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Abstract 

Nurturing Neurodiversity in the Workplace: An Integrative Literature Review 

Stephen Phung 

 

Research problem: Despite increasing recognition of neurodiversity as a critical component of 

diversity, equity and inclusion (DEI) efforts, neurodivergent individuals still face barriers to 

employment and long-term career opportunities, often due to negative stereotypes, bias, and 

discrimination. This study attempts to provide a baseline of knowledge about this issue by 

analyzing trade and professional literature, a vital source of knowledge for Human Resource 

Development (HRD) professionals, to identify key strategies for supporting neurodiversity in the 

workplace. 

Research question: What are the most prominently discussed HRD strategies—training and 

development, career development, organizational development—within professional publications 

in the past 10 years to support neurodivergent individuals in the workplace? 

Literature review: Neurodiversity emerged in the wake of growing stakeholder activism and a 

perceived competitive advantage for organizations seeking innovation and productivity gains. 

Because it addresses a group with unique characteristics and needs within the workplace, 

neurodiversity is encompassed within the broader discussion on diversity within HRD. While 

there is ample literature exploring the conceptualization on neurodiversity and its potential value 

to organizations, gaps in peer-reviewed research on HRD and neurodiversity include the lack of 

applied research on strategies aimed at enhancing neurodiversity in the workplace. 
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Methodology: An integrative literature review was employed. Because so few peer-reviewed 

research exists on the subject of HRD for neurodiverse individuals in the workplace, articles 

from trade publications were systematically sought, categorized and analyzed. A sample of 282 

articles was collected using replicable search parameters, with 176 articles retained for further 

analysis. The articles were then systematically reviewed by identifying first, particular 

characteristics of each article and then to find patterns among these characteristics concerning 

neuroinclusive strategies within training and development, career development, and 

organizational development. 

Results and Conclusion: The findings revealed a total of 439 strategies spread across the three 

dimensions of HRD. The study found that the majority of strategies identified pertained to 

organizational development (205 strategies), followed closely by training and development (189 

strategies), while career development strategies were the least represented in the literature (45 

strategies). In light of the study, the dominant themes of each dimension of HRD are diversity 

training (training and development), career coaching and support (career development), and 

culture change (organizational development). The findings highlight the interconnected nature of 

HRD strategies used to foster a more neuroinclusive workplace. To ensure feasibility, this study 

was limited to trade and professional publications from the past decade written in English that 

are retrieved from the ABI/Inform (ProQuest) database, and as such, the findings may be 

influenced by the evolving nature of the topic, the variability in the literary genre, and validation 

through empirical studies. Future research can examine the effects of neurodiversity awareness 

or acceptability using non-training interventions, the relevance or effectiveness of tools powered 

by artificial intelligence to support neurodivergent individuals’ career progression, and explore 

how macro-systemic strategies to better foster neurodiversity in the workplace. 
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Chapter 1: Background 

Since its inception, the term neurodiversity has been steadily gaining interest. 

Conceptually, neurodiversity challenges pre-existing ideologies of known medical conditions, 

reframing them as normal variations within human existence. Such a perception has important 

consequences for the individuals themselves and for the organizations that employ or consider 

hiring them. The purpose of this study is to provide a comprehensive review of trade and 

professional publications discussing neurodiversity within the workplace to characterize popular 

knowledge on the subject. Specifically, the proposed study aims to provide Human Resource 

Development (HRD) personnel, training and development experts, and other professionals 

responsible for employing, managing, or facilitating the inclusion of neurominorities within the 

workplace with a holistic view of the types of advice, recommendations, and interventions aimed 

at improving the employability of adult neurominorities.  

Neurodiversity is a topic that is situated at the crossroad between a mature topic and an 

emerging one. To elucidate, the subject of neurodiversity is a continuation of the robust body of 

research on the topic of autism (Wolff, 2004), yet it is new in how autism and other neurological 

and developmental disorders are reconceptualized as naturally occurring variations within human 

cognition (Singer, 1998). Based on a preliminary literature review, there are some attempts to 

consolidate knowledge since the emergence of the term. However, research reveals that the 

current body of academic publications lacks practical advice for employers and employees (N. 

Doyle & McDowall, 2022). Despite the lack of evidenced-based and well-researched practical 

advice on neurodiversity inclusion within the workplace in peer-reviewed literature, trade and 

professional publications discussing neurodiversity at work are readily available, such as the 

“Neurodiversity at Work” podcast by Jay Hobbs, the article “Neurodiversity as a Competitive 
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Advantage” (Austin & Pisano, 2017) published in the Harvard Business Review, and other 

articles published by professional associations such as the UK-based Chartered Institute of 

Personnel and Development (CIPD) and the US-based Society for Human Resource 

Management (SHRM). There is a need to review non-peer reviewed publications to uncover 

patterns within the literature and to consolidate knowledge, as these sources are read by 

professionals involved in hiring, planning and supporting the career development of employees, 

supporting initiatives to enhance organizational performance, and collaborating with 

stakeholders to develop strategic plans to meet organizational goals. 

This chapter aims to provide a background for the present study by examining the current 

discourse on neurodiversity in relation to employment. It delves into the challenges faced by 

neurominorities in finding and maintaining employment while also providing reasons as to why 

organizations may be interested in supporting and nurturing neurodiversity in the workplace. 

The Necessity of Employment 

Employment is an integral part of an individual’s life. Not only does it provide economic 

security and a sense of social belonging where individuals contribute their talent and skills to 

society (Saleh & Bruyère, 2018), but it is also regarded as a critical social determinant of health 

(C. Doyle et al., 2005). In effect, unemployment may impact individuals in a variety of ways, 

such as negatively affecting one’s psychological wellbeing and sense of self-esteem (C. Doyle et 

al., 2005). It is also a cause of mortality and socioeconomic deprivation and affects mental health 

and psychological wellbeing (C. Doyle et al., 2005). The World Health Organization further 

states that job insecurity is a chronic stressor whose effects grow with the length of exposure (R. 

Wilkinson & Marmot (Eds.), 2003, p. 20). 
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Within the business industry and society in general, equal and equitable access to 

employment has been the subject of interest for the past several decades and continues to be a 

topic of interest for businesses and organizations in the post-COVID-19 pandemic era. For some, 

diversity and inclusion are “powerful enablers of performance” (Hunt et al., 2020, p. 2), with 

research pointing towards a “statistically significant correlation between financial 

outperformance and diversity on the dimension of gender and ethnic diversity” (Hunt et al., 

2020, p. 13). Although diversity can be regarded as an element to improve organizational 

performance and innovation, marginalized individuals advocate for the right to be employed and 

be treated equally, without discrimination. Historically, social justice and human rights 

movements led by marginalized individuals brought landmark legislative changes, such as the 

Canadian Human Rights Act, which prohibits discrimination in employment (Ciufo, 2019). To 

this day, societal events and advocacy-based movements continue to affect how organizations 

conduct their business. Consequently, organizations face a dual challenge. Firstly, they face 

pressure to address inequality and systemic issues in the workforce (Nguyen et al., 2023, p. 1). 

Secondly, they need to demonstrate a genuine commitment to further social causes while 

navigating potential resistance from employees who either fail to recognize the necessity of such 

initiatives due to bias (Pendry et al., 2007, p. 31) or perceive insufficient action by the 

organization (Hirsch, 2022; Zheng, 2022). 

Employment-Related Difficulties of Neurominorities 

In the past 20 years, a new term advocating for the rights and inclusion of individuals 

with autism has emerged within the autism self-advocacy movement and is gaining popularity. 

Largely attributed to Judy Singer, an autistic sociologist, neurodiversity embraces cognitive and 

mental differences as normal variations within the broad spectrum of humanity. Advocates of the 
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term call for acceptance and an end to the stigmatization of individuals with health conditions 

that include autism spectrum disorder, attention-deficit/hyperactivity disorder (ADHD), 

developmental coordination disorder (DCD), historically referred to as dyspraxia, Tourette 

syndrome (TS), and learning disabilities such as dyslexia and dyscalculia and more (N. Doyle, 

2020a; N. Doyle & McDowall, 2022; Jaarsma & Welin, 2012; Singer, 1998). People with 

different types of neurodivergence, also referred to as neurominorities, present with conditions 

that impact their functioning and integration at work (Austin & Pisano, 2017; N. Doyle, 2020a). 

These challenges include, but are not limited to, impaired social communication, rigidity or 

anxiety related to change, and difficulty focusing on tasks and difficulty with sensory processing 

(Austin & Pisano, 2017). 

Historically and in the present, neurominorities face challenges on various fronts, such as 

discrimination (Austin & Pisano, 2017; Mellifont, 2021), bullying (Mellifont, 2020), and 

negative stereotypes from employers and co-workers (Austin & Pisano, 2017; Krzeminska et al., 

2019). Although some improvements have been observed and noted (Austin & Pisano, 2017; 

Krzeminska et al., 2019), the literature highlights a significant issue of high unemployment and 

underemployment, including limited employment access and a lack of opportunities that utilize 

neurominorities to their full potential (Austin & Pisano, 2017; Krzeminska et al., 2019; Taylor & 

Seltzer, 2011). Furthermore, according to the 2017 Canadian Survey on Disability (CSD), 33% 

of Canadians with autism spectrum disorder are employed compared to 79% without a disability 

(Government of Canada, 2022). Identifying these issues precisely proves challenging due to the 

scarcity of research and limited disclosure (Annabi & Locke, 2019). 
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Consideration for Neurodiversity Talent 

Proponents of neurodiversity argue that neurominorities possess skills that can potentially 

be beneficial to businesses and organizations (Austin & Pisano, 2017; Krzeminska et al., 2019; 

Walkowiak, 2021). However, the discourse is complicated by several factors.  

To start, some people consider neurominorities as overlooked geniuses who can become 

invaluable assets if given the proper support (N. Doyle, 2020a). The “diamond in the rough” 

conceptualization of their identity underlies a reductive narrative, suggesting that 

neurominorities are useful if one can look past their challenges (N. Doyle, 2020b). Furthermore, 

certain stereotypes exist about the types of jobs neurominorities are best suited for and those they 

should avoid (LeFevre-Levy et al., 2023); however, neurominorities argue that they possess a 

broad range of skills, interests, and qualifications, which makes them suitable for a wide variety 

of jobs (Praslova et al., 2023; Walkowiak, 2021). These skills and qualifications include 

technical degrees, STEM, computer programming, digital media, medicine, communication, 

hospitality, and more (Walkowiak, 2021). Moreover, there is a broader narrative encapsulating 

the discourse on neurodiverse talent, which suggests that diversity, including neurodiversity, 

benefits organizations by increasing their performance through innovation. In effect, advocates 

of neurodiversity in the workplace argue that individuals with different experiences can 

potentially offer new ways of perceiving a problem or solution (Austin & Pisano, 2017; 

Walkowiak, 2021). Nevertheless, neurominorities encounter employment challenges due to bias 

and systemic barriers despite the skills and qualifications they possess. 

Ongoing Changes and Future Trends Affecting Employment and Employability 

The current employment landscape is of concern for both neurotypical individuals and 

neurominorities alike. Specifically, Carliner et al. (2021) describe the labour market as uncertain 
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due to a series of developments since the 1980s, which include the following: digital disruptions, 

globalization, demographic changes (such as population aging and immigration), the speed of 

transformation, flexibility, the primacy of shareholder value, and the COVID-19 pandemic 

(Carliner et al., 2021). In particular, the COVID-19 pandemic has led to concerns regarding 

unemployment rates (Yalnizyan, 2022), which were reported to reach 13.2% in Canada at the 

peak of the pandemic in 2020 (Government of Canada, 2020). Although the labour market in 

Canada is showing some signs of recovery, job vacancies remain high in some sectors, 

particularly in health care and social assistance (Government of Canada, 2023). The 

aforementioned changes in the labour market and society create a practical necessity for 

organizations to re-examine neurominorities as prospective workers, as they have been 

previously overlooked. 

