective perceptions of the partic-
ipants’ continuing to work were extracted and were
further grouped into five superordinate concepts: con-
sciousness in daily life, perception of reasonable
accommodation, self-understanding and practice for
job maintenance, future prospects based on the con-
tinuing work experience, and own perceptions of the
benefits of working (Table 5). To indicate from which

WRI item each concept was derived, the WRI ques-
tion items are listed in the second column from the
right in Table 5, and the WRI item difficulty in the
first column from the right. The following is a story-
line for each superordinate concept: In the text, {},
[ ],<>, and “” indicate the superordinate concept, the
group concept, the paraphrase of the group, and the
representative text data, respectively.
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Table 3
Difficulty estimates and standard errors, InMnsq, Zstd, and item difficulty rankings for the WRI item for all participants

Item difficulty Item difficulty
WRI item estimate S.E. InMnsq Zstd rank

Personal causation
1. Assesses abilities and limitations 0.08 0.21 0.70 –1.3 5
2. Expectations of job success –0.02 0.21 0.77 –0.9 2
3. Take responsibility 0.1 0.21 0.59 –2.0 4

Values
4. Commitment to work –0.49 0.23 0.97 0.0 16
5. Worker-related goals 0.27 0.20 0.61 –2.0 2

Interests
6. Enjoys work 0.08 0.21 0.86 –0.5 6
7. Pursues interests –0.26 0.22 1.19 0.7 15

Roles
8. Appraises work expectations –0.02 0.21 0.61 –1.8 10
9. Influence of other roles 0.01 0.21 1.00 0.0 7

Habits
10. Work habits 0.01 0.21 0.84 –0.6 8
11. Daily routines 0.24 0.20 0.74 –1.2 3
12. Adapts routine to minimise difficulties –0.04 0.21 0.63 –1.7 11

Environment
13. Perception of the work setting –0.04 0.21 0.54 –2.3 12
14. Perception of family and peers –0.15 0.22 1.32 1.2 14
15. Perception of the boss/company –0.15 0.23 1.25 0.9 13
16. Perception of co-workers 0.39 0.21 0.77 –1.0 1

n = 41. WRI: Worker’s Role Interview. InMnSq: infit mean square. Zstd: standardised z-score.

Table 4
Difficulty estimates and standard errors, InMnsq, Zstd, and item difficulty rankings for the WRI item for the continuers

Item difficulty Item difficulty
WRI item estimate S.E. InMnsq Zstd ranking

Personal causation
1. Assesses abilities and limitations 0.08 0.42 0.75 –0.50 6
2. Expectations of job success –0.13 0.43 1.47 1.10 13
3. Take responsibility 0.15 0.42 0.85 –0.20 5

Values
4. Commitment to work –0.91 0.45 1.73 1.60 16
5. Worker-related goals 0.28 0.41 0.72 –0.60 2

Interests
6. Enjoys work –0.06 0.43 0.88 –0.10 11
7. Pursues interests 0.02 0.42 1.27 0.70 8

Roles
8. Appraises work expectations –0.06 0.43 0.55 –1.10 12
9. Influence of other roles 0.08 0.42 0.80 –0.40 7

Habits
10. Work habits –0.21 0.43 0.90 –0.10 15
11. Daily routines 0.22 0.41 0.65 –0.90 3
12. Adapts routine to minimise difficulties 0.02 0.42 0.34 –2.10 9

Environment
13. Perception of the work setting 0.02 0.42 0.33 –2.10 10
14. Perception of family and peers 0.22 0.41 1.86 1.90 4
15. Perception of the boss/company –0.13 0.43 1.79 1.60 14
16. Perception of co-workers 0.41 0.40 0.56 –1.30 1

n = 18. WRI: Worker’s Role Interview. InMnSq: infit mean square. Zstd: standardised z-score.

