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Abstract

This research paper explores the intricate relationships between neurodiverse and neurotypical
individuals within the workplace. Through an exploration of the literature, the research focuses
on the specific challenges faced by neurodiverse individuals, including those with conditions
such as autism, attention-deficit/hyperactivity disorder (ADHD), and dyslexia. The topic of
neurodiversity will provide support to leaders in navigating interactions with neurodiverse
individuals and fostering inclusivity in the workplace. This research serves as a foundational step
towards creating a toolbox for the workplace. A survey was conducted using Survey Monkey to
gauge respondents' familiarity with the concept of Neurodiversity and to identify effective
strategies for workplace inclusivity, particularly among leaders. Discrepancies revealed in the
survey shows potential gaps in support systems, highlighting the need for enhanced support for
neurodivergent individuals. Notably, all respondents expressed the belief that leadership training
programs should incorporate education on effectively supporting neurodivergent individuals.
This finding indicates the eagerness among leaders for greater education and resources to

cultivate inclusive workplaces.

Keywords: Neurodiversity, Neurodiverse, Neurotypical, Autism, Attention Deficit/Hyperactivity

Disorder (ADHD), and Dyslexia.
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Chapter 1: Introduction

This literature review provides a comprehensive overview of neurodivergent integration
within the workplace, specifically focusing on the dynamic relationships between neurodiverse
and neurotypical individuals. We live in an increasingly diverse world that is an evolving
melting pot of distinctive talents and perspectives. Neurodiversity has become a popular concept
at work and is increasingly popular within the business, following the promotion of targeted
inclusion programs (Doyle, 2020). There is this idea of neurodiversity that being diagnosed with
an illness is disesmpowering, diminishing, and demeaning (Morehead, 2023). By implementing
policies and practices, it can ensure the integration of individuals with the following neurological
conditions into mainstream employment: Attention Deficit Disorders, Autism and Dyslexia
(CCM Professional, 2023). The urgency is to create a workplace that actively supports
neurodiversity, helps to overcome challenges and reduces the stigma associated with
neurological conditions. Misunderstandings, stigma, and a lack of accommodations often hinder
the full utilization of neurodiverse talents. Neurotypical and neurodiverse collaboration can
contribute to a more compassionate and understanding workplace culture.

In acknowledging the presence of neurodiversity within the workplace, this literature
review evaluates the obstacles experienced by neurodivergent individuals in conventional work
settings. Neurodiverse people may face specific challenges in the workplace or in performing
certain tasks, with the right adaptations, they can become valuable and provide unique strengths
for the company (Brinzea, 2019). Optimistically, this literature review will present opportunities
for comprehension and, fostering inclusion, such as tailored accommodations, awareness training
for neurotypical colleagues, and creating supportive organizational policies. Throughout the

literate literature review you will find the following topics in greater detail: defining
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neurodiversity and terminology; gaining insight into neurodivergence; struggles in a neurotypical
workplace; mental health support needs; supporting neurodiversity in the workplace; benefits of
neurodiversity in the workplace; ethical and discrimination considerations; employer

responsibility and accommodations., followed by the conclusion.
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Chapter 2: Literature Review

Introduction

There is a rising awareness of the challenges and opportunities associated with
neurodiversity in the workplace. Neurodivergent individuals, those with neurological variations
such as attention-deficit/hyperactivity disorder (ADHD), autism and dyslexia, bring a distinct set
of skills, perspectives, and experiences to the workplace. Perceived inclusion refers to an
individual’s perceptions of belonging and being valved for what makes them unique and
different within a group (Shore, et al, 2011). Increasing diversity does not, by itself, increase
effectiveness; what matters is how an organization harnesses diversity, and whether it’s willing
to reshape its power structure (Ely, 2021). This paper explores into the dynamics of
neurodivergent relationships in the workplace, aiming to shed light on various crucial aspects of

neurodivergent associations.

Defining Neurodiversity and terminology

Neurodivergence is a broad umbrella and is not just autism. Neurological variations can
include ADHD, autism, and dyslexia (Neurodiversity Hub, 2023). Increasingly, many people in
the U.S. and around the world identify as neurodivergent. Research suggests that up to 15-20%
of the U.S. population is neurodivergent (Employer Assistance and Resource Network on
Disability Inclusion, 2023). You likely know, work alongside, and socialize with a significant
number of people who are neurodivergent, including family members, coworkers, colleagues,

and friends. No two neurodivergent people are exactly alike.
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Perceptions of neurodiversity vary widely among individuals while reflecting a variety of
perspectives and interpretations. The definition of Neurodivergent is applied to a wide range of
people who vary significantly in abilities and character. Some may be considered high function
while others may have profound cognitive disabilities and little to no language (Jurecic, 2007).
There is a spectrum of cognitive abilities, illustrating the unique wiring of everyone’s brain.
Despite the potential ability to mask these differences, the variations persist. Attempts to deny or
conceal these distinctions, whether through self-denial or external pressures, can take a
significant toll on a neurodivergent mental and physical well-being (Med, 2021). Moreover,
neurological differences, like autism, are just that: neurological differences. In other words,

different brains work differently (Neurodiversity Hub, 2023).