Facilitating the Integration of Neurominorities Into the Workplace 

Society is increasingly supportive of neurominorities’ desire to be recognized as fully 

functioning skilled individuals who are able to work. In fact, the Canadian government published 

a news article highlighting the alignment of neurodiversity with core values of diversity and 

inclusion within organizations and public services (Government of Canada, 2021). This interest 

extends to Human Resource Development (HRD) professionals because the inclusion of 

neurominorities in the workplace aligns with broader organizational efforts to promote equity, 

diversity, and inclusion across gender, ethnic, cultural, and racial minorities, as well as sexual 

orientation (Ozeren, 2014). A report summarizing the collective voices of HRD professionals 

from around the globe regarding issues they felt would affect their profession in the near future 

highlighted that changing demographics and diversity and inclusion strategies, among others, are 

major trends influencing the HRD field (Chartered Institute of Personnel and Development, 
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2022). Specifically, the report mentioned the collective need to broaden the definition of 

diversity to include disability, religion, and other marginalized groups, and to rethink how 

professionals can utilize their expertise to develop effective diversity and inclusion strategies, 

which include influencing organizational leaders, creating a culture that champions equality, and 

adapting current ways of working to further diversity and inclusion goals (Chartered Institute of 

Personnel and Development, 2022).  

The interest in neurodiversity further coincides with recent pledges from organizations to 

fight systemic discrimination and improve diversity and inclusion initiatives within the 

workplace as a result of mounting pressure from social justice movements following the death of 

George Floyd, an African American who died from injuries inflicted by a police officer during 

his arrest. 

Research Purpose 

There is much discussion regarding the advantages of employing and nurturing a 

neurodiverse workforce within the context of improving overall diversity (Singer, 1998) and 

leveraging neurodiversity talent to enhance organizational performance (Austin & Pisano, 2017; 

Baron-Cohen et al., 2009). However, the current body of literature raises concerns regarding the 

“dearth of applied practitioner research concerning the expression of neurodiversity at work” (N. 

Doyle & McDowall, 2022, p. 352), pointing to a gap between science and practice. For instance, 

there is currently a lack of documented cases clarifying whether incentivization programs, such 

as funding for accommodation services, help employers provide tangible support for 

neurodivergent individuals (N. Doyle & McDowall, 2022, p. 355). Existing research also 

indicates a lack of evidence that commonly used practices provide any meaningful impact (N. 
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Doyle & McDowall, 2022, p. 356). Moreover, the peer-reviewed literature is scarce on controlled 

studies measuring performance within the area of neurodiversity talent (Bury et al., 2020, p. 10). 

Nonetheless, despite the lack of research regarding evidence-based practices in 

supporting neurominorities at work, the topic of neurodiversity continues to be of interest within 

the popular press and social media. For instance, a student newspaper reported that TikTok 

videos in the post-pandemic era contributed significantly to the visibility of the neurodiversity 

movement, thus increasing public knowledge around the concept of neurodiversity and the 

challenges faced by neurodivergent individuals (Wickramasinghe, 2022). Furthermore, 

periodicals covering human resources and business continue to discuss the topic of 

neurodiversity in relation to the workplace, particularly how neurodiverse talent can be 

‘harnessed’ (Ivey Business School at Western University, n.d.; Soraghan, 2023; D. Takahashi, 

2023). 

Thus, the present thesis explores the literature on neurodiversity within the workplace to 

determine which strategies are regarded as important for supporting neurodivergent individuals 

at work so that they may enter the labour market and remain employed. Furthermore, it seeks to 

characterize the current beliefs underpinning the strategies perceived as important for the 

integration of neurodivergent workers. To do so, this thesis aims to answer the following research 

question:  

1. What are the most prominently discussed HRD strategies—–training and development, 

career development, organizational development–—within professional publications in 

the past 10 years to support neurodivergent individuals in the workplace? 

This thesis provides a study that addresses the aforementioned question. The following 

chapters are structured as follows. Chapter 2 situates the current study within the ongoing 
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discussions found in the literature on neurodiversity. Chapter 3 outlines the methodology 

employed for conducting this research, and Chapter 4 presents the study’s results. Chapter 5 

concludes the study by discussing the implications of the findings for practitioners in the field 

and future research, highlighting its limitations and offering suggestions for further research. 

  



  10 

 

Chapter 2: Literature Review 

This chapter situates the current study in the ongoing discussions in the literature on 

neurodiversity, diversity initiatives within the workplace, and the roles of Human Resource 

Development (HRD) professionals within the context of the present topic. More precisely, the 

review will define and explain foundational concepts related to neurodiversity, provide an 

overview of the evolution of diversity training, situate the notion of intersectionality within 

disability studies and neurodiversity, examine school-to-work transition strategies, and situate 

diversity and inclusion within HRD to better frame the relevance of neurodiversity within the 

academic field and professional practice of HRD. 

Background About Neurodiversity 

In the previous chapter, this study presented neurodiversity as a term that originated in 

stakeholder activism within the autism community. A detailed examination of the literature on 

neurodiversity reveals that some stakeholder activists and certain researchers use the term 

differently than others. This raises important questions for professionals and researchers alike, as 

it challenges traditional perceptions and beliefs around disability and disorder, which will also be 

discussed in this chapter. The present section will begin by broadly defining neurodiversity and 

then exploring the various facets attached to the term. 

Defining Neurodiversity 

While, to this day, the terminology continues to evolve and is subject to debate (N. Doyle 

& McDowall, 2022), neurodiversity can refer to the existence of diversity within human brains 

(Singer, 1998). It is also used by some writers and researchers as an umbrella term for 

neurological and developmental conditions (N. Doyle, 2020a; N. Doyle & McDowall, 2022; 

Dwyer, 2022; Kapp et al., 2013) and mental disorders (Mellifont, 2019, 2020, 2021). 
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Terminology Related to Neurodiversity 

The discussion on topics related to neurodiversity employs the following relevant terms, 

which will be briefly discussed below: neurotypical, neurodivergent, neurominority, and 

neuroinclusion. To begin, individuals with cognitive abilities that fall within the statistical norms 

are referred to as neurotypical (N. Doyle & McDowall, 2022; Singer, 1998). The terms 

neurodivergent, neurodiverse, and neurominority are used academically and for self-

identification to refer to individuals who deviate from the norm (Bottema-Beutel et al., 2021; N. 

Doyle & McDowall, 2022). However, neurodiversity advocates prefer people to use the term 

neurodiverse to describe the presence of cognitive diversity within society (such as a 

neurodiverse society) rather than as another synonym for disability or handicap (such as a 

neurodiverse person) (Chellappa, 2023; N. Doyle & McDowall, 2022; Singer, 1998). Finally, the 

terms neuroinclusion, neuroinclusivity, and similar variants have also been observed in trade and 

professional publications (N. Doyle, 2020b; Uptimize, n.d.) and, to a lesser extent, in peer-

reviewed literature (Chellappa, 2023; Mickovski, 2022). A plausible explanation for the 

emergence of neuroinclusivity relates to how diversity as an ideology continues to evolve, with a 

current emphasis on inclusion that goes beyond acknowledging differences to actively foster a 

sense of belonging (Garg & Sangwan, 2021; Kapoor, 2011; Nkomo & Hoobler, 2014). 

Neurodivergent Conditions 

As previously mentioned, neurodiversity encompasses several neurodivergent conditions 

(also referred to as types of neurodivergence). Presently, there is some discrepancy in the 

literature regarding how researchers describe the conditions included under the umbrella, as 

some of them are included and although some are not; but overall, any conditions affecting the 

nervous system and the brain fall within this umbrella. Some conditions develop during early 
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childhood, such as autism, while others are acquired later in life, for instance, a mental disorder 

that significantly alters brain functions. Below is a list of the types of neurodivergence and their 

definitions: 

1. Autism or autism spectrum disorder (ASD): a condition characterized by some degree 

of difficulty with social interaction and communication, possible atypical patterns of 

activities or behaviour, and potential unusual responses to sensory stimuli (World 

Health Organization, 2022). The experience of autism among individuals can vary 

along a continuum of severity, whereby a person with autism can be self-autonomous 

and independent, although another may be clinically described as disabled (World 

Health Organization, 2022; Zeidan et al., 2022). 

2. Attention-deficit/hyperactivity disorder (ADHD): individuals with ADHD may present 

with inattention, impulsivity, excessive energy, and restlessness, potentially affecting 

academic and professional performance, self-esteem, and interpersonal relationships 

(American Psychiatric Association, 2022). 

3. Developmental coordination disorder (DCD): formerly known as dyspraxia, DCD is a 

condition affecting physical coordination. Individuals with DCD may appear clumsy or 

have difficulty learning and mastering certain motor functions, such as tying shoelaces, 

thus interfering with their functioning at school, at work, and in daily life (Canadian 

Paediatric Society, n.d.; National Health Services, 2023). 

4. Tourette syndrome: a condition affecting the nervous system that results in sudden and 

uncontrollable twitches, movements, or sounds (Centers for Disease Control and 

Prevention, n.d.).  
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5. Dyslexia: a brain-based learning disorder that occurs in childhood and specifically 

affects a person’s ability to read accurately and fluently and to develop spelling skills 

(Roitsch & Watson, 2019). 

6. Dyscalculia: a condition affecting the learning of mathematics (Haberstroh & Schulte-

Körne, 2019). 

7. Dysgraphia: a disorder of the nervous system that causes difficulty with writing and 

fine motor skills (National Institute of Neurological Disorders and Stroke, 2023). 

8. Mental disorders: any conditions that significantly affect an individual’s cognitive 

abilities (National Institute of Neurological Disorders and Stroke, 2023). 

The names, definitions, diagnostic criteria, and treatments of these conditions have 

evolved and continue to do so with advances in science (N. Doyle & McDowall, 2022; Morris-

Rosendahl & Crocq, 2020). 

Explaining Neurodiversity 

Broadly, neurodiversity can be understood as a concept, a framework, and a movement 

(Dwyer, 2022).  

To begin, the conceptualization of neurodiversity centres on the elements of natural 

variance, intrinsic value, and de-pathologization. First, it conceptualizes individual differences 

within the human experience as factually normal and naturally occurring variances in abilities 

within the human spectrum of lived experiences (Chapman, 2021; Dwyer, 2022; Jaarsma & 

Welin, 2012; Singer, 1998). In that sense, neurotypical and neurodivergent individuals are part of 

neurodiversity because no two brains are alike (Dwyer, 2022). Second, akin to biodiversity, 

neurodiversity supports the idea that variations in behaviour and cognitive processes are 

“valuable elements of natural human existence” (Shmulsky et al., 2021). Third, it is de-
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pathologizing because it embraces these variations within the brain as simply different and not 

diseased (Chellappa, 2023; N. Doyle, 2020a).  

Neurodiversity is also regarded as a framework or an approach “to dictate a proper way 

of proceeding in relation to human neurocognitive diversity” (Dwyer, 2022; Shmulsky et al., 

2021).  

Finally, neurodiversity is an advocacy-based political movement seeking to advance the 

rights and wellbeing of neurodivergent individuals based on the conceptualization of 

neurodiversity as a natural variance, the recognition that disability is a social phenomenon, and 

the criticism of current systems that leads to negative impressions and attitudes towards 

neurodivergent individuals (Chapman, 2021; Doyle, 2020; Dwyer, 2022; Singer, 1998). 

Evolving Views and Language 

Because neurodiversity is often discussed within the context of disability, it is pertinent at 

this point in the thesis to define the following terms: disability, difference, and disorder. Broadly, 

disability refers to one’s inability to perform certain functions required to survive or to 

participate fully in society. How individuals understand disability is influenced by two 

ideologies: the perception that a problem related to an individual’s body or mind causes disability 

(medical model of disability), and the argument that structural barriers are the cause of disability, 

not an impaired body or mind (social model of disability) (Haegele & Hodge, 2016; LoBianco & 

Sheppard-Jones, 2007; Sofokleous & Stylianou, 2023). Modern definitions of disability 

incorporate aspects of these two models to form a comprehensive understanding of how 

disability manifests. This thesis will elaborate on the models later. Regarding difference, within 

the context of neurodiversity, some perceive that brain-based differences are inherent aspects of 

oneself that need to be respected and even celebrated (Singer, 1998). However, the recognition of 
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neurodivergence as a difference rather than a disability is critiqued by other neurodivergent and 

disabled individuals who advocate for their rights, challenges, and needs to be recognized 

(Andrews et al., 2019; Baron-Cohen, 2019; Krcek, 2013). As for disorder, it is a “disturbance of 

normal functioning of the mind or body. Disorders may be caused by genetic factors, disease, or 

trauma” (National Cancer Institute, n.d.).  