4.3.1. Consciousness in daily life
Regarding daily life, for those who had family liv-

ing with them, <understanding of the disability by
family>, <consultation and advice to family>, and
<support for daily life by family> were reported,

indicating that they regarded these as [support from
close people who supported employment]. However,
some perceived that they had <no support from fam-
ily>. Certain respondents were conscious of their
non-work habits through [conscious leisure activ-
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Table 5
Self-perceptions of the people with mental disabilities in continuing employment

Concepts Group concepts Representative descriptions WRI WRI item
item. difficulty
no. ranking

1) Consciousness in daily life
Support from close people

who support employment
Understanding of the

disability by family and
friends

Family members are understanding of my
disability and illness.

No. 14 4

Consultation and advice to
family and friends

Workplace and day-care friends are available
for advice.

Support regarding daily life
by family

My family can support me with food and
other daily needs.

No support from family and
friends

I have no family. I am estranged from them
and have no contact with them.

Conscious leisure activities Relaxation and rest through
active leisure activities

I release stress by doing hobbies or going
out.

No. 11 3

Work-conscious daily life
time

I take rest so that it does not affect my work. No. 7 8

Purposeless leisure time I am conscious of the rhythm of my life and
spend my holidays in a way that does not
affect my work.

Except for hospital visits, I stay at home in
bed most of the time.

Sense of one’s own role in life Contributing to the household
with their own income

I work to manage the living expenses for my
family and myself.

No. 9 7

On holidays, I help my elderly parents with
the housework.

2) Perception of reasonable accommodation
Reasonable accommodation

without specific rules
Visible support from

co-workers
A co-worker will talk to me. They follow up

my work when I am absent.
No. 16 1

No support from co-workers I don’t think my co-workers understand my
mental disorder.

There is no support from co-workers.
They are considerate of my disability,

however, they compel me to do things that
are more difficult.

Pre-confirmed reasonable
accommodation

Understanding of their illness My supervisor understands my illness and
gives me emotional support and advice.

No. 15 14

Disability-friendly work
instructions

They take into account my disability and
give me instructions on a case-by-case
basis, without making me multitask.

Cooperative attitude
Specific confirmation of the

necessary support

3) Self-understanding and practice for job maintenance
Understand and come to

terms with the disability
and self-characteristics

Self-awareness of the
symptoms and
understanding of the
coping strategies

I have delusions at work, however, I keep
them at a distance.

No. 1 6

Understanding the effects of
age and personal
characteristics

Memory loss. Difficult to cope without being
told repeatedly.

Difficulty with tasks that require one’s own
judgment.

Age-related physical weakness and fatigue.
Beliefs and practices for

continuing to work
Disease management as their

responsibility
I try not to get tired or stressed in order to

maintain and manage my physical
condition to avoid causing problems for
others.

No. 3 5

(Continued)
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Table 5
(Continued)

Concepts Group concepts Representative descriptions WRI WRI item
item. difficulty
no. ranking

Efforts for stable attendance I think it is my job to make sure that I am
never late or absent.

No. 8 12

Active communication I try not to work overtime so that I do not
miss work.

I am aware of reporting, communication, and
consultation at the workplace.

I am conscious of communication and
greetings at work.

4) Future prospects based on the continuing work experience
Emergence of new work

values
Willingness to continue

working in the future
I want to progress in my job. No. 5 2

Goals at work I am currently a contractor, however, would
like to become a permanent employee.

I want to be able to do a new job.
Confidence to continue in the

current job
Awareness of a stable

attendance
I rarely miss work, and I am confident that I

never will.
No. 10 15

Confidence to continue
working in the current
environment

I think I would continue to work in my
current job.

No. 2 13

Confidence in continuing to
work is shaking

It is good for now, however, I do not know if
I could continue if my interpersonal
relationships changed.

I am unsure if I can continue my current job.
5) Own perception of the benefits of working

Awareness of the effect of
work preparation
adjustment

Adjustment of the regular life
rhythm and sleep

After my illness, I have been more conscious
of my rhythm and the amount of sleep I
get, which has been good.

No. 12 9

Adjustment of low-load
workload

Since I became ill, I have been working for a
short time, doing simple jobs.

No. 13 10

A stable attendance at
facilities

Attending a psychiatric day care helped me
to rebuild my rhythm. I think I have been
able to work in my current job because I
have been attending a support centre for
employment transition.

Understanding of the
environment suitable for
oneself

It is good to be close to home. Quiet
workplace.