Neurodiversity is the concept that there is natural variation in the human brain that leads
to differences in how we think and behave. Neurodiversity is for short, Neurological Diversity
(Boston University, 2023). Neurodivergent, sometimes abbreviated as ND, means having a brain
that functions in ways that diverge significantly from the dominant societal standards of
“normal” (Walker, 2014). Neurodiversity is usually used to describe a group of neurodivergent
individuals, it also refers to all of humankind because everyone has a unique way of processing
information (Do-It, 2023). Neurotypical is the opposite of neurodivergent. Neurotypicality is the
condition from which neurodivergent people diverge. Neurotypical, often abbreviated as NT,
means having a style of neurocognitive functioning that falls within the dominant societal

standards of “normal” (Walker, 2014).

Neurodiversity is a term originally coined by Australian sociologist, Judy Singer, in the

late-1990s and embodies the concept that natural variations in the human brain result in diverse
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ways of thinking and behaving (Neurodiversity Hub, 2023). Neurodiversity exists just like
diversity exists in ethnicity, gender and sexual orientation. Individuals with ADHD, autism,
dyslexia, as well as those individuals who fall under the neurotypical and autistic categories, all
possess brains that are inherently wired to operate and learn in distinct ways (Exceptional

Individuals, 2023).

To delve deeper into the terminology associated with neurodiversity, individuals with
neurological diversity may present with a singular diagnosis or a combination of diagnoses.
Attention-deficit/hyperactivity disorder (ADHD) is marked by an ongoing pattern of inattention
and/or hyperactivity-impulsivity that interferes with functioning or development. People with
ADHD experience an ongoing pattern of the following types of symptoms; inattention,

hyperactivity, and impulsivity (National Institute of Mental Health, 2023).

Dyslexia is characterized by deficits in accurate and fluent word recognition. Individuals
with dyslexia struggle with word recognition, decoding, and spelling. Reading comprehension is
sometimes impaired due to very poor word reading skills (Learning Disabilities Association of
America, 2023). Developmental Dyscalculia (DD) signifies a failure in representing quantities,
which impairs the performance of basic math operations and schooling achievement during
childhood (Santos, et al, 2022). Dysgraphia is a neurological disorder characterized by writing
disabilities. Specifically, the disorder causes a person's writing to be distorted or incorrect. In
children, the disorder generally emerges when they are first introduced to writing. The cause of
the disorder is unknown, but in adults, it is usually associated with damage to the parietal lobe of
the brain (National Institute of Neurological Disorders and Stroke, 2023). Autism spectrum

disorder (ASD) is a complex developmental condition involving persistent challenges with social
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communication, restricted interests, and repetitive behavior. While autism is considered a
lifelong disorder, the degree of impairment in functioning because of these challenges varies
between individuals with autism (American Psychiatric Association, 2023).
Gaining Insight into Neurodivergence

Workplace relationships between neurodivergent and neurotypical individuals exhibit
variations in interpersonal relationships. Criticisms of neurodiversity often arise from
misconceptions or myths. There is a prevalent misconception that neurodivergent individuals
cannot thrive in a professional setting (Doyle, 2020). Research has found that some workplace
managers still view neurodiverse individuals as people unable to meet the same standards and
expectations as their neurotypical peers (Ennaglobal, 2023). However, more research on
neurodivergent individuals' productivity shows the opposite. Neurodivergent individuals can be
just as capable and productive workers as neurotypical individuals — it’s just a matter of
providing the right environment for them to bring out their innate potential (Ennaglobal, 2023).

Unconscious biases often lead individuals to make assumptions about neurodiverse job
seekers and employees. Initial impressions are frequently formed based on factors such as eye
contact, greetings, and levels of enthusiasm, potentially reinforcing harmful stereotypes. Often,
neurodiverse individuals don’t know how to interact with people socially (PCMA, 2021). This
demonstrates how individuals exhibiting neurodiversity may display unique traits within a

professional environment as opposed to their neurotypical peers.

Organizations can take into consideration their recruitment and hiring procedures with
enhanced human resources practices. Challenges may deter neurodivergent job candidates from

applying for open positions (Employer Assistance and Resource Network on Disability
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Inclusion, 2023). The social model is considered to cause disability and special needs by placing
barriers in the way of people with impairments (Goering, 2010). These include social and
communication barriers, understanding job requirements, and access to online systems and other
software for applying to jobs and assessing job candidates (Employer Assistance and Resource
Network on Disability Inclusion, 2023). Opponents argue that the social model implies that
physical differences and restrictions are entirely socially created. The social model has also been
criticized for presenting disabled people as on homogeneous group rather than a complex group
individual (Oliver, 2013). Insufficient education contributes to some of the misunderstandings

surrounding neurodiversity.

Neurodiverse students and their families are often singularly focused on managing the
academic rigors of formal education, leaving soft skills, such as communication, self-advocacy
and executive functioning, inadequately remediated (Dipeolu, et al, 2014). Despite the academic
efforts, neurodiverse students may find themselves inadequately equipped for the demands of the
competitive workforce upon completing their education. Neurodevelopmental differences are
lifelong. Some conditions can appear more hidden in adults. Often these individuals have
experienced a lifetime of living with their differences; by adulthood they might have developed
effective coping strategies to help them survive, or even thrive, in a world designed for
neurotypicals (Honeybourne, 2019).