Neurodiversity raises important questions about the language and terms used to describe 

neurodivergent individuals, particularly the notion of disability, as the language used to describe 

individuals with disabilities affects the interactions that people within society have with them 

and how these individuals view their abilities and disabilities (Haegele & Hodge, 2016). 

Presently, there is a lack of consensus on what constitutes disability, difference, and disorder 

(Baron-Cohen, 2019) as the conceptualization and use of terms evolve, influenced by 

professional organizations and key individuals with the authority to define them (Brittain, 2004; 

Haegele & Hodge, 2016). 

Previously, this thesis introduced the existence of two models currently used to 

conceptualize disability: the medical model and the social model. Under the medical model, 

disability is associated with “negative and dehumanizing language” (Andrews et al., 2019), as it 

linguistically characterizes disability in biological terms (Brittain, 2004; N. Doyle & McDowall, 

2022), focusing on the aspects of reduced body or cognitive functions (Haegele & Hodge, 2016, 

p. 195) that are “independent from social-cultural, physical and political environments” (Brittain, 

2004, p. 430). In this model, disabled people are considered sick or dysfunctional because they 

are perceived as not able to function like what is perceived as normal individuals. Thus, 

interventions under the medical model aim to, as much as possible, help fix the problems 

(Haegele & Hodge, 2016, p. 195). 
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The medical model of disability is criticized for several reasons. Critics argue that 

medical professionals act as “gatekeepers in society and use diagnoses and labelling to determine 

which individuals receive services, type of services, and benefits” (Haegele & Hodge, 2016, p. 

196). This is seen as problematic because individuals who are labelled and categorized according 

to their diagnosis feel as though their options and opportunities are limited by these labels 

(Haegele & Hodge, 2016, p. 196). Another criticism of the medical model is that it conceptually 

reinforces people’s negative perceptions of disability by equating it with being sick or ill 

(Haegele & Hodge, 2016, p. 196). For many, their disability becomes the defining characteristic 

that shapes how non-disabled individuals perceive them (Haegele & Hodge, 2016, p. 195).  

In contrast, the social model differentiates between disability and impairment (Andrews 

et al., 2019; Dwyer, 2022; Haegele & Hodge, 2016). Impairment is viewed as an abnormality of 

the mind and/or body that causes limited functionality, although disability is perceived as a 

societal phenomenon resulting from systems that neglect the realities of individuals living with 

impairments (Haegele & Hodge, 2016, p. 197). According to the social model of disability, 

limitations arise not from one’s bodily or mental function, but from society’s failure to design 

with individuals’ needs in mind. 

At its core, neurodiversity is grounded in the social model of disability (Chapman, 2021; 

N. Doyle, 2020a; N. Doyle & McDowall, 2022; Singer, 1998). Following the ideologies of the 

social model of disability, advocates of neurodiversity reframe disability as a political issue while 

emphasizing the values and strengths of individuals despite their impairments (Chapman, 2021; 

Dwyer, 2022; Singer, 1998). They argue that disability is not solely the result of an individual’s 

impairment but stems from socio-political conditions, such as a lack of recognition or 

accommodation, which create an inhospitable environment for neurodivergent individuals 
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(Chapman, 2021; den Houting, 2019). Neurodiversity proponents further criticize traditional, 

pathologizing, and deficit-based language that reportedly fails to recognize the value of 

neurodivergent individuals (N. Doyle & McDowall, 2022). However, the social model of 

disability, which underpins neurodiversity, is also criticized, particularly concerning types of 

neurodivergences such as autism, because these individuals can encounter barriers even if 

societal inclusion were improved (Dwyer, 2022). 

As a counterargument, the movement does not call for the complete exclusion of the 

medical model or the complete adoption of the social model. Rather, it seeks to remove the 

stigma associated with disability (Singer, 2019), and the original conception of neurodiversity 

was intended to transcend both models (Dwyer, 2022). To achieve this, neurodiversity 

proponents advocate for the removal of barriers that hinder participation in socioeconomic 

activities, reconsider how language is used to characterize the identities and abilities of 

neurodivergent individuals, and recognize their ability to function despite their challenges. 

The State of Empirical Studies on Neurodiversity 

Over the past decade, several researchers have taken an interest in neurodiversity and 

have published literature on the topic. Empirical research into autism demonstrates that 

embracing neurodiversity leads to a more positive perception of autism without diminishing the 

desire for help and intervention (Kapp et al., 2013). Such research has confirmed, on a 

theoretical level, the notion of transcendence or convergence between the medical model and the 

social model, elucidating that the models are not binary and mutually exclusive.  

However, very few empirical studies have been published regarding the implementation 

of strategies supporting neurodiversity in the workplace. Most notably, Doyle and McDowall 

(2022) published an empty review highlighting the lack of practical advice for employers and 
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employees, revealing a growing science-practitioner gap and recommending a new research 

agenda. Particularly, they emphasized the need for longitudinal evaluations and process analyses 

of strategies currently deployed at individual, environmental, and systemic levels to better 

understand how they function as mechanisms for securing employment, improving career 

development, and enhancing work performance (p. 365). Furthermore, Doyle and McDowall 

argue that there is much to learn from principles and research currently used in general disability 

studies, race, and gender studies (p. 365). 

Despite the limited research available, there is evidence of a growing interest within the 

scientific community in evidence-based strategies that can be implemented to improve the 

employment outcomes of neurodivergent individuals. For instance, a meta-analysis examining 

strategies to enhance the employment outcomes of autistic individuals recommended 

interventions such as vocational training, job coaching, social skills training, sensory integration 

therapy, and supportive employment (Yan, 2024, p. 138). The results also highlight the need for a 

multifaceted approach that takes into consideration the unique needs and challenges, and further 

recommends the need for concerted actions between businesses and educational institutions 

(Yan, 2024, p. 139). Yan’s research, while helpful, primarily focuses on autistic individuals and 

cannot be generalized to other types of neurodivergence. Other published articles explore the 

consequences of workplace discrimination and bullying of neurodivergent individuals (Mellifont, 

2021; Özer et al., 2024), identify evidence-based strategies for improving the long-term 

employment outcomes of neurodivergent individuals (Mellifont, 2019), review the quality of 

knowledge disseminated regarding neurodiversity and neurodivergent conditions (McDowall et 

al., 2024), examine the use of digital technology to improve learning and performance (Kim et 

al., 2024; Tomczak & Ziemiański, 2023), and explore topics related to inclusion and diversity 
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management, such as remote work and flexible working hours (Yeke & Özveren, 2024) and 

reasonable accommodations (Petty et al., 2023). 

To summarize, neurodiversity is a concept, framework, and movement supporting the 

equal respect and appreciation of all individuals in society, regardless of their cognitive abilities. 

This new way of conceptualizing human identity normalizes conditions that were traditionally 

sources of stigmatization and marginalization. Although there is a growing body of academic 

literature discussing neurodiversity over the past decade, some researchers point to a lack of 

evidence-based empirical studies concerning workplace strategies aimed at improving 

neurodiversity at work. 

Human Resource Development (HRD) and Diversity 

This section will define HRD, situate the topic of diversity within its practice, provide an 

overview of the strategies used by HRD professionals to improve diversity, and review the 

literature on emerging strategies to enhance neurodiversity. 

HRD emerges from the fields of adult education, educational technology, and 

management, rooted in industrial and organizational psychology, among others (Carliner, 2014). 

It can be conceptualized as “a process of developing and unleashing expertise to improve 

individual, team, work process, and organizational system performance” (Swanson, 2022, p. 4). 

Historically, HRD has focused on activities related to training and development (Nadler, 1974; 

Swanson, 2022; Torraco, 2005a; Tseng & McLean, 2008), performance or change at a strategic 

level within an organization (Carliner, 2014; Garavan, 1997; Tseng & McLean, 2008), and better 

managing the various stages of an employee’s career in response to rising challenges in the 

business world (Garavan, 1997, p. 47). Additionally, more recent definitions include the notion 

of workplace satisfaction and the dimension of social responsibility. Therefore, HRD 
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encompasses any process or activity that, either initially or over the long term, has the potential 

to develop work-based knowledge, expertise, productivity, and satisfaction, whether for personal 

or group/team gain or for the benefit of an organization, community, nation, or ultimately the 

whole of humanity (McLean & McLean, 2001, p. 322). 

Defining Diversity 

Different authors have defined diversity; however, a single and globally accepted 

definition has yet to be established. Although workplace diversity initially focused on gender and 

race (Kormanik & Chyle Rajan, 2010), contemporary understanding encompasses a broader 

range of factors, including race or ethnicity, gender, age, colour, physical ability, religion, 

disability, sexual orientation, values, education, language, economic status (Roberson et al., 

2017), and more recently, neurodiversity (Singer, 1998). The Association for Talent Development 

(ATD) (2024) defines diversity as follows:  

Diversity is the presence of differences that may include, but are not limited to, race, 

gender, gender identity, sexual orientation, religion, ethnicity, nationality, socioeconomic 

status, language, physical or mental ability, and age. Diversity may also include 

differences in political perspective, learning preferences, personality, and communication 

preferences (para. 1).  

The sentiment surrounding diversity is often mixed. Critics suggest that group 

homogeneity generates less conflict and is more productive, whereas advocates and researchers 

for diversity argue that it has potential advantages, such as organizational effectiveness and 

performance (Yadav & Lenka, 2020, p. 902). Although diversity has been extensively explored 

in Human Resource Management (HRM) (Nkomo & Hoobler, 2014), it is also a subject of 

interest in the field of Human Resource Development (HRD), as HRD’s core functions involve 
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preparing individuals and organizations for learning and change (Kormanik & Chyle Rajan, 

2010; Sparkman, 2019). Such strategies include the development, administration, and 

management of diversity training, which has become common in most major organizations 

(Dobbin & Kalev, 2018; Kormanik & Chyle Rajan, 2010). 

Diversity in the Workplace 

As values surrounding diversity changed over time, so too did the Human Resource 

Development (HRD) activities within organizations. Diversity has become a popular business 

topic in the past four decades (R. Anand & Winters, 2008), and renewed interest in the subject 

arose following the killing of George Floyd by a Minneapolis police officer who knelt on his 

neck on May 22, 2020 (Fisher & Rouse, 2022; Gaudiano, 2022). 

Following the murder, the name George Floyd was searched for more than any other 

Black individual who experienced police violence (B. Balakrishnan & McGrath, 2023). The 

event resulted in what has been characterized as the largest racial justice movement in American 

history (Buchanan et al., 2020) and is regarded as a driving force for race-related diversity (B. 

Balakrishnan & McGrath, 2023). Organizations and businesses reacted to the justice movement 

with solidarity statements denouncing racism and pledging to do more to promote equality 

(Gaudiano, 2022; George, 2021); however, it is difficult to ascertain the motives of 

organizations, since a recent study revealed that organizations with a diverse workforce saw their 

stock prices fall after the murder of George Floyd (K. Balakrishnan et al., 2023, p. 738).  

Three years after George Floyd’s murder and the rise of pledges from organizations, 

authors in popular media declared a lack of progress (Gaudiano, 2022; Minor, 2023), as some 

corporations began eliminating diversity, equity, and inclusion (DEI) positions and activities at 

the start of 2023 (Hsu, 2023; Minor, 2023). On June 29, 2023, the Supreme Court of the United 
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States of America declared that affirmative action policies used to raise the number of 

underrepresented minorities in colleges and universities are unconstitutional, raising the question 

of whether corporate policies around diversity and inclusion may face a similar outcome (Chung 

& Kruzel, 2023; Hsu, 2023). George Floyd’s murder and the subsequent mobilization of the 

public and private sectors are reminders that the topic of diversity remains important to people 

and organizations. In fact, the topic of diversity has been the object of concern for organizations 

since the 1960s (R. Anand & Winters, 2008; Dobbin & Kalev, 2013) and possibly as early as 

post-World War II (Oyler & Golden Pryor, 2009).  