It is easy to work in a place with good
interpersonal relations.

Enjoyment and
accomplishment at work

Condition for enjoyment at
work

I enjoy working with my co-workers. No. 6 11

Feeling accomplishment at
work

A sense of achievement when I finish a job.

Awareness of the effects of
work

Income to maintain one’s
own life

Working is important to be able to support
myself. To live alone.

No. 4 16

Employment for
independence and contact
with the society

Working allows me to have contact with the
society. It is important to be in contact
with other people because we tend to stay
in our own shells at home.

Adjustment of life habits
through employment

It is important to work because it gives me a
rhythm and a livelihood.

Improvement of self-ability
and skills

Working helps me improve my abilities and
incorporate them into my life.

SCAT: Step for coding and theorisation. WRI: Worker’s Role Interview.

ities] such as <relaxation and rest through active
leisure activities> and <work-conscious daily life-
time>, while others spent <purposeless leisure time>.

They also had [a sense of their own role in life] as
they were <contributing to the household with their
income>. They were conscious of their daily lives.
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4.3.2. Perception of reasonable accommodation
In the workplace, the participants felt that the

company had provided them with a [pre-confirmed
reasonable accommodation] that included <under-
standing of their illness>, <disability-friendly work
instructions>, <cooperative attitude>, and <specific
confirmation of necessary support>. Regarding a
[reasonable accommodation without specific rules],
there was a positive perception of <visible support
from the co-workers>, and a negative perception of
“no support from the co-workers.” These can be
considered as the [perceptions of a reasonable accom-
modation] that they experience while continuing to
work.

4.3.3. Self-understanding and practice for job
maintenance

The participants who continued to work were able
to “understand and come to terms with their disabil-
ity and self-characteristics.” This was based on the
<self-awareness of symptoms and understanding of
coping strategies>, such as “I have delusions at work;
however, I keep them at a distance,” and <understand-
ing the effects of age and personal characteristics>.
Accordingly, they had <disease management as their
responsibility>, <efforts for stable attendance>, and
<active communication> at work, and recognized
these as [beliefs and practices for work continuity].
These were the perceptions of self-understanding and
practice for job maintenance.

4.3.4. Future prospects based on the continuing
work experience

As they continued to work, they had [the confi-
dence to continue in their current jobs]. Nevertheless,
they were aware that their <confidence in continuing
to work was shaken> by anxiety about future changes
in their interpersonal relationships and the working
environment. In addition, there were perceptions of
[the emergence of new work values] that consisted of
<willingness to continue working in the future> and
<goals at work>; these were their prospects based on
continued work experience.

4.3.5. Own perceptions of the benefits of working
The participants who continued to work had prior

experience attending psychiatric daycare or labor
transition support facilities or had individual [aware-
ness of the effect of work preparation adjustment].
This was composed of recognizing the <adjustment
of regular life rhythm and sleep> and the <adjust-

ment of low-load workload>, the experience of
<stable attendance at facilities>, and <understand-
ing of the environment suitable for oneself> based
on these experiences. The [awareness of the effects
of work] included <income to maintain one’s life>,
<employment for independence and contact with
society>, <adjustment of life habit through employ-
ment>, and <improvement of self-ability and skills>.
Furthermore, they felt a sense of [enjoyment and
accomplishment at work], comprising <conditions
for enjoyment at work> and a <feeling of accomplish-
ment at work>. This can be called one’s perception
of the benefits of working, consisting of the con-
nection between the previous and the present work
experience.

4.4. Results of the integrated interpretation of
the qualitative and quantitative data

The joint display (Fig. 2) shows the subjective per-
ceptions and the difficulty levels of the participants
who continued to work. The horizontal axis and the
number in [ ] indicate the concept of subjective per-
ception and its difficulty, respectively. The concepts
generated from more than one WRI item were marked
with the average WRI item difficulty levels; further,
these were placed in order of difficulty on the vertical
axis as the total difficulty level. This means that the
higher the difficulty score, the more difficult it was
for the subject to have that subjective perception, and
the lower the difficulty score, the easier it was for the
subject to have that subjective perception. The three
concepts produced from the multiple WRI items were
[conscious leisure activities], [beliefs and practices
for continuing to work], and [confidence to continue
the current job]. Those who continued to work per-
ceived the items [reasonable accommodation without
specific rules] and [awareness of the effects of work]
as the most difficult and the easiest, respectively.