Struggles in a Neurotypical Workplace

“Eighty percent of the people on the autism spectrum are unemployed or

underemployed,” Lawrence Fung, M.D., Ph.D., said. “Not because they’re not smart. It’s

because they don’t know how to maneuver in a social setting and neurotypical people don’t
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understand how to work with them” (PCMA, 2021). One aspect to consider is that neurotypical
individuals effectively communicate in a distinct language compared to those who are
neurodivergent may struggle to communicate. A 2021 study in the scientific magazine Journal of
Autism and Developmental Disorders, suggested that those on the autism spectrum find it
difficult to accurately identify angry facial expressions when they are displayed with the intensity
and speed that neurotypicals find normal (Rozsa, 2021). The study goes on to explain that
empathy involves both how one instinctively expresses emotions and how one develops certain
expectations based on previous social interactions. Since these experiences can be very different
for autistic people, this leads to a communication breakdown (Rozsa, 2023). Some might find the

social interaction and communication demands of the workplace challenging (Honeybourne,

2019).

Dyslexia is a neurocognitive divergence and holds considerable implications for
individuals across their educational journey, professional endeavors, and daily activities. As each
person is unique, so is everyone's experience of dyslexia. It can range from mild to severe, and it
can co-occur with other specific learning difficulties (British Dyslexia Association, 2023).
Organization, memory and concentration might be difficult for some individuals (Honeybourne,
2019). Dyslexic people may have difficulty processing and remembering information they see
and hear, which can affect learning and the acquisition of literacy skills. Dyslexia can also

impact on other areas such as organizational skills (British Dyslexia Association, 2023).

Evidence suggests that adults with ADHD face numerous challenges in the workplace.
Learning to channel excess energy into productivity and manage pace can be critical for ADHD

clients. Many (but not all) ADHDers find that physical movement helps them think better and



Neurodiversity in the Workplace 14

work at their best (Genius Within, 2023). The Journal of Neural Transmission studied the nature
of work-related problems and impairments of adults with ADHD (Fuermaier, et al, 2021). The
examination concluded individuals with ADHD experienced work problems in not meeting their
own standards and perceived potential, yet this is less often accompanied by negative
performance evaluations or losing their job. ADHD symptoms, in particular symptoms of
inattention, were found to be strongly associated with work-related problems (Fuermaier, et al,
2021). Once employed and initially working, ADHD adults may be highly motivated workers
but, depending on the job, ADHD symptoms soon begin to hamper the person’s performance.
Adults with ADHD can also become hyper-focused in activities especially if they are
incentivized by it. It is important to be aware of the potential for workaholism in adults with

ADHD (Adamou, et al, 2013).

The work for managers will be harder but the payoff for companies will be considerable:
access to more of their employees’ talents along with diverse perspectives that may help them
compete more effectively (Austin & Pisano, 2017). This implies a necessity for organizations to
adopt a different mindset by viewing individuals not only as interchangeable human resources
but as assets with unique qualities.

Mental Health

Work is an important activity of daily living and deserves particular attention in this
context, as it contributes to mental health, increases status, social integration, and economic
independence (Anker, et al, 2019). A mental health need may be a direct consequence of
unsupported neurominority; an individual who is frustrated, excluded and unable to reach

potential will naturally feel anxious or depressed (Doyle, 2020). The relation between depression


https://www.cambridge.org/core/journals/journal-of-management-and-organization/article/advantages-and-challenges-of-neurodiversity-employment-in-organizations/E00D823A30F04CA4EA502014329C1CE9#ref4
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and neurological disorders is generally construed as unidirectional and expressed as an increased
risk of depression in the presence of a neurological disorder (Kanner, 2005). There is no
consensus about which problems should be included in the term “mental health problem,” and
identifying mental illness is far from straightforward. The adoption of standardized classification
systems assumes that individuals with intellectual disabilities have adequate linguistic skills, and
they present mental health problems in the same way as members of the general population
(Costello & Bouras, 2006). The process of identifying mental illness is described as far from
straightforward, suggesting that the nature of mental health conditions is intricate and
multifaceted.

The stress and mental health challenges associated with ADHD may contribute to
occasional or chronic absenteeism. Some research suggests that conducive working conditions,
such as part-time employment and having autonomy over work tasks, can help mitigate the
negative impact of mental health on presenteeism (De Oliveira, 2022). Access to mental health
support is crucial for everyone, including neurodivergent individuals. This support may include
counseling, therapy, and accommodations tailored to their specific needs. Neurodivergent people
are at a higher risk of experiencing mental health conditions, so it’s really important to provide
appropriate support to help neurodiverse employees with mental health concerns (Benjamin,
2023). Navigating a world that is not designed for Autistic individuals means that experiences
such as bullying, isolation, work discrimination, and sensory overwhelm are all too common.
These experiences can all significantly impact mental health and well-being (Association for
Autism and Neurodiversity, 2023). Likewise, there is a need for organizations to explore