The following subsections will summarize the broader transformations in corporate North 

American society and how these changes influenced the learning needs relating to diversity in 

North American organizations before exploring the state of the literature on diversity training as 

a genre of corporate learning intervention used to support diversity initiatives. It is important to 

note that there are discrepancies within the literature regarding the division and characterization 

of the eras of the diversity movement. Nkomo and Hoobler (2014) claim that organizational 

diversity issues can be traced back to the birth of the United States of America until the mid-

twentieth century when white supremacy was the dominant ideology (p. 247), whereas Anand 

and Winters (2008), Dobbin and Kalev (2013), and Oliha-Donaldson (2020) claim that the 

origins of organizational diversity efforts can be traced back to the civil rights movement in the 

1960s. Anand and Winters further distinguish between the actual beginning of organizational 

diversity, which they claim is rooted in multiculturalism (p. 358), and the precursors to diversity, 

which were the eras preceding it (p. 357). This thesis utilizes and adapts the work of several 

authors to broadly frame the discussion on the evolution of workplace diversity. Specifically, this 
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thesis will structure the discussion by referencing the major shifts in diversity ideology over 

time, and by attempting to nuance regional differences. 

Compliance and Litigation Avoidance 

In the United States of America, before the signing of the Civil Rights Act of 1962, the 

human rights movement and the mobilization of marginalized groups advocated for their rights, 

fair treatment, and an end to discrimination. These social justice movements played a significant 

role in driving legislative changes to protect people’s rights against discrimination (R. Anand & 

Winters, 2008; Oliha-Donaldson, 2020) and paved the way for diversity initiatives within the 

workplace (Portocarrero & Carter, 2022). The cornerstone of this first-wave diversity was 

affirmative action policies and employment equity programs. Although some ideological 

differences exist between affirmative action, which originated from the United States of 

America, and employment equity, the Canadian approach to redressing workplace 

discrimination, both approaches aim to enforce a more equitable workplace environment (Cohen, 

1985; Mentzer, 2002; Oliha-Donaldson, 2020). These included the implementation of quotas to 

increase the representation of marginalized individuals in the workplace and the establishment of 

policies and procedures to enforce equity. In response to affirmative actions in the United States 

of America, companies provided training to employees for compliance purposes and, in certain 

cases, to avoid litigation (R. Anand & Winters, 2008).  

In Canada, the concept of employment equity was introduced by Judge Rosaline Abella, 

who was appointed as the Commissioner in 1983 to examine the issue of fairness in employment. 

She sought a term that would be free from any association with affirmative action, especially 

regarding quotas and reverse discrimination (Mentzer, 2002). The Abella Report laid the 

groundwork for the Canadian Employment Equity Act of 1986, which was enacted during the 



  24 

 

governance of Brian Mulroney from the Progressive-Conservative Party (Mentzer, 2002, p. 38). 

Subsequently, the 1986 Act was criticized by certain groups as largely ineffective due to the lack 

of an effective enforcement system and was viewed as symbolic in nature (Cohen, 1985; Jain, 

1989; Mentzer, 2002). Although the Employment Equity Act was later revised to remedy many 

of the shortcomings of the initial act, some argue that Canada has experienced four decades of 

“diversifying whiteness” (Maharaj, 2023), where Canada has increased its diversity initiatives 

while maintaining a predominantly white workforce. 

Assimilation, Multiculturalism, Diversity 

In the early 1980s, assimilation as an ideology rose to prominence (R. Anand & Winters, 

2008) in the United States of America. The underlying assumption behind this new ideology is 

that a cohesive work environment can be achieved by ensuring that employees undergo a process 

of organizational assimilation or socialization, where members of an organization learn and 

adopt the dominant cultural values and gain the attitudes they need to participate as members (R. 

Anand & Winters, 2008; Gailliard et al., 2010; Miller, 2018). Typically, organizations focused on 

providing women and minority groups with training programs to help them assimilate into the 

organizational culture because there was a prevailing belief that they were less qualified, but also 

to help them gain more skill and confidence in facing discrimination and bias (R. Anand & 

Winters, 2008, p. 358). 

In the 1990s, multiculturalism, broadly defined as a political belief that acknowledging 

and celebrating peaceful coexistence and equal valuation of diverse origins within society, rose 

to prominence (Oliha-Donaldson, 2020, p. 20). Multiculturalism was often used interchangeably 

with the term diversity; however, over time, the use of multiculturalism declined in favour of 

diversity (Oliha-Donaldson, 2020, p. 21). The literature notes that the term diversity broadly 
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gained acceptance in academic and corporate settings due to its straightforward recognition of 

difference (Oliha-Donaldson, 2020, p. 21). To clarify, multiculturalism differs in nature between 

the United States and Canada. In the United States of America, multiculturalism is viewed as 

assimilatory, where individuals from minority groups abandon their cultural heritage in favour of 

the dominant group. In Canada, multiculturalism is expressed through the metaphor of the 

mosaic, where individuals’ distinct cultural heritages are recognized. Additionally, the topic of 

multiculturalism becomes more complex when discussing interculturalism, Quebec’s social and 

cultural integration model, which can be seen as a middle ground between an assimilatory model 

of multiculturalism and a cultural mosaic. This thesis acknowledges that cultural differences 

surrounding multiculturalism can potentially affect workplace practices; however, it is beyond 

the scope of the present thesis to explore the differences and consequences brought by these 

models, as its primary focus is on neurodiversity. For the purpose of the thesis, the term 

multiculturalism refers simply to the recognition of the value brought by the coming together of 

multiple cultures, potentially leading to complementarity and social and cultural enrichment. 

Multiculturalism and diversity were significant because it was the first time in history 

that the term ‘workforce diversity’ emerged in publications, specifically from the report entitled 

Workforce 2000 (R. Anand & Winters, 2008, p. 358). Notably, non-peer-reviewed publications in 

the late 1980s and 1990s covering the topic of diversity, such as Workforce 2000 by the Hudson 

Institute and From Affirmative Action to Affirming Diversity by Roosevelt Thomas, played a 

crucial role in shifting the attention of organizations towards a new ideology of diversity during a 

time of escalating tension between proponents advocating for diversity and those who saw these 

efforts as a threat to the status quo (R. Anand & Winters, 2008; Oliha-Donaldson, 2020). 

Workforce 2000 urged organizations to become more diverse in preparation for major 
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demographic changes in society affecting labour and the consumer market and From Affirmative 

Action to Affirming Diversity argued that minority groups faced serious challenges in their 

careers due to limited upward mobility (R. Anand & Winters, 2008; Nkomo & Hoobler, 2014). 

Conceptually, the ideology of diversity represented a departure from previous ideologies, 

as it emphasized the importance for organizations to accept and cultivate a culture that embraces 

and values heterogeneity. Unlike earlier ideologies, the goal of diversity was not to focus on a 

particular group but to recognize the intrinsic value it brought to the organization, promoting its 

acceptance and even celebration (Kapoor, 2011). This new perspective gained widespread 

acceptance among competitive organizations, leading them to seek ways to develop and manage 

diversity (Nkomo & Hoobler, 2014). To enhance diversity within their ranks, organizations 

implemented various strategies, such as the conscious recruitment of minority groups, 

organizational development initiatives (including diversity audits to monitor progress), outreach 

programs (such as community engagement and scholarship funds), and diversity training 

(Nkomo & Hoobler, 2014). 

Diversity, Equity, and Inclusion 

The contemporary framework regarding diversity weaves ideologies from past diversity 

movements into what we now consider the diversity, equity, and inclusion (DEI) framework 

(Oliha-Donaldson, 2020). Central to understanding DEI as a construct is the idea that diversity is 

a foundational element of organizational excellence and effectiveness (Oliha-Donaldson, 2020). 

The term inclusion is best defined as an active process whereby organizations advocate for and 

seek to implement strategies that enable the authentic participation and contribution of 

employees of all identities (Hay & Fleming, 2024). Key features of workplace inclusion are as 

follows (Shore et al., 2018): 
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• Psychological and physical safety 

• Involvement in teamwork, access to information and resources 

• A sense of belonging 

• Feeling respected and valued 

The practice of inclusion must be systemic, thus present at all levels of an organization (Hay & 

Fleming, 2024). 

Recently, neurodiversity has been recognized as a type of diversity that should be 

considered when planning and designing workplace-inclusive practices, including diversity 

training (Mahto et al., 2022). 

Diversity Training 

Diversity training is a broad term used to describe any activities designed to reduce bias 

among managers and workers (Paluck et al., 2021, p. 542). It can be defined as “a distinct set of 

instructional programs aimed at facilitating positive intergroup interactions, reducing prejudice 

and discrimination, and enhancing the skills, knowledge, and motivation of participants to 

interact with diverse others” (Bezrukova et al., 2016, p. 1228). Although diversity training is a 

commonly used term for these activities, other terms refer to similar training programs, such as 

“awareness training, sensitivity training, diversity programs, and cross-cultural training, diversity 

education, and diversity workshops” (Phillips et al., 2016, p. 264).  

Over the past 50 years, the development and implementation of diversity training have 

become popular practices as diversity and workforce differences gained prominence (R. Anand 

& Winters, 2008; Dobbin & Kalev, 2018; Pendry et al., 2007). Although its origins can be traced 

back to the affirmative action policies of the 1960s, diversity training has now garnered 

international interest (Kawasaki & Zou, 2023). From compliance to DEI, ideologies surrounding 
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diversity in the workplace have evolved, driven by the social, cultural, and political narratives of 

their time period and by advocacy movements. These changes affect, in part, how employers 

respond to policies and social pressure while pursuing organizational effectiveness, and 

particularly regarding the training offered to employees. Initially a response to legislative 

changes occurring due to mounting advocacy efforts, diversity became firmly rooted in 

organizations’ strategic development and management practices. 

However, there is a lack of consensus and clarity on how diversity training should be 

developed (Bezrukova et al., 2016; Paluck et al., 2021; Pendry et al., 2007). Diversity training 

designs vary in focus, duration, and type, with some targeting specific groups, while others are 

more general, some being shorter one-time events, others span several weeks, and some aiming 

to raise awareness, and others focus on changing behaviours (Bezrukova et al., 2016). The topics 

covered in diversity training also vary significantly. Although issues related to gender, race and 

ethnicity, and sexual orientation are more readily discussed (Sabat et al., 2014), there has been 

limited coverage of disability (Phillips et al., 2016). Within the context of neurodiversity, 

diversity training can help neurotypical employees understand workplace and social expectations 

from neurodivergent colleagues (Austin & Pisano, 2017, p. 101). 

Although diversity training is widely used, there is a lack of empirical evidence 

supporting its effectiveness (Dobbin & Kalev, 2018). Currently, it is also difficult to determine 

which diversity training interventions positively affect employment outcomes (Phillips et al., 

2016). Critics argue that diversity training is often viewed as “window-dressing” to gain 

legitimacy (Dobbin et al., 2011; Hughes, 2018; Portocarrero & Carter, 2022). Empirical research 

over the past five decades shows that outcomes following the administration of diversity training 

are often variable (Bezrukova et al., 2016; Dobbin & Kalev, 2018; Paluck et al., 2021; Pendry et 
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al., 2007). Specifically, meta-analyses, systematic literature reviews, and peer-reviewed articles 

on diversity training and disability diversity training published between the early 2000s and 2023 

provided the following reasons why diversity initiatives do not work.  