5. Discussion

5.1. Relationship between the work-related
abilities of people with mental disabilities
and their employment status

According to the ability-estimated results, there
tended to be more continuers and preparers in the
top and the bottom 20, respectively. Regarding the
characteristics of preparers in the top 20, many had
a stable attendance at the employment training facil-
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Fig. 2. Joint display self-perception and difficulty of continue working among people with mental disabilities.

ities, appropriate adaptation to work in the facilities,
and good habits, such as planning to work soon.
Therefore, habits may influence one’s ability to work.
Previous studies [33] have also indicated that high
attendance at training is a factor influencing the
employment of people with mental disabilities using
employment training facilities. These studies also

indicated that good work habits impact finding [34],
returning [35], and continuing to work [36]. These
findings suggest that support for increasing habitua-
tion to continue working is important for the ability
to work.
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5.2. The concept of subjective perception and its
difficulty in influencing the continuity of
employment of people with mental
disabilities

In the qualitative analysis, the WRI was employed
as an interview guide; furthermore, the information
obtained was used to identify the subjective per-
ception characteristics of the people with mental
disabilities who continued to work. In the analysis,
the participants showed a link between their per-
ceptions of their pre-work experience, current work,
and the future; moreover, the quantitative analysis
demonstrated that there was a degree of difficulty
in having these subjective perceptions. A study of
employees with mental disabilities and their employ-
ers found that those who remained at work could find
a job that suited them better because of their work
experiences [37]. Interestingly, we were able to draw
on their experiences to show the process of maintain-
ing their current jobs and the content of their specific
subjective perceptions for the future.

In this research, the top concept of subjective per-
ception based on experience was {own perception of
the benefits of working}. They are aware of the bene-
fits of working prior to commencing work; they may
continue to recognize the effect of their work after
they start working. Included in this concept is the
notion of “awareness of the effects of work,” which
is the most fundamental aspect of work, namely,
what we work for. The WRI item from which this
concept was extracted, “4. Commitment to work,”
indicates the value and the personal standards of
being employed; it was ranked 16th in difficulty and
the easiest by the continuers (Table 4). Work remains
meaningful and essential to those who experience
work disability; further, most disabled people want
to work [38]. It has been reported that the meaning
of work held by individuals with mental disabili-
ties is related to its continuation [37, 39]; however,
we believe that those who continue to work may
have a stronger sense of this meaning of work than
they did before working. In addition, they may con-
tinue to experience and recognize new employment
effects such as “enjoyment of work and a sense
of accomplishment” through continued employment.
The continuers’ difficulty level of the WRI item “6.
Enjoys work,” from which this concept was extracted,
was ranked 11th (Table 4), and perceived to be
slightly easier than average. Its difficulty was ranked
6th among all the participants (Table 3). Specifically,
this concept may be a new recognition of the effects

of work generated by continuing to work; it is a char-
acteristic of subjective recognition that is made more
conscious by continuing to work.

{Self-understanding and practice of job main-
tenance} is the recognition of the process of
maintaining the current job. The participants who
continued to work had “beliefs and practices for
continuing to work” and “Own obstacle and self-
characteristic understanding and compromise.” They
thought about how they could do their jobs effi-
ciently and practiced specific behaviors, such as
disease management based on past work experience,
efforts to stabilize attendance and positive commu-
nication with others. Interpersonal relationships at
work are a reason for individuals with mental dis-
abilities to leave their jobs [6]; those who maintained
their jobs reported that interaction with others at
work was a factor related to job performance and
satisfaction/happiness [40]. It is likely that the contin-
uers perceive interpersonal skills as being important
for maintaining employment as well as working
consciously and continuously in their employment
settings. We believe that this is a significant subjec-
tive perception that could lead to coping skills for
maintaining work independently, even if the amount
of support from the employment services decreases.