strategies to support the mental health of neurodiverse individuals in the workplace.
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Factors such as the diversity of symptoms, individual variations, and influences
contribute to the complexity of recognizing and categorizing mental health issues. Managing the
demands of a job can be stressful for individuals with ADHD, potentially leading to anxiety.
Studies on ADHD examined both absenteeism and presenteeism and found ADHD was
associated with more days of missed work and poor work performance (De Oliveira, 2022).
Neurodevelopmental disorders (NDs) can be associated with other co-occurring psychiatric
diagnoses. Suicide prevention is also crucial, and it’s important to know the warning signs and
risk factors, and how these might present differently for Neurodivergent individuals compared to
neurotypical people (Association for Autism and Neurodiversity, 2023). Difficulty in making
and maintaining friendships despite often developing special interests and abilities can lead to
low self-image and self-harm (Kelly, et al, n.d.). This information contributes to a more
comprehensive understanding of mental health and emphasizes the importance of inclusive and

tailored approaches for neurodiverse individuals.

In a new world of neurodiversity, people with ADHD may discover their greatest
improvements in mental health come about not so much through drugs but through changing the
ecology of their surroundings to match the brisk and ebullient nature of their joyful hyperactive
brains (Kelly, et al, 2023). Embracing the concept of neurodiversity would bring the study of
mental health disorders in line with movements that have already taken place over the past 50
years around biodiversity and cultural diversity (Armstrong, 2015). There is significant progress
to be made in fostering neurodiverse mental health and promoting inclusion within the

workplace.



Neurodiversity in the Workplace 17

Ethical & Discrimination Considerations

To understand the prevention of discrimination related to neurodiversity, ensuring that
individuals with neurodivergent traits are granted equal access in recruitment, advancement, and
career growth opportunities. Discrimination is defined as, treating someone differently or
unfairly because of a personal characteristic or distinction, which, whether intentional or not, has
an effect that imposes disadvantages not imposed on others, or that withholds or limits access
that is given to others (Jones, et al, 2018). Data from the US Equal Employment Opportunity
Commission (EEOC) shows that the percentage of Americans with Disabilities Act (ADA)
charges filed about neurodiversity has been steadily increasing for over a decade (U.S. Equal
Employment Opportunity Commission, 2022). Upholding these laws is not only a legal
requirement but also an ethical responsibility to ensure fair treatment and equal opportunities for
neurodivergent individuals.

Research has found that people perceive mental-behavioral disabilities more negatively
than physical disabilities, thus introducing the potential for discrimination even within contexts
specifically meant to help individuals with disabilities (Brown, 2020). Disability is not a flaw, an
individual tragedy nor a whispered recognition of another’s embodied failing or a shameful
family truth. Disability is a matter of public discourse and international disgrace, exemplified in
the continued exclusion of impaired children from mainstream school, the segregation of
disabled adults from employment contexts and the denial of access to basic human rights as a
consequence of reducing welfare and essential services (Goodley, et al, 2019). For example,
when an employee with cognitive impairments working at a program for individuals with
disabilities requested supplementary training or coaching as he was having difficulty

understanding what was expected of him, he was denied these accommodations, given written
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warnings which he was unable to read or understand and was eventually fired (Brown, 2020). It
is hard for some employees with disabilities to advocate for themselves, just like it is hard for
any harassed worker to advocate for themselves. As such, managers must closely oversee their

work and prevent any forms of harassment against them (Dobrich, et al, 2002).

Advocates advanced the theories of normalization, protection and advocacy, independent
living, and civil rights and empowerment for people with disabilities (Bruyere & Barrington,
2012). The social justice case for eliminating inequality in the workplace sees that managers
have a moral obligation to treat all employees with fairness and respect. Treating people fairly
should be seen as an end and not a means to an end. In this paradigm, fair treatment is the right
ethical thing to do not because of the benefits it brings, or absence of harm caused
(Honeybourne, 2019). By actively seeking ways to support neurodivergent employees
demonstrates ethical leadership and a commitment to fostering an inclusive workplace.
Employer Responsibility & Accommodations

In the United States, the 2008 amendments to the 1990 Americans with Disabilities Act
(ADA) defined disability as a physical or mental impairment that substantially limits a major life
activity, including the ability to work, and protected qualified individuals with a disability from
the workplace discrimination whether or not they requited an accommodation to perform the
essential functions of the job (Bruyere, 2022). Supporting neurodiversity in the workplace entails
establishing an inclusive atmosphere that appreciates and caters to individuals with a range of
neurological profiles. Managers must have compassion along with specific knowledge about the

disorder or individual (Seitz & Smith, 2016).
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Given the emphasis on soft skills in management over the last 40 years that place a
premium on interpersonal skills, communication skills, networking abilities, and so on, many of
today’s job descriptions/requirements for high-paying jobs may appear to be out of reach for
individuals with autism if such skills are viewed as essential (Patton, 2019). By educating
employees and management about different neurodivergent conditions, strengths, and challenges
the application and interview process may become an obstacle of the past. If leaders and people
in those positions are willing to work with individuals with autism, then they are set up for
success (Seitz & Smith, 2016). Those with unique neurological traits could benefit from clear
and comprehensive policies. Firstly, it can be used to develop and enhance the policies and
practices already in place. Secondly, it can offer reassurance about possible progress. Thirdly, it

involves gathering information for all who may want to take part (Hurst, 2009).