To begin, the majority of the meta-analysis reports that it is difficult to change an 

individual’s attitude. Although certain interventions demonstrated some efficacy in reducing bias, 

their effects are often limited in size, scope, or duration (Bezrukova et al., 2016; Paluck et al., 

2021). Specifically, when examining learners’ reactions to learning, cognitive knowledge (for 

instance, learning about cultural differences), behavioural change, and attitudinal or affective 

learning (such as awareness, responsibility, interest, and concern), the most significant feature of 

diversity training is its ability to generate a positive reaction, such as a feeling of satisfaction 

(Bezrukova et al., 2016). However, it was observed that post-training effects diminished over 

time (Bezrukova et al., 2016; Paluck et al., 2021). To elaborate, their attitudes may shift 

positively and become less biased following the training, but consumption or exposure to societal 

events or media that negatively portray minority groups might shift their attitudes back to pre-

training levels (Bezrukova et al., 2016). 

The next reason why diversity training shows a lack of effectiveness is that it can 

potentially activate bias rather than reduce it (Bezrukova et al., 2016; Dobbin & Kalev, 2018; 

Kawasaki & Zou, 2023; Paluck et al., 2021; Pendry et al., 2007). A possible reason is that when 

attempting to correct negative attitudes among historically advantaged groups, it might evoke 

negative feelings such as anger and contempt (Pendry et al., 2007). Historically advantaged 

groups may also perceive diversity training as an attack on their identity and therefore unfair, as 

it is seen as promoting the success of marginalized individuals (Kawasaki & Zou, 2023; Paluck 

et al., 2021; Pendry et al., 2007). 
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Thirdly, findings from three meta-analyses conducted between 2013 and 2021 reported 

that diversity training seemed more effective at changing behaviours and developing skills and 

knowledge than changing attitudes (Bezrukova et al., 2016; Kalinoski et al., 2013; Paluck et al., 

2021), raising questions as to why behavioural changes do not transfer to attitudes (Paluck et al., 

2021).  

Finally, a meta-analytic analysis of diversity training across cultures revealed that if 

empirical studies in the United States of America demonstrated a lack of effectiveness in 

reaching their goals, the results were not better elsewhere in the world for similar reasons 

(Kawasaki & Zou, 2023, p. 8). 

Nonetheless, the current literature contributes to our understanding of what seems to 

yield some positive effects. Diversity training appeared more effective when integrated or 

embedded into complementary organizational activities (such as support groups for minority 

workers and mentoring groups) and when the training combined the development of both attitude 

and skill, rather than one at a time (Bezrukova et al., 2016). In addition, empirical literature 

reviews noted that diversity training spanning over four and a half to six hours seemed to be 

more effective (Bezrukova et al., 2016; Phillips et al., 2016). This is possibly due to the 

possibility of longer exposure, which is consistent with training literature stating that an increase 

in opportunities for practice leads to an increase in skill development (Bezrukova et al., 2016; 

Phillips et al., 2016). However, diminishing returns are observed with training lasting longer than 

eight hours (Phillips et al., 2016). Studies have found that training distributed across several 

weeks, rather than delivered in a single session, demonstrated stronger effects on affective-based 

outcomes (Bezrukova et al., 2016; Kalinoski et al., 2013). This can be explained by the 

possibility that longer training provides more opportunities for social contact, which could then 
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potentially improve employee attitudes towards minority groups (Kalinoski et al., 2013) and 

greater opportunities to practise the skills being taught (Bezrukova et al., 2016).  

Regarding neurodiversity training specifically, McDowell et al. (2024) conducted brief 

research among 127 employers and 985 neurodivergent employees. Data revealed that most 

training was frequently created in-house by neurodivergent colleagues rather than by 

neurodiversity specialists, further calling for more rigorous training on the topic (McDowall et 

al., 2024, p. 149). 

Overall, with over five decades of empirical studies on diversity training, the academic 

community has begun uncovering certain elements that can be used to improve the effectiveness 

of the design, development, and implementation of diversity training. However, there is still 

much research to be done to better understand what works with respect to diversity training and 

other Human Resources and Human Resource Development (HRD) strategies. For instance, if 

integrating training with other organizational strategies is more effective, there is currently a lack 

of research presenting a successful configuration of diversity training programs (number of 

interventions, the exact duration of the training and the type of complementary strategies that 

should accompany diversity training) (Bezrukova et al., 2016). 

Intersectionality 

Intersectionality is a theoretical concept, an analytical framework, and an approach 

originating from Black feminist ideology that seeks to shed light on the dynamics of difference 

experienced by social minority groups (Cho et al., 2013; Goethals et al., 2015). Although the 

term itself was coined in 1989 by Kimberlé Crenshaw, a legal theorist and Black feminist, one of 

the earliest recorded articulations of intersectionality was made as far back as 1851 (Strand, 

2017). In her article “Demarginalizing the intersection of race and sex: A Black feminist critique 



  32 

 

of antidiscrimination, feminist theory and antiracist politics” (Crenshaw, 1989), Crenshaw 

revealed how Black American women’s workplace experiences were undermined by the 

compounding effects of race and gender in ways that were different from race or gender alone 

(R. L. Brown & Moloney, 2019; Crenshaw, 1989). 

Intersectionality is best described as “a lens, a prism, for seeing the way in which various 

forms of inequality often operate together and exacerbate each other” (Steinmetz, 2022). It 

rejects the use of a single-axis analytic framework because it often fails to consider the 

simultaneous and multiplicative relationships of oppressive systems (Crenshaw, 1989, p. 140). In 

other words, analyzing the situation only through a single lens, such as racism or sexism rather 

than how they interact, can potentially lead to distortion, obscuring, and erasure of power 

dynamics, and consequently, lead to inequalities.  

Facing criticism for being too theoretical since its emergence, scholars have since 

developed more robust and comprehensive approaches to facilitate the application of the 

intersectionality framework in research methodology (Strand, 2017). The contemporary 

intersectionality framework focuses on questions related to power and inequality and more 

specifically on the following five tenets: an understanding that social identity categories and 

power systems shift over time and space; a recognition that privilege and marginalization can 

coexist within individuals and groups; a commitment to social justice; a dedication to anti-

essentialism and the variation within categories; and an investment in the multiplicative nature of 

identity(ies) (Smooth, 2013, p. 21). 

Recently, peer-reviewed and professional literature underscores the importance of 

intersectionality in the development of diversity, equity, and inclusion initiatives (Ayoko & 

Fujimoto, 2023). It is an emerging paradigm in disability studies (Goethals et al., 2015), and a 



  33 

 

growing body of peer-reviewed articles on neurodiversity integrates intersectionality into the 

discussion or as a theoretical framework. Intersectionality is significant to diversity, equity, and 

inclusion practices because historically, DEI-related efforts were sequential, first focusing on 

race, then on gender, sexual orientation, and so on. Intersectionality complements DEI because it 

informs researchers and practitioners of the need to explore the interdependent and multiplicative 

effects of several axes of difference to obtain a more inclusive and global portrait of the situation 

(Goethals et al., 2015, p. 75). Applying an intersectional lens to disability studies further 

improves inclusion by avoiding overgeneralizing a particular group of people, as it is centres on 

exploring the full range of experiences and perspectives of individuals through their lived 

experience (Goethals et al., 2015, p. 88). Intersectionality can also be used to critically engage 

with the notions of ability (and competence) by examining how ability is normalized and how 

diverse forms of ability are excluded (O’Dell et al., 2016, p. 176). Ultimately, integrating 

disability into intersectional analyses reveals how issues of diagnosis, support, and disability-

related topics intersect with gender, race, sexuality, and class, shedding light on biases and 

inequalities (Botha & Gillespie-Lynch, 2022, p. 98). Regarding neurodiversity, a study revealed 

preliminary evidence that neurodiversity hiring programs inadvertently attract mainly White 

males to the exclusion of other demographics and found that the perception of inclusion is lower 

among women and non-binary people (N. Doyle et al., 2022), therefore highlighting the need to 

monitor inclusion using an intersectional approach. 

Over the course of 50 years, a theoretical framework originating from the Black feminist 

movement evolved into a widely adopted approach to exploring how multiple systems of 

oppression interact and create unique experiences for individuals. In recent years, the 

government of Canada incorporated intersectionality as a guiding principle in its policymaking, 
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action plans, and training courses to address gender equality and disability (Government of 

Canada, 2022, 2023). In Quebec, despite popular discourse framing intersectionality as a weapon 

used by the federal government against Quebec (Martin, 2023), the term appears in several 

official documents, such as the Plan d’action pour la réussite en enseignement supérieur 2021-

2026 (Ministère de l’Enseignement supérieur, 2021), which seeks to guide public educational 

institutions in improving access to higher education, increasing student perseverance rate and 

facilitating socio-professional integration post-graduation, and the Cadre de référence pour les 

projets pilotes en analyse différenciées selon les sexes dans une perspective intersectionnelle 

(ADS+) 2022-2027 (Secrétariat à la condition féminine, 2023), a gender analysis framework that 

recommends using an intersectional lens to investigate gender inequality. 

Although intersectionality is present in peer-reviewed research and theoretical articles 

discussing the lived experiences of individuals with disabilities and neurodivergence, and in 

government action plans, there is a need to understand how pervasive the topic of 

intersectionality is in the workplace and specifically within the literature consumed by 

professionals who play a vital role in planning or implementing strategies aimed at improving 

diversity, equity, and inclusion. 

School-to-Work Transition 

Higher education occupies a crucial role in preparing individuals for active participation 

in society by helping students acquire knowledge and skills that can be readily transferred to the 

workplace. Globally, the student population with disabilities is experiencing rapid growth 

(Dollinger et al., 2023, p. 1). Concurrently, neurodivergent students are increasingly engaging in 

postsecondary education, yet they encounter persistent challenges arising from functional 

differences, accommodation requirements, and societal biases (Dwyer et al., 2023, p. 1). A 
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review of the literature highlighted the importance of work integrated learning as an effective 

school-to-work transition strategy. 

Work integrated learning is an educational approach underpinned by social-cultural 

theories. These include John Dewey’s views on the importance of experience and reflection, 

Kolb’s Experiential Learning Model, a framework centred upon the development of learning 

experiences and their application in other contexts, Lev Vygotsky’s insights into social 

interactions as a method of learning not only knowledge and skills but also workplace norms and 

behaviours, and Lave and Wenger’s perspective on communities of practice as a social learning 

system (Hay & Fleming, 2024). Currently, work integrated learning (WIL) is a proven strategy 

that improves labour outcomes for students in general. Research has revealed that students who 

complete co-op work terms or internships are more likely to find employment, especially in their 

field of study (Gatto et al., 2021). For students with disabilities, studies show that those who 

participated in a work integrated learning program had more employment success upon 

graduation compared to those who did not (Bellman et al., 2018, as cited in Gatto et al., 2021). 

The benefits of WIL extend beyond improving career outcomes; as research also demonstrates 

that internships improve persistence rates for students with disabilities in STEM programs (K. 

Takahashi et al., 2018), enhance the soft skills (such as  work completion, task accuracy, 

punctuality, communication and self-regulation) required to be successful at work (Clark et al., 

2019), and positively impact self-concept (i.e., beliefs about one’s self-image and self-worth 

drawn from life experiences and feedback from others) (Hanson et al., 2021). A recently 

published article expands on the concept of an inclusive work environment, highlighting 

essential tenets, techniques, and qualities for organizations to implement when designing 

initiatives, including educational materials, handbooks, risk management strategies, and 
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employee welfare policies (Hay & Fleming, 2024). Despite the body of research supporting the 

use of work integrated learning, limited findings also point towards the necessity for more 

equitable access to these programs for students with disabilities or neurodivergence, greater 

availability of work placement options in organizations that provide accommodations, and the 

necessity for student disability offices to provide support in work situations (Gatto et al., 2021, p. 

128). 

HRD, Diversity, and Neurodiversity 

In 2018, Occupational Health & Wellbeing reported that a poll conducted by the UK-

based Chartered Institute for Personnel and Development (CIPD) among 300 HR professionals 

revealed that three quarters of employers ignored neurodiversity, 17% were unsure whether their 

organization had a neurodiversity policy, and 10% confirmed that one was in place (Faragher, 

2018).  