The same perception of the process of maintain-
ing one’s current job includes the {perception of
reasonable accommodation}. A rational considera-
tion recognized by the participants was “reasonable
accommodation without specific rules.” The WRI
item from which this concept was extracted was “16.
Perception of co-workers,” which was ranked first in
difficulty (Table 4); it was the most problematic con-
cept for the continuers. Interactions with co-workers
can be the most challenging interpersonal relation-
ships [7], which is also a reason for leaving a job. This
is because, in the employment of people with disabil-
ities, co-workers can be those who give instructions
or who work on the same job, depending on the nature
of the work; further, unlike the association between a
boss and a subordinate, the framework of the relation-
ship is often not formalized. In Japan, there is a culture
of “reading the atmosphere” of the interpersonal envi-
ronment around oneself, a behavior in which one
judges the mood of the situation by oneself, studies
the feelings of others without a verbal confirmation,
and expects others to understand one’s feelings. Thus,
in Japan, the relationship with co-workers involves
not only a lack of framework but also the need to
behave in a way that allows one to judge the mood
of the situation [41]. This unique aspect of Japanese
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culture may lead to non-specific agreements, that
is, to engage in work that is not directed and diffi-
cult. However, the concept of <realizing a reasonable
accommodation> that was extracted from the WRI
item “15. The continuers perceived boss/company”
was considered easy and ranked 14th (Table 4). In
general, a reasonable accommodation results from
a pre-employment discussion between the employer
and the employee. It has been reported that a success-
ful implementation of reasonable accommodation
can lead to longer working hours and periods [42]
and reduces the risk of leaving work; moreover, high-
quality support from supervisors and co-workers at
work can increase the confidence and optimism of
returning workers and help them feel valued [43, 44].
In addition, relationships with co-workers and super-
visors are components of job satisfaction, emotional
adjustment, and other factors that have a restraining
effect on disability turnover [45]. Therefore, in addi-
tion to the perceptions of co-workers and superiors, it
may be possible to examine the appropriate rational
consideration sought by the participants by eliciting
their subjective perceptions from a more specific per-
spective of how they receive a rational consideration.

In the process of maintaining their jobs, those who
continued to work were {conscious of daily life}.
Daily life impacts work absenteeism, tardiness, lack
of concentration, and falling asleep at work [46];
however, it is unclear what kind of awareness in
daily life is effective in maintaining employment.
In this study, three concepts of awareness of life
were extracted from the participants who continued to
work: first, “support from close people who support
employment”; second, “conscious leisure activities”
that included active relaxation and not letting holiday
fatigue carry over to work; and third, the perception of
“one’s own role in life.” There is a notion of “occu-
pational balance” [47] regarding how people spend
their time at work and during holidays, based on the
value of the work that is done each day. If the work
balance is disturbed, work continuity will be affected
[48]. This suggests that it is important to have a per-
spective on the degree to which work balance in one’s
professional life is perceived as harmonious, how the
participants spend their leisure time, and the sense
of their role in life. Furthermore, the third concept
was recognition of <the support of close people who
support employment>, and the continuers’ difficulty
level of the WRI item “14. Perception of family and
peers,” from which this concept was extracted, was
slightly high and ranked fourth (Table 4). We believe
that this was partly due to some of them not hav-

ing the support of their family or friends, even if
they lived with them, and partly because they did not
have the support of those who were physically close
to them. However, it has been suggested that family
support does not differ significantly between work-
ing and non-working people with mental disabilities
[49]; moreover, the former tend to need less family
support than the latter and consider building a rela-
tionship with their managers and co-workers at work
more important [50].