Support is not exclusive to members of the neurodivergent community, neurotypical
employees and management also require assistance and understanding. Implementing training
sessions and awareness programs to educate both employees and management about
neurodiversity will ensure understanding across the organization. Incorporating neurodiversity
into the larger conversation about DEI is important for reasons of fairness and inclusion and
because of the advantages that neurodivergent individuals can bring to organizations (Russo, et
al, 2023). Within this dynamic framework, the roles of managers are also changing, partly
through what has been called job enlargement. That is, more responsibility for an increasing
range of activities that were once handled elsewhere in the organization, usually by specialists
(Tyler, 2016). Leaders' responsibilities are changing, including supporting more diverse teams,

including neurodiverse individuals.
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Benefits of Neurodiversity in the Workplace

Incorporating neurodiversity into the workplace brings numerous advantages, cultivating
a work environment that is both inclusive and dynamic. Each neurodivergent person brings a
different set of skills and talents to the workplace and has different access and support needs (X,
2022). It can be implied that managers are familiar with the advantages organizations can gain
from diversity in the backgrounds, disciplinary training, gender, culture, and other individual
qualities of employees. Benefits from neurodiversity are similar but more direct. Neurodiverse
people are wired differently from “neurotypical” people, they may bring new perspectives to a
company’s efforts to create or recognize value (Austin, 2021). Organizations tapped into a
broader range of skills and talents, gaining a competitive edge in attracting and retaining top
talent.

The environments within which individuals with these neuro variations learn, work and
live can either facilitate or inhibit their growth and development (Neurodiversity Hub, 2023).
Prior research has hypothesized that certain neurodivergent individuals may encounter workplace
challenges, such as difficulties with concentration or adapting to change, many exhibit creative
and innovative thinking, often surpassing the productivity levels of their neurotypical
counterparts (Employer Assistance and Resource Network on Disability Inclusion, 2023).
Neurodivergent workers can contribute their talents, skills, and perspectives in ways that can
directly benefit your organization’s mission and help support productivity and performance.
These skills and talents include innovation, creativity, technical, design, creative strengths and
new ways to solve problems (Employer Assistance and Resource Network on Disability
Inclusion, 2023). This diversity of thought can lead to innovative problem-solving and creative

solutions that benefit the entire team.
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“Attention to detail, out of the box thinking, and tendency to dwell deep in their topics of
interest make up part of this potential, says Dr. Fung, but perhaps the most impactful is the
general increase in employee morale when neurodiverse workers are part of a team” (PCMA,
2021). It’s easiest to expand employment in those areas, such as software testing, business
analytics, and cybersecurity, in which tasks are a good fit with neurodiverse talent (Austin &
Pisano, 2017). Firms have become more successful at finding and hiring good and even great
talent in tough-to-fill skills categories. Products, services, and bottom lines have profited from
lower defect rates and higher productivity (Austin & Pisano, 2017). Neurodiverse teams often
excel in collaboration, as they bring diverse perspectives and ideas to the table. This can foster a

rich team dynamic and improve the overall quality of teamwork.

A neurodiverse workforce can enhance overall productivity. The strengths associated
with autism include average to very high intelligence, ability to think in visual images, identify
patterns, perform repetitive tasks where accuracy, rules and routine are important, honest, loyal
and fair (Neurodiversity Hub, 2023). Strengths of autistic individuals can lead to improved
efficiency and effectiveness. The strengths associated with dyslexia include seeing the bigger
picture, mechanical aptitude, picture thinkers and highly creative (Neurodiversity Hub, 2023).
These strengths contribute to a diverse skill set, fostering creativity, problem-solving capabilities,
and a unique perspective that can be valuable in various organizations. The strengths associated
with ADHD include hyper-focus, higher levels of creativity and curiosity, innovation,
inventiveness, leadership abilities and high energy (Neurodiversity Hub, 2023). Strengths of
ADHD individuals can lead to unique contributions and new ways to solve problems within an

organization. In summary, embracing neurodiversity in the workplace is not just about
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compliance; it's an opportunity to harness the unique strengths of individuals, promote inclusion,
and create a thriving and innovative organizational culture.
Supporting Neurodiversity in the Workplace

Supporting neurodiversity in the workplace has a specific focus on neurological
differences. Understanding the natural diversity in how people think, learn, perceive the world,
and interact contributes to the creation of inclusive environments. When both employers and
employees can have open discussions about finding ways to work more inclusively, that helps
break down barriers and remove stigmas (Price, 2022). Neurodivergent workers report greater
confidence and self-esteem when their job duties align well with their set of talents, strengths and
skills. Workplace inclusion may also help many neurodivergent people gain confidence in other
areas, such as participating in their community activities and interpersonal relationships
(Employee Assistance and Resource and Resource Network on Disability Inclusion, 2023).