Employability is a concern for HRD professionals as the world continues to change, both 

in the nature of work and in new forms of work resulting from ongoing global changes, often 

referred to as disruptions, brought forth by innovation, the development of new knowledge, the 

digital revolution, and a variety of social factors, to name a few (Carliner et al., 2021; Hamzah et 

al., 2022; Hite & McDonald, 2020; Nilsson & Ellström, 2012). These challenges directly impact 

what is characterized as organizations’ most valuable asset: their people, and the task of securing 

skilled and highly skilled labour to meet both current and future organizational needs has become 

vital to their success (Nilsson & Ellström, 2012). In this regard, HRD professionals play a critical 

role as strategic business partners responsible for recruitment, training, and development 

(Nilsson & Ellström, 2012, p. 27). 
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Additionally, social movements such as the neurodiversity movement have prompted 

organizational professionals and leaders to re-examine a pool of human resources and talent that 

have been historically overlooked. These social movements, combined with ongoing global 

disruptions, create multiple pressures for organizations to reconsider their approaches to 

employee recruitment and support.  

Potential Strategies That Can Support Neurodiversity Within the Workplace 

The literature on diversity and neurodiversity documents potential strategies and 

frameworks that HRD professionals can develop to guide the creation of a more neurodiverse 

workforce. 

General Training and Learning Development. Neurotypical workers may benefit from 

training related to the specific needs of their neurodivergent colleagues (Austin & Pisano, 2017, 

p. 101). Although the literature does not specify which needs should be addressed in training, it 

mentions several that could be the focus of various learning and development interventions. For 

instance, promoting and developing the use of inclusive language by avoiding ableist terms helps 

communicate inclusivity and acceptance (Chellappa, 2023). Understanding the need for 

accommodation services also appears to be important to some (Austin & Pisano, 2017). 

Likewise, the literature on neurodiversity emphasizes the need for training for both 

neurodivergent and neurotypical individuals within the organization (Austin & Pisano, 2017; 

Patton, 2019; Rao & Polepeddi, 2019). Currently, the literature lacks specificity regarding the 

actual skills to be developed or topics that could be of interest. Nonetheless, it does document the 

need for neurodivergent workers to obtain specific on-the-job training to develop the competency 

required for their positions. An article examining the remote work needs of neurodivergent 

employees during the COVID-19 pandemic highlights a strong need for communication skills to 
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be developed but specifically with regard to technology-mediated communication, such as video 

conferences and emails (Szulc et al., 2021). In addition to training, it is suggested that regular 

performance evaluations be conducted, and based on the outcomes, that the necessary 

adjustments or accommodations be made (Rao & Polepeddi, 2019). However, performance 

evaluations can potentially have negative effects on both marginalized individuals and privileged 

individuals with equal performance (Portocarrero & Carter, 2022, p. 7). Evidence indicates that 

performance evaluation can be influenced by evaluators’ attitudes towards a person, such as their 

liking or trust, as well as the quality of their relationship, which can impact the evaluation 

(Javidmehr & Ebrahimpour, 2015, p. 295). Personal bias in performance evaluations can 

originate from stereotypes and hostility towards gender, race, and other differences stemming 

from social, familial and religious backgrounds and affect what they observe and retain in 

memory, and influence what they attribute to an employee’s behaviour (Javidmehr & 

Ebrahimpour, 2015, p. 295).  

Although Portocarrero and Carter (2022) and Javidmehr and Ebrahimpour (2015) do not 

mention individuals with disabilities or neurodivergence, the stigmatization of neurodivergent 

and disabled individuals is well discussed in peer-reviewed literature (Krzeminska et al., 2019; 

Mellifont, 2021; Sabat et al., 2014). Regarding people’s perception of disabled individuals, they 

are considered high-warmth, i.e., worthy of sympathy, but regarded as lacking in competence 

(Sabat et al., 2014). Negative reactions, harsh judgments, and potential workplace incivility are 

reasons why individuals with invisible disabilities are reluctant to disclose their challenges to 

employers and colleagues (Patton, 2022). 

In terms of training and development for managers, some sources indicate that they need 

to be familiar with support programs or resources for neurodivergent employees (Austin & 
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Pisano, 2017, p. 101). Additionally, management must develop supportive relationships and 

commit to reducing barriers (Patton, 2019, p. 927). Individualized consideration is seen as a 

leadership skill that can benefit neurodivergent individuals (Patton, 2019, p. 927). Finally, to 

remove personal bias from performance evaluation, among other tasks, the literature 

recommends ongoing training to manage emotional reactions towards employees while focusing 

on improving how evaluators observe and rate others (Javidmehr & Ebrahimpour, 2015, p. 295). 

Diversity Intelligence. Improving diversity intelligence (DQ) through employee and 

manager training can potentially facilitate the goal of achieving diversity and inclusion (Hughes, 

2018, p. 260). DQ values employee differences without attempting to make everyone alike and 

provides leaders with an opportunity to reflect on their actions and behaviours towards all 

employees and to effectively implement new strategies. Reportedly, DQ can help organizational 

leaders better interact with the changing demographics in America and the global economy by 

embracing differences as strengths rather than weaknesses” (Hughes, 2018, p. 76). Although the 

literature on DQ claims that it can be measured and evaluated (Hughes, 2018, p. 261), a 

preliminary search did not reveal any empirical evidence in the literature. 

Masking and the Disclosure of Neurodivergence. Masking, also referred to as social 

camouflage, describes cognitive and behavioural strategies individuals use to hide their identity 

or conform to a specific set of social behaviours (Kidwell et al., 2023). It is a strategy employed 

by autistic neurodivergent, non-autistic neurodivergent, and neurotypical working adults to 

achieve a goal (Pryke-Hobbes et al., 2023). In the context of neurodiversity, neurodivergent 

individuals use masking strategies to minimize aspects of themselves that can potentially be 

considered undesirable and adopt behaviours that align with those of neurotypical individuals 

(Kidwell et al., 2023). Masking behaviours have been theoretically and empirically linked to a 
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resource drain, requiring time, energy, and sustained effort, which increases the risk of 

developing depression, anxiety, stress, exhaustion, and decreased self-efficacy (Kidwell et al., 

2023, p. 57). 

Disclosing health conditions is seen as a potentially viable strategy to improve 

neurodiversity in the workplace (Mellifont, 2021; Patton, 2022; Shmulsky et al., 2021). Some 

research indicates a possible link between disability identity affirmation and increased self-

esteem, greater acceptance, and better mental health (Shmulsky et al., 2021). Patton (2022) 

argues that studies have demonstrated the positive psychological effects of disclosing hidden 

identities despite the risks (p. 1174), as it can provide access to accommodation services and 

legal protection, allow individuals to be themselves, and enable colleagues to better understand 

one another (Patton, 2022). This situation is not unique to the corporate environment; a similar 

practice is currently used in higher education and K-12 education. However, despite the presence 

of legislative policies requiring the disclosure of medical conditions to obtain accommodation 

services and the report that these services are beneficial, students in higher education still face 

social barriers, discrimination, stigma, and microaggressions (Condra et al., 2015; S. A. Smith et 

al., 2021). Students reported that peers were significantly less respectful and positive when they 

disclosed accommodation needs (S. A. Smith et al., 2021). Disclosure is also challenging with 

regards to mental health disabilities as due to delays in obtaining the diagnoses and challenges in 

determining functional impairment (Condra et al., 2015).  

Currently, peer-reviewed literature recommends that HR policies and practices aim to 

provide an inclusive and psychologically safe environment where workers feel more comfortable 

disclosing their neurodivergence. This can be achieved by fostering a climate that appreciates 

individual differences, creating a sensory-friendly work environment, increasing the availability 
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of support and resources to combat fatigue resulting from masking, and providing identity-

positive and individualized accommodations (Kidwell et al., 2023, p. 58). 

Universal Design for Learning. Universal Design for Learning (UDL), an educational 

model used to help instructors and instructional designers develop accessible training and 

learning experiences (Coplan et al., 2021), has been documented as a potentially useful strategy 

in addressing diversity initiatives, particularly in the context of disability and neurodiversity, by 

ensuring that inclusive practices are present and utilized throughout the employment lifecycle 

(N. Doyle & McDowall, 2022, p. 366).  

A meta-analysis of 18 studies (Capp, 2017, p. 805) examined the relationship between the 

UDL framework’s principles (such as providing multiple ways of representing knowledge, 

multiple ways for students to demonstrate knowledge, and using multiple strategies to engage 

students) and the learning process. It concluded that the UDL framework generates some positive 

effects on the learning process for all students. For instance, using video games and alternatives 

to traditional print-based text appears to increase engagement (Capp, 2017, p. 802). Additionally 

allowing students to use different strategies to communicate, such as using symbols or writing 

with assistive technology, has shown positive results. Finally, employing the three-block model 

(TBM) of UDL, a method for “creating inclusive environments and improving student 

engagement” (Katz, 2013) by approaching inclusive learning design in three blocks, leads to 

increased levels of social and academic inclusiveness and autonomy, increased student 

engagement, peer-to-peer social interaction, increased academic and social engagement, and 

higher motivation levels (Capp, 2017, p. 803).  

More information and research are presently required to determine how UDL functions 

within the workplace and how to best apply it. 
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Embedding support systems into the workplace. Another potential strategy is to create 

support systems for neurodivergent employees. For instance, they may benefit from coaching 

and mentoring strategies, using a “buddy system” that pairs a neurodivergent employee with a 

neurotypical colleague who offers additional assistance (Austin & Pisano, 2017; Patton, 2019). 

Support mechanisms providing neurodivergent employees with guidance and planning to aid 

their career development within the organization are also recommended in the literature; 

however, these strategies are also currently used to support neurotypical employees. The specific 

details of how coaching or mentoring differs for neurotypical and neurodivergent individuals 

remain elusive. 

HRD Professionals as Facilitators of Neurodiversity 

Human Resource Development (HRD) professionals occupy crucial roles within 

organizations to support diversity and inclusion initiatives. They are also well positioned to assist 

neurodivergent individuals in achieving long-term employment. Recently, neurodiversity has 

gained attention among HRD professionals to improve the employability and working conditions 

of neurodivergent individuals within the context of organizational diversity, inclusion, and equity 

initiatives (DEI). Much has evolved regarding the notion of diversity since the early 1900s. 

Contemporary conceptualizations of diversity include the acceptance and celebration of 

differences that go extend race, gender, and sexual orientation to encompass disability and 

neurodiversity. 

The management of diversity within organizations has also changed over time, influenced 

by socio-political movements and dominant ideologies framing the diversity discourse of their 

time. From a business and labour management perspective, neurodivergent individuals are now 

regarded as an untapped pool of talent that can potentially enhance innovation and organizational 
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performance. This requires HRD to adopt strategies that successfully integrate and nurture 

neurodivergent employees in the workplace. 

Historically, diversity training was offered to employees and managers to help raise 

awareness of differences and improve acceptance; however, decades of research show that 

diversity training is not effective in reducing bias. Existing literature on diversity management 

provides some strategies that can be used to improve diversity in general, but there is currently a 

lack of empirical studies on the strategies that work specifically in the context of neurodiversity. 

Some of the suggestions, namely facilitating the development of diversity intelligence, 

developing spaces and an organizational culture that allows neurodivergent individuals to openly 

disclose their condition, and using universal design for learning within the workplace, are 

promising ideas that require further exploration. 

The present study seeks to answer the following question: what are the most prominently 

discussed HRD strategies—–training and development, career development, organizational 

development–—within professional publications in the past 10 years to support neurodivergent 

individuals in the workplace?  
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Chapter 3: Methodology 

This chapter will justify the methodology used to answer the following question: 

1. What are the most prominently discussed HRD strategies—–training and development, 

career development, organizational development–—within professional publications in 

the past 10 years to support neurodivergent individuals in the workplace? 

This section will commence by justifying the choice of methodology. It will then explain 

how the sample was selected, how the data was analyzed, and finally, how the credibility and 

trustworthiness of the study were ensured. 

Choice of a Research Methodology 

The nature of the research question requires a systematic search of existing literature to 

draw a synthesized conclusion. There are three ways to proceed: a meta-analysis, a meta-

synthesis, and an integrative literature review. 