Therefore, the perception of how appropriately
they are supported at work may be more significant
than family support for maintaining employment. In
addition, by continuing to work, they gained the “con-
fidence to continue in their current job,” which was
included in the {Future prospects based on contin-
uing work experience}. This concept was extracted
from the WRI items “2. Expectation of success at
work” and “10. Work habits.” Further, in a survey of
mentally ill people on leave using the WRI, it was
reported that “2. Expectation of success at work,”
and “10. Work habits” were crucial items related to
returning to work [51]. It has been highlighted that
work habits influence the continuation of employ-
ment [34, 36]; however, people with mental disorders
often leave work early. In addition, self-esteem may
be enhanced by successful experiences at work [52];
we believe that work habits have been established to
continue working and that stable attendance is a suc-
cessful experience for people with mental disorders.
This may provide them with the confidence to con-
tinue their current work. Therefore, the recognition
of the habits that retain individuals at work and the
recognition of the successes that reflect these habits
may be an important aspect of continuity. By work-
ing with these perceptions, it is possible for “new
work values” to emerge. This concept was extracted
from the WRI item “5. Work-related goals” ranked
second in difficulty for those who continued to work
(Table 4); additionally, even those who continued to
work found it challenging. It has been suggested that
the factors that increase the value of work include
past experiences of job loss and facing a disadvan-
tage at work, together with doubts about future job
prospects and ability [39]. This study’s participants
practiced self-awareness of disability characteristics,
communication, and coping skills in actual work sit-
uations. This gave them the confidence to continue
their current job, thus building on the successes they
had already experienced. While this confidence can
be achieved with certainty in the current work envi-
ronment, we believe that new work values can be
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attained only by those who can withstand uncertainty.
This suggests that it is necessary to clarify the per-
ceptions of the abilities currently acquired, as well as
the approach to the tolerance of uncertainty, to sup-
port the continued employment of people with mental
disorders.

5.3. Implication

This study identified the characteristics of compre-
hensive subjective perceptions of people with mental
disabilities regarding their continued employment in
companies. [Consciousness of daily life], [Perception
of reasonable accommodation], [Self-understanding
and practice for job maintenance], [Future prospects
based on continuing work experience], and [Own per-
ception of the benefits of working] were identified
as superordinate subjective perceptions. These com-
prised those that had been held before employment
and those that emerged gradually during contin-
ued employment and could serve as points of focus
for support during continued employment. Thus,
we believed that providing support for continued
employment of the individuals with mental disor-
ders might contribute to continued employment by
making environmental adjustments based on their
subjective perceptions while confirming these com-
prehensive subjective perceptions.

6. Limitations and future perspectives

Although the characteristics of the subjective per-
ceptions obtained in this study can be developed to
examine specific support for people with mental dis-
abilities who stop working despite being supported
by the employment support facilities, this research’s
interpretation has the following limitations:

First, we were unable to show the tendency of
the subjective perceptions of those study participants
who were preparing for work; further, we could not
compare them with those who continued to work. In
the future, it is necessary to clarify the characteris-
tics of the perceptions of those who are preparing for
work and those who quit at an early stage; addition-
ally, the perspectives necessary for the continuation of
employment of people with mental disorders should
be examined.

Second, although the participants’ recruitment was
spread over several facilities in the Chugoku region,
the Tokyo metropolitan area, and the Tohoku region
of Japan, the data did not consider the labor mar-

ket situation in each city, as more participants were
recruited from large cities rather than from smaller
local centers. In addition, we did not analyze the type
of work (full- or part-time) of those who continued to
work, which may have affected the interpretation of
the results. In the future, it will be necessary to clarify
the subjective perceptions of those who continue to
work by assessing the labor market in the area where
they live and their type of work.

The WRI used in this study is an assessment tool
for people with disabilities who are going or return-
ing to work. In this research, it was a suitable tool
for those who were preparing for work; however, the
interview content may have been unsuitable for those
who continued to work. This may have affected the
ratings and the results of the Rasch analysis. In the
future, we would like to utilize a rating scale that
applies to those who continue to work.

7. Conclusion

This study used a mixed-methods approach to iden-
tify the characteristics of the subjective perceptions
that affect the employment of people with men-
tal disabilities who continue to work. The results
revealed five overarching superordinate concepts and
12 subordinate concepts of the subjective perceptions
regarding maintaining the current work and the future
for the participants who continue to work, drawing
on their experiences and work preparation. The sub-
jective perceptions may be related to the participants’
experience and the time course of continuing to work.
In the future, it is expected that the participants’ sub-
jective perceptions will be focused on in support of
continued employment; further, the subjective needs
for continued employment will be reflected.
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