Many neurotypical workers appreciate learning about neurodiversity and experience
pride in working at inclusive workplaces. This type of workplace culture helps them better
understand and connect with their neurodivergent colleagues, as well as other coworkers,
collaborators and friends (Employee Assistance and Resource and Resource Network on
Disability Inclusion, 2023). The outcome of research demonstrated that people with autism who
participated in the supported employment program improved their quality-of-life level in a very
meaningful way during the analysis period (Garcia-Villamisar, et al, 2002). In contrast, the
group who participated in the modality of sheltered employment did not experience a meaningful
improvement in their quality life level (Garcia-Villamisar, et al, 2002). In summary, supported
employment proves to be a valuable approach for improving the quality of life and mental health

of neurodivergent individuals.
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Most major companies with established neurodiversity employment programs insist that
business justifications are at the heart of their efforts. Claims of business benefit can, of course,
be made for disability employment more broadly (Lengnick-Hall, et al, 2008). Innovation
research provides support for this idea; for example, Jeppesen and Lakhani who studied people
who were successful in solving crowdsourcing challenges found they tended to be marginally
social and with respect to the problem domain, ‘in the outer circle’ in comparison with others
who tried to solve the problem (Jeppesen & Lakhani, 2012). Socially grounded views of
disability, such as those discussed, have paved the way to increased consideration of inclusivity
and accessibility. Thus, directing attention towards programs that aim to integrate

neurodivergent individuals into the workplace.

By deepening understanding of team members' neurodiversity, certain employees may
find support in technology and tools, such as dictation software or daily planners. Disability is a
core component of a diversity commitment; diversity also exists within and among people with
disabilities. Employee and applicant technology serves the needs of all users, including people
with physical, sensory, and cognitive disabilities (Disability In, 2019). During the particularly
digitally focused time due to COVID-19, neurodiverse employees could also have
recommendations on how to engage neurodiverse audience members and make the online
experience accessible (PCMA, 2021). There are many resources available to help support
neurodiverse employees. As the nature of work evolves and jobs continue to become more
specialized, neurodiversity will become an increasingly relevant dimension of organizational
diversity and is likely to play a key role both in terms of individual employees’ well-being and

performance outcomes, as well as organizational success (LeFevre-Levy, et al, 2023). Notably,
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the provided information underscores the importance of considering the working environment, as
various elements in a typical workplace may pose challenges or barriers for neurodiverse

employees.

Creating an inclusive environment for neurodiverse individuals fosters a positive
workplace culture. The World Health Organization (WHO) affirms this idea, proclaiming that
although it is difficult to quantify the impact of work alone on personal identity, self-esteem and
social recognition, most mental health professionals agree that the workplace environment can
have a significant impact on an individual's mental well-being (Harnois & Gabriel, 2000).
Creating an inclusive and diverse workplace culture is fundamental for success. A workplace
made up of employees from different backgrounds, with a range of characteristics and life
experiences, who all feel respected, included, valued and comfortable at work is what every
employer should strive for (Price, 2022). Raising awareness about neurodiversity in the
workplace serves to educate all employees about the challenges some colleagues may encounter.
Additionally, it offers an opportunity to acknowledge and celebrate the distinctive strengths they

contribute to a team.
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Chapter 3: Research Methodology

Multiple research articles, journals and studies have been evaluated, contrasted and
would be presented as methods. Articles from well-known associations and institutions, such as
Association for Autism and Neurodiversity, British Dyslexia Association, Learning Disabilities
Association of America, National Institute of Mental Health, National Institute of Neurological
Disorders and Stroke, will be included. Primarily a queue was created in the UNH online library
and Google Scholar using the words Neurodivergent and adding workplace and employees
separately. Surveys will be primarily focused on ADHD, dyslexia, autism, and the primary
source from within those journals and articles. The purpose of this capstone is to provide leaders
with insights on how embracing neurodiversity in the workplace, free from stigma, can manifest
into inclusion of neurodivergent individuals in the workplace. In a leadership position, one can
effectively champion and support neurodivergent individuals by creating a positive and
supportive culture.

Data Collection Method

Data was collected from participants anonymously via a Survey Monkey link. The
participants included leaders across the continental United States, representing various platforms
and job roles. The survey application underwent approval by Dr. Mews before being distributed
to participants. Leaders received the survey via Survey Monkey with a link directing the
participant to the survey as their responses were recorded anonymously. The survey questions
were centered on leaders and how familiar they are with Neurodiversity. The objective was to
gather anonymous insights from leaders regarding effective strategies for fostering workplace

inclusivity. This also included their efforts to support neurodivergent individuals in the
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workplace, current training and practices. All while emphasizing the importance of identifying
team needs, fostering understanding and acceptance, while creating a supportive and inclusive
work culture. An accompanying disclaimer clarified that, in this context,
“Neurodivergent/Neurodiversity” referred to individuals diagnosed with ADHD, Dyslexia, or
Autism. The survey, facilitated through SurveyMonkey, solicited electronic feedback (see
Appendix A). The questionnaire comprised of 16 questions, incorporating both qualitative and
quantitative elements. Four questions offered respondents the opportunity for open-ended
responses, encouraging feedback. The remaining 11 questions featured a rating scale ranging
from 1 to 5, with 1 being the lowest and 5 being the highest. The survey's mission was to
contribute to academic research aimed at advancing knowledge and practices related to
neurodiversity in professional environments. Expressions of gratitude for participants' input were

included alongside my school email address for any further questions.
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Chapter 4: Data Analysis