To begin, a meta-analysis is a set of techniques used to analyze the results of multiple 

quantitative studies to understand the effects of a single study in the context of all the studies on 

the subject (Creswell & Guetterman, 2019, p. 357). Since a meta-analysis is, in essence, a 

systematic review of multiple experimental studies to understand their combined effects, this 

strategy has been ruled out due to a lack of available studies (N. Doyle & McDowall, 2022). 

Similarly, a meta-synthesis is an “integration of results from qualitative studies to 

interpret (not aggregate) the findings and results” (Leary & Walker, 2018, p. 530). Because meta-

syntheses require the researcher to interpret the results of several qualitative studies, such a 

strategy has also been ruled out due to the lack of empirical research on neurodiversity.  

Given the ruling out of the previous two methods, the integrative literature review was 

selected as the methodology for this study. The integrative literature review is defined as a 
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systematic process of exploring, critiquing, and synthesizing an existing body of literature to 

gain insight and knowledge (Cronin & George, 2023; Elsbach & van Knippenberg, 2020; Hopia 

et al., 2016; Snyder, 2019; Torraco, 2016). Although initially intended for peer-reviewed 

literature, the analysis can also include other types of literature as long as it is systematically and 

transparently reviewed.  

How the Sample Was Selected 

This section will present how the sample was selected. More precisely, it will explain the 

following: the choice of the literature included within the sample, the use of keywords to access 

the literature to be analyzed, the selection of databases and the reasons for which they were 

selected, other strategies for selecting relevant literature to be analyzed, and the inclusion and 

exclusion criteria used to select the literature after the search. 

Two important factors were considered for the selection of the sample. First, existing 

peer-reviewed literature confirmed the lack of empirical studies concerning the implementation 

of workplace strategies supporting neurodiversity (N. Doyle & McDowall, 2022). Second, an 

initial search into professional sources revealed that the subject receives more coverage than in 

the peer-reviewed literature. Trade and professional publications, as well as reports from non-

profit and government organizations, address neurodiversity in the workplace. As a result, this 

integrative literature review explores the coverage in trade and professional publications.  

To enhance feasibility, the study focused on publications from the ABI/Inform (ProQuest) 

database, limited to English-language sources from the past ten years (January 2013 to March 

2024) and excluded peer-reviewed articles. 

The data collection procedure consisted of the following steps: 
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1. Selected keywords included ((“neurodiversity” OR “neurodivergen*”) AND workplace 

AND (“learning need” OR “learning design” OR “training” OR “inclusion effort” OR 

“diversity management”) NOT (funding OR grant* OR “Drugs abuse” OR Drug*)). 

These terms, derived from the literature review, focus the search on articles discussing 

neurodiversity or related terms, such as neurodivergence, neurominority, or 

neuroinclusivity, in relation to the workplace. 

2. Searched of the ABI/Inform (ProQuest) database. The initial search yielded 293 entries. 

Of these articles, 10 entries were removed for being available in multiple publications. 

Additionally, 1 was removed for being a peer-reviewed article. 

3. Performed a systematic review (Torraco, 2005b) of the 282 entries by reading the articles 

to identify relevant publications and writing structured abstracts to facilitate later 

analysis. Abstract-only screening was generally not possible due to the nature of the 

literature. Relevant articles had to: 

a. Address neurodiversity in a workplace setting. 

b. Discuss HRD strategies—training and development, career development, or 

organizational development—either explicitly or implicitly. 

4. During the full-text review, it was noted that further exclusion criteria were required. 

Articles solely discussing recruitment strategies, which fall outside the scope of HRD, 

benefits for employees with neurodivergent children, and interior design considerations 

for neurodivergent employees were excluded. An additional 106 articles were excluded, 

resulting in a sample of 176 articles. 

To answer the research question and to help other researchers replicate the study, the 

following search information was extracted and recorded into an Excel spreadsheet:  
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• Information about the search itself, namely the name of the database consulted, the 

keywords used to search the databases, and the search date. 

• Publication information, including the year of the publication, any information about 

the author if available, and the type of publication. 

• Information regarding neurodiversity and the strategies supporting its implementation 

in the workplace. This includes a brief description of how the author characterizes the 

term neurodiversity, and if discussed, the strategies proposed or documented related 

to improving neurodiversity in the workplace, and the dimensions of HRD the article 

addresses, namely, training and development, career development, organizational 

development, or other areas. 

• Any additional notes that may be relevant to the research are also recorded. These can 

include information on authors and whether they are neurodivergent and how it 

affects their employability or working conditions, or managers and workers who work 

with neurodivergent employees. 

Finally, an assessment of whether the article is relevant, thus included in the research, or 

not relevant and excluded from the research, was recorded following the review. Additionally, 

the present study is exempt from ethics because it does not involve human subjects. 

How Was the Data Analyzed? 

This section will describe the data analysis process used to answer the research question. 

To begin, the data collection phase involved gathering the following information: 

• General information: year of publication, type of publication, and sector or industry. 
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• Research results: key findings related to HRD strategies—training and development, 

career development, and organizational development—as well as workplace 

practices.  

Given the nature of the research question, a methodical analysis of the literature for 

recurrent themes was conducted to identify recurring themes and patterns in workplace strategies 

that support neuroinclusive environments. The synthesis of the data involved analyzing the 

strength of the patterns:  

• Themes that are recurrent in all the articles constitute a dominant pattern. 

• Themes that are recurrent in 51% to 99% of the articles constitute a strong pattern. 

• Themes that are recurrent in 33% to 50% of the articles constitute a weak pattern. 

• Themes that are recurrent in 15% to 32% of the articles constitute an interesting 

pattern. 

• Themes that are recurrent in 7% to 14% of the articles constitute a noteworthy 

pattern. 

• Themes that are recurrent in less than 7% of the articles constitute a limited pattern. 

A strong recurrent theme will indicate that the themes are important strategies to 

consider, based on the current belief system underlying the work with neurodivergent 

individuals. The result of the synthesis will be a general characterization of current beliefs 

underpinning the strategies that are perceived as important for the integration of neurodivergent 

workers. The strategies used within this study are congruent with the integrative literature review 

methodology employed to synthesize the literature on a specific topic to generate new 

knowledge (Torraco, 2016). 
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Assuring Credibility and Trustworthiness 

To ensure the credibility and trustworthiness of the research, a frame interview was 

conducted at the beginning of the research to reveal any entering biases that could affect the 

study. Additionally, an audit by another master’s student at the end of the study was performed to 

uncover any bias or problems with the data. Finally, as an alternative to using two researchers, 

the study was reviewed by faculty supervisors. 
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Chapter 4: Results 

This chapter presents the study’s findings, beginning with a description of the sample of 

articles analyzed and followed by answers to the research question. 

About the Sample 

This section provides a description of the research articles selected for analysis. 

Specifically, it describes the methodology used, their year of publication, the type of publication, 

and the subject covered. 

As noted in the Methodology chapter, the study sample includes 176 articles from trade 

and professional publications published between January 2013 and March 2024. The following 

characteristics were tracked: (1) year of publication, (2) type of publication, and (3) publication 

subject. The overall trend indicates an exponential increase in articles addressing neurodiversity 

in the workplace. Figure 1 illustrates the number of publications by year. This is consistent with 

findings from a literature review on peer-reviewed research (Rollnik-Sadowska & Grabińska, 

2024, p. 6), exemplifying the growing interest in the topic within research and practice. 

Figure 1 

The Number of Publications by Year 
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Note. This figure illustrates the relationship between the number of publications pertaining to 

neurodiversity in the workplace by year. The search ended on March 31, 2024, explaining the 

decrease in articles reported for that year. 

To get a sense of the types of publications exploring this topic, the publication types and 

the number of publications for each type were tracked. Table 1 summarizes the results. 

Table 1 

The Number of Publications by Publication Type 

Publication Type Number of Publications 

Blog, Podcast, or Website 53 

Industry Report 1 

Magazine 33 

Trade Journal 89 

Total 176 

 

To get a sense of the sectors or industries most concerned with neurodiversity, data from 

the Publication Subject field in the ABI/Inform (ProQuest) database was analyzed to group 
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subjects into broader sectors or industries. When multiple subjects were listed (such as Business 

and Economics, Education), the sector that best represented the focus based on the review was 

selected. Table 2 presents the results. 

Table 2 

The Number of Publications by Sector or Industry 

Sector or Industry Number of Publications 

Advertising and Public Relations 2 
Business and Economics 96 
Children and Youth (Parenting) 1 
Communication 4 
Computer and Technology 3 
Criminology and Law Enforcement 1 
Education 3 
Energy 1 
Engineering 2 
Food and Food Industries 2 
Gardening and Horticulture 1 
Heating, Plumbing and Refrigeration 2 
Insurance 2 
Interior Design and Decoration 2 
Labour and Law 11 
Medical Science 10 
Political Science 5 
Public Administration 4 

 
Real Estate 1 
Shoes and Boots 1 
Other (General Interest News) 22 
Total 176 

 

To better understand how neurodiversity is framed in trade and professional publications, 

the study also tracked whether each article provided a definition or explanation of neurodiversity. 

Out of 176 articles, 57 (a weak pattern, 32.39%) provided a definition, while 118 (a strong 

pattern, 67.04%) did not. The overall trend suggests that more recent articles tend not to define 

neurodiversity. Figure 2 illustrates the relationship between the number of articles by year that 

include or exclude a definition of neurodiversity. 

Figure 2 

The Number of Articles by Year with and without a Definition of Neurodiversity 
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Answers to the Research Question 

This section presents the results to the research question:  

1. What are the most prominently discussed HRD strategies—training and development, 

career development and organizational development—within professional publications in 

the past 10 years to support neurodivergent individuals in the workplace? 

It begins by outlining the total numbers of identified strategies, organized according to 

the dimensions of Human Resource Development (HRD). This is followed by a description of 

the themes and subthemes that emerged, the strength of the observed patterns, and the strategies 

or recommendations that were highlighted from the sample. The section is structured according 

to the HRD dimensions mostly prominently discussed in the sample and concludes with a 

synthesis of the results.  
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The study revealed a total of 439 strategies discussed across the three dimensions of 

HRD. The findings revealed that organizational development strategies were the most frequently 

discussed, with 205 instances (weak pattern, 46.69%), followed by training and development 

strategies with 189 instances (weak pattern, 43.05%), and career development strategies with 45 

instances (noteworthy pattern, 10.25%). 

Organizational Development Strategies 

As previously mentioned, organizational development strategies were the most reported 

type of strategies, accounting for 205 instances (weak pattern, 46.69%).  

Notably, 48 out of 176 articles (an interesting pattern, or 27.27%) did not propose any 

organizational development strategies. 

The 205 strategies were categorized into seven broader themes and, whenever pertinent, 

were divided into subthemes, providing further characterization and clarifications to the 

strategies that are recommended found in the sample. Table 3 lists the themes, the numbers of 

instances, and the relative percentage of training and development strategies. 

Table 3 

Themes, Number of Instances, and Percentages of Organizational Development Strategies 

Themes 

Number of 

Instances 

Relative 

Percentage 

Culture change 76 37.07 

Empty recommendations 2 - 

Holistic inclusion 18 - 

Inclusive culture 39 - 

Psychological safety 19 - 

Workplace accommodation 55 26.83 

Empty recommendations 5 - 

General DEI accommodation 30 - 

Neurodiversity accommodation 18 - 

Specific accommodation or accessibility strategy  2 - 

Policy and program design 38 18.54 

Empty recommendations 3 - 

Policies and procedures 13 - 

Data analysis 10 - 

Programs 6 - 
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Leadership commitment 4 - 

Other 2 - 

Partnership 21 10.24 

Empty recommendations 1 - 

External and internal 3 - 

External only 10 - 

Internal only 7 - 

Continuous improvement 9 4.39 

Other 6 2.93 

Intersectionality 1 - 

Bridging the gap between science and practice 1 - 

Diversity in leadership roles 2 - 

Avoid performative actions 1 - 

Specific tool 1 - 

Total 205 100% 

 

 Culture Change. The sample revealed 76 strategies related to culture change within the 

workplace, indicating a weak pattern in the literature. This theme represents the strongest pattern 

in within organizational development strategies, with a relative frequency of 37.07%.  