The survey created in Survey Monkey can be found in Appendix A. The survey was
designed with the objective of gathering anonymous insights from leaders regarding effective
strategies for fostering workplace inclusivity. An accompanying disclaimer clarified that, in this
context, “Neurodivergent/Neurodiversity” referred to individuals diagnosed with ADHD,
Dyslexia, or Autism. The survey's mission was to contribute to academic research aimed at
advancing knowledge and practices related to neurodiversity in professional environments. The
questionnaire comprised 16 questions, incorporating both qualitative and quantitative elements.
Every question was meticulously chosen with consideration for its alignment with my literature
review. To start, the survey provided the option of including an introduction which provided
space for the purpose, scope of questions, and my contact information for further inquiry. For a
better understanding, I titled the survey “Leadership Support for Neurodivergent Individuals in
the Workplace.” Data was collected from participants via an anonymous survey link for a total of
20 respondents in leadership positions throughout the continental United States. The first two
questions asked in the survey related to identification information about each respondent. The
first question was to identify the respondent’s level in their organizational structure as a leader.
Most of the respondents answered Director, Supervisor, Manager and Lead (19 out of 20
respondents.) The remaining one respondent identified as a Marketing Strategist. The purpose of
asking the second question was to gather information about the duration of leadership experience
possessed by the respondents. The years of leadership averaged 9.7 years. The results did not
surprise me, as in my professional experience, leaders tend to stay in a leadership role for a

lengthy time.
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In my research, | aimed to explore the respondents’ familiarity with the concept of
Neurodiversity and whether they had prior experience working with neurodivergent individuals.
| was happy to report that 90% of respondents were very familiar or somewhat familiar with the
concept of neurodiversity. In question 4, when asked, have you ever worked with a
neurodivergent colleague or employee, 85% responded frequently, sometimes, or occasionally.

Leaving 10% as rarely and 5% as never had worked with someone neurodivergent.

How familiar are you with the concept of neurodiversity?

Answered: 20  Skipped: 0
Very familiar

familiar

it _

Not very
familiar

Not familiar
atall

0% 10% 20% 30% 40% 50% 60% T0% 80% 90% 100%

In the workplace context, my interest centered around inquiries in questions 5, 6, and 7.
These questions aimed to gauge leaders' likeliness to disclose a neurodivergent condition, the
existence of supportive policies, and the efficacy of communication with neurodivergent
individuals. A notable 35% of respondents indicated that they were unlikely or very unlikely to
disclose a neurodivergent condition, suggesting a workplace culture characterized by a notable
lack of transparency, possibly driven by apprehension. In contrast, a significant 45% of

respondents reported having policies in place to support neurodivergent individuals, while 30%
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expressed uncertainty. This disparity highlights a potential gap in support systems that may leave
neurodivergent individuals without the necessary assistance they require. Communication
emerged as the primary area of strength, with 95% of participants expressing some level of
confidence, ranging from slight to extreme, in effectively communicating with neurodivergent

individuals.

5. How likely are you to disclose a neurodivergent condition 6. Does your organization currently have policies in place to
3 ? . T
to youremployerior colleagues support neurodivergent individuals?

e /.‘

Extremely likely 10% 2

Likely 45% 9 Answered: 20 Skipped: 0

Neutral 10% 2l Yes 45% 9
25% 5

Unlikely No 25% 5
10% 21 I'm not sure 30% 6

Very unlikely

In survey questions 8-11 the respondents provided valuable data for understanding the
current state of neurodiversity inclusion in the workplace, identifying areas for improvement, and
informing strategies to create more supportive and inclusive environments for neurodivergent
individuals. With over half of the respondents participating in training related to neurodiversity is
an indication of a proactive trend of inclusion. While gauging participants perceptions of
workplace culture regarding inclusivity and acceptance of neurodivergent individuals, 85%

selected moderately to extremely inclusive which concludes the inclusivity of workplace culture.
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Responses to inquiries regarding witnessing or experiencing discrimination against
neurodivergent individuals reveal that 20% of respondents reported encountering such instances
frequently or often. This underscores the presence of patterns of discrimination or bias within the
workplace, indicating a need for preventive measures. This led me to my next question eleven, to
determine which types of support are most crucial for neurodivergent individuals in the
workplace. There were commonly selected options that could be beneficial to support

neurodivergent in the workplace. See below:

What types of support do you believe are most important for neurodivergent
individuals in the workplace? Select all that apply

Answered: 20  Skipped: 0

Flexible work
hours

Quiet
workspaces

Mentorship
programs

Customized
training...

Regular
check-ins

Other

0% 10% 20% 30%  40% 50% 60% 70% 80%  90% 100%

Question 12 provided an opportunity for open-ended responses. The question asked was,
what challenges, if any, do you think neurodivergent individuals may face in the workplace?
Many respondents emphasized anxiety as a significant challenge faced by neurodivergent
individuals in the workplace. This includes anxiety related to sensory input, productivity
expectations, and social interactions. Several respondents mentioned discrimination and stigma

as challenges neurodivergent individuals may face, including being looked down upon for their
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abilities and facing judgment from peers and leaders. Respondents echoed the importance of
flexibility in accommodating the diverse needs of neurodivergent individuals, including
flexibility in sensory input, work hours, and learning styles. Overall, the responses highlighted
challenges faced by neurodivergent individuals in the workplace, ranging from social and

communication barriers to discrimination and performance expectations.

The final four survey questions provided valuable insights into respondents’ attitudes,
beliefs, and observations regarding neurodiversity and inclusion in the workplace. 100% of
respondents believed leadership training programs should include education on how to
effectively support neurodivergent individuals. This indicates the desire from leaders that they

yearn for more education in the workplace.

To what extent do you believe leadership training programs should include
education on neurodiversity and strategies for supporting neurodivergent
individuals in the workplace?

Answered: 20 Skipped: 0

Moderately necessary \

Absolutely essential

Very necessary
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Chapter 5: Conclusion

In conclusion, embracing neurodiversity in the workplace enriches the entire workplace,
promoting a culture where differences are celebrated and valued. The physical environment can
become adaptable, policies can be changed, and adjustments in workplace communication.
Recognition that neurodiversity exists, and that existing policies and practices have not been
designed to meet the full range of diversity (Honeybourne, 2019). Nurturing an environment
characterized by empathy, support, and transparency not only positively impacts neurodivergent
individuals but also contributes to our understanding of neurodiversity. It increasingly becomes
apparent that the integration of neurodiverse individuals into the workplace is not just a moral
commitment but a route for long-term success and progress. The survey responses confirmed
efforts to promote greater awareness, understanding, and support for neurodivergent individuals
in organizational settings. Leaders are in an influential position to make decisions that can
impact on the mental health and well-being of their employees. As a result, there is an increasing
trend for organizations to provide managers with training in how to reduce work-based mental
health risk factors for their employees (Gayed, et al, 2018). From my research | conclude, with
the implementation of the appropriate tools a more inclusive and equal work environment can be
implemented. However, there is still progress to be made in addressing and eliminating
discriminatory behaviors and biases in the workplace. By acknowledging the unique strengths of
neurodivergent individuals and implementing workplace accommodations, this will contribute to
cultivating a dynamic and high-performing workforce, allowing everyone to shine to the best of

their capabilities.
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Appendix

The survey titled “Leadership Support for Neurodivergent Individuals in the Workplace”
was generated using Survey Monkey, and a unique link was subsequently emailed to each
participating leader. The survey aimed to gain insights from leaders to identify effective
strategies for workplace inclusivity. Their responses played a pivotal role in academic research
aimed at enhancing understanding and practices concerning neurodiversity in professional
environments. All survey responses were collected anonymously, ensuring confidentiality, with
no direct linkage between individual leaders and their respective answers. Please find the

questions provided in the survey below:

1. What is your leadership title?

2. How many years of leadership experience do you have?
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3. How familiar are you with the concept of neurodiversity?

@ Very familiar
@ Somewhat familiar
@ Not very familiar

@ Not familiar at all

4. Have you ever worked with a neurodivergent colleague or employee?

B Frequently
Bl Sometimes
Il Occasionally

B Rarcly

Bl Never

5. How likely are you to disclose a neurodivergent condition to your employer or
colleagues?

@ Extremely likely

@ Likely

@ Neutral

® Unlikely

® Very unlikely
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6. Does your organization currently have policies in place to support neurodivergent
individuals?

@ Yes
@ No

@ !'m not sure

7. How confident do you feel in your ability to effectively communicate with
neurodivergent individuals?

B Extremely confident
B Confident

Il Moderately confident
B Slightly confident

Il Not confident

8. Have you participated in any training related to neurodiversity and inclusivity?

@ Yes
@ No

@ Planning to
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9. To what extent do you believe your workplace culture promotes inclusivity and
acceptance of neurodivergent individuals?

@ Extremely inclusive
@ Very inclusive

@ Moderately inclusive

® Slightly inclusive

Not at all inclusive

10. Have you ever witnessed or experienced discrimination or bias against
neurodivergent individuals in your workplace?

Il Frequently

B Often
B Sometimes

B Rarcly

11. What types of support do you believe are most important for neurodivergent
individuals in the workplace? Select all that apply

B Flexible work hours

Il Quiet workspaces

Bl Mentorship programs

B Customized training materials
B Regular check-ins

Il Other
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12. What challenges, if any, do you think neurodivergent individuals may face in the
workplace?

13. To what extent do you believe leadership training programs should include education
on neurodiversity and strategies for supporting neurodivergent individuals in the
workplace?

@ Absolutely essential
@ Very necessary

@ Moderately necessary
@ Slightly necessary

@ Not at all necessary

14. In your opinion, how important is it for workplaces to be inclusive of neurodiverse
individuals?

B Extremely important
B Very important

B Moderately important
B slightly important

Il Not important at all

15. Have you observed any specific strengths or talents that neurodivergent individuals
bring to the workplace?
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16. Do you believe that neurodiversity in the workplace enhances creativity and
innovation?

@ Strongly agree
@ Agree

@ Neutral

Disagree

@ Strongly disagree
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