The term culture change is used within the context of this study to represent the 

transformation of values, beliefs, and practices within the organization. Further subdivision 

yielded the four subthemes, and they constitute various aspects in which the literature further 

characterizes the transformation of organizational culture towards neuroinclusion.  

The first subtheme, empty recommendations, appeared twice (2 of 76, or 2.63% of the 

articles in the Culture Change theme), indicating a limited pattern. For the purpose of this study, 

empty recommendations refer to an instance where a strategy is named without providing 

specific details, clarifications, or further recommendations. 

The second subtheme, holistic inclusion, accounted for 18 of the 76 strategies (or 23.68% 

of the articles in the Culture Change theme), revealing an interesting pattern. For this study, 

holistic inclusion refers to the transformation of all organizational systems and processes to 

foster, or to improve the fostering, of neuroinclusion—a sense that neurodivergent individuals 

feel accepted, valued, and welcomed into the organization. The study noted the use of the terms 
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“holistic” and “systemic” in reference to transformations within organizations that involve 

comprehensive changes to organizational structures, environments, and practices. However, it is 

unclear whether these terms were used interchangeably. The following strategies, 

recommendations, and insights emerged from the articles:  

• Organizations should move beyond targeted hiring initiatives for neurodivergent 

individuals, such as an autism hiring campaign, to a neuroinclusive approach that 

encompasses all aspects of the organization (Chesney, 2024). For instance, companies 

such as SAP, Hewlett Packard Enterprise, and Dell Technologies have hired 

neurodivergent individuals through autism or neurodiversity hiring programs, often to 

fill specific roles in technology-related fields (Austin & Pisano, 2017). However, 

according to Chesney (2024), a truly neuroinclusive workplace must go beyond hiring 

neurodivergent individuals for specialized positions (para. 6). Organizations should 

therefore open access to a wider range of jobs, provide performance support (such as 

regular feedback from supervisors), career development opportunities, and foster a 

workplace culture that is welcoming and supportive of neurodivergent individuals. 

• Universal design can be applied to the workplace to enhance neurodiversity (Etra, 

2023; Williams, 2023). As a reminder, universal design typically develops work-

related or learning experiences with access needs in mind, ensuring that individuals 

who present with certain challenges can use the material, thus ensuring equity and 

inclusion (Coplan et al., 2021). Although two articles mentioned this strategy, only 

one provided clarification, emphasizing the need to create multiple versions of a work 

tool to accommodate diverse access needs (Etra, 2023). 
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• Organizations can address structural inequality by implementing systemic changes 

(A. Brown, 2019b; Carter, 2022a; Farmiloe, 2022; Praslova, 2024; Rolack & 

Gonggrijp-Bello, 2021; Varga, 2023). Although the articles do not define the terms 

structural inequity and systemic change, this study defines structural inequity as the 

injustice stemming from interrelated disparities in health, wellbeing, and opportunity, 

which are shaped by structural factors, such as socioeconomic and political contexts, 

public policies, and societal values that operate across multiple sectors and levels of 

influence throughout an individual’s life course (Egede et al., 2024, p. 488). As for 

systemic change, it refers to the large-scale, comprehensive transformation of 

organizational structures, environments, and practices addressing the cognitive, 

emotional, physical, and social needs of neurodivergent individuals (Carter, 2022; 

Praslova, 2024). The articles specifically highlight that a commitment to systemic 

change is the ideal place to begin transforming the organization towards 

neuroinclusivity because neurodivergent individuals may not want to be identified by 

their type of neurodivergence or be treated differently (A. Brown, 2019b; Carter, 

2022a; Rolack & Gonggrijp-Bello, 2021). The strategies supporting performance 

should be offered to everyone, even to people who do not disclose their 

neurodivergence (Carter, 2022a). Organizations should therefore challenge the 

dominant norms, address bias in organizational practice and shift the focus away from 

the individual “fixes” to broader changes within the organization that support all 

employees, including neurodivergent individuals, such as fostering conditions that 

support their wellbeing and sustain a sense of belonging (Praslova, 2024; The 

Saturday Debate, 2022). Finally, an article exploring why diversity training does not 
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work recommended organizations to couple diversity training initiatives with other 

strategies, such as mentorship and sponsorship programs (not defined in the article), 

diversity committees or task forces that have the authority to hold the organization 

accountable (The Saturday Debate, 2022).  

• Organizations can implement large-scale transformations to enhance neurodiversity 

gradually by establishing small, measurable objectives and actively involving all 

members of the organization (Varga, 2023). For instance, organizations can begin by 

setting one or two goals they believe to have the highest impact and measure its 

outcome (Varga, 2023). Although no concrete example is shared, Varga (2023) 

claims that the strategy can build credibility, confidence and trust in the overall 

direction of the transformation and, as a result, improve momentum (para. 9). 

• Leadership buy-in, which involves organizational leaders recognizing the value of 

neurodivergent individuals and then spearheading the transformation towards 

neuroinclusivity, is considered by some authors the starting point of the 

transformative process (“Atlas World Group Inc.,” 2023; A. Brown, 2019a, 2019b; 

Fordham, 2016; Rolack & Gonggrijp-Bello, 2021).  

• Consulting neurodivergent employees, customers, and external clients for insights on 

improving systems and processes ensures that the needs of everyone are well 

represented and addressed (“Atlas World Group Inc.,” 2023). 

The third subtheme, inclusive culture, was noted 39 times (39 of 76, or 51.32% of the 

articles in the Culture change theme), emerging as a strong pattern. For the purpose of this study, 

inclusive culture refers to the belief that prioritizes the creation of an organizational environment 

that supports neurodiversity. Several factors were identified as key components: 
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• Inclusive language, which in the context of this study, is understood as avoiding 

expressions and phrases that could be perceived as exclusionary or marginalizing to 

individuals or groups based on their differences (Moody, 2022; Thom, 2023; Uddin, 

2023; Walker, 2022). This is considered an essential for neuroinclusion, as bias and 

negative stereotypes are often communicated through the ways individuals speak to 

and about neurodivergent individuals (Uddin, 2023). Shifting towards the consistent 

use of non-derogatory language, whether written or spoken by employees, 

management, or leadership, serves as a tangible expression of an organization’s 

commitment to inclusion (Thom, 2023; Uddin, 2023; Walker, 2022). 

• Accountability refers to the obligation of organizations to evaluate and be answerable 

for success or shortcomings in meeting their neuroinclusion efforts (Colvin, 2024; 

Duncan, 2024; Macaulay, 2024). This is achieved by collecting and analyzing data to 

measure progress (Colvin, 2024). Employer and leadership ownership of their 

diversity initiatives was also highlighted as a critical factor in the success or failure of 

inclusion initiatives (Colvin, 2024). 

• Transparency was described at both organizational and interpersonal level (Colvin, 

2024; Macaulay, 2024). At the organizational level, transparency refers to the 

organization’s willingness to openly share information, goals, progress, and 

challenges related to optimizing inclusion efforts (Colvin, 2024). For instance, it was 

suggested that HR personnel grant front-line managers the ability to consult HR-

related data, as they are the “actually make the decisions that impact outcomes on 

belonging” (Colvin, 2024). At the interpersonal level, it emphasizes honest, clear, and 

respectful communication between neurotypical and neurodivergent individuals 
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(Macaulay, 2024). Because neurodivergent individuals may present with 

communication difficulties, managers can promote a culture that values clarity and 

transparency between work colleagues by encouraging giving and receiving feedback, 

and fostering a culture where people feel at ease to speak up without any fear of 

potential stigma or discrimination (Macaulay, 2024). 

• People-centric culture reflects the belief that employees are critical to organizational 

success and that their wellbeing should be prioritized over productivity metrics 

(Ettling, 2019) by acknowledging and addressing mental health issues in the 

workplace that can decrease productivity and increase employee turnover rates 

(Farmiloe, 2023). Organizations that adopt this approach recognize that individuals 

possess unique strengths, which are often overlooked as the case of neurodivergent 

individuals due to negative stereotypes, and attempts to foster understanding and 

collaboration among individuals (Farmiloe, 2023; Mazzoni, 2019; Merrett, 2023; D. 

Smith, 2022). 

• Meritocracy, for the purpose of this study, is understood as a system in which career 

advancement and recognition are determined by an individual’s demonstrable 

abilities, contributions, and competencies (Cambridge Dictionary, n.d.). Although 

limited explanation was provided, the principle of fairness was emphasized, 

suggesting that systems related to hiring and promotion should be equally accessible 

to all individuals (McKinsey Insights, 2022; D. Smith, 2022). 

• Specific tools or frameworks were occasionally mentioned as a means to guide 

inclusive culture-building efforts. For instance, an organization used the Culture 

Design Canvas framework to guide the discovery and envisioning process of the 
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organization’s core values (Reindle, 2024). Although the framework was not 

explicitly explained, the article noted that the culture-building activity involved a 

series of collaborative brainstorming sessions with employees and volunteers 

throughout the organization (Reindle, 2024). 

The fourth subtheme, psychological safety, was mentioned 19 times (19 of 76, or 25% of 

the articles in the Culture change theme), noting an interesting pattern. For the specific purpose 

of this study, psychological safety refers to the shared belief that the workplace is secure for 

interpersonal risk-taking (Edmondson, 1999; Newman et al., 2017). Within the context of 

neurodiversity, a psychologically safe environment is a critical component of an inclusive 

workplace as it would enable neurodivergent individuals to feel at ease unmasking (Pryke-

Hobbes et al., 2023), share personal challenges, and engage openly in communication without 

fear of marginalization or career repercussions (Haywood Queen, 2023). It is associated with 

improved job satisfaction and performance (Birke, 2023), and is regarded as a more effective 

driver of neuroinclusion than general awareness initiatives, as it actively cultivates a sense of 

security and acceptance (Clegg, 2017). However, few articles provide concrete guidance on how 

to enhance psychological safety in practice. The recommendations offered are as follows: 

• Implement strict measures to address discrimination and incivility (McCorkindale, 

2023). 

• Use inclusive language and promote mental health at work (Uddin, 2023). 

• Ensure that leaders prioritize psychological safety across the organization (Johnson, 

2023). 

In summary, culture change towards neuroinclusion involves large-scale organizational 

transformation that fosters inclusive communication, promotes accountability and transparency, 
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values merit-based advancement, and adopts a people-centric approach that supports individuals 

in reaching their potential. Integrating universal design and cultivating psychological safety 

further enhances neuroinclusion by facilitating disclosure, flexibility, and a sustained sense of 

belonging across all organizational levels. 

Workplace Accommodation. The Workplace Accommodation theme represents the 

second-strongest pattern in the sample concerning strategies pertaining to organizational 

development with a relative percentage of 26.83% (55 of 205 strategies, interesting pattern). 

Workplace accommodation refers to any modifications to the work setting or the specifics of a 

job to enable individuals with disabilities or those hindered by standard work practices to 

perform their duties effectively (Canadian Association for Supported Employment, 2023). This 

theme encompasses strategies focusing on adapting work processes and environments to meet 

individual needs. Further division of the strategies discussed on workplace accommodation 

yields four subthemes.  

The first subtheme, empty recommendations, accounted for five out of the 55 strategies 

(5 of 55, or 9.09% of the articles within the Workplace Accommodation theme), emerging as a 

noteworthy pattern. 

The second subtheme, general DEI accommodation, was mentioned 30 times (30 of 55, 

or 54.55% of the articles within the Workplace Accommodation theme) suggesting a strong 

pattern. This subtheme categorizes accommodation strategies that can benefit a broader inclusion 

that is not specific to neurodivergent individuals but may include them as well. 

Recommendations that emerged include the following:  

• Provide flexible work hours and hybrid work (Carter, 2022a; Jacob, 2023). 
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• Offer accommodation—modifications or adaptations to a job or the workplace so that 

they are able to participate fully (Anonymous, 2017; Colvin, 2024; Ellis, 2020; 

Johnson, 2023; King, 2024; A. Nelson, 2018; “Tyson Launches Workforce Support 

Pilot Program,” 2023), ideally with minimal delays (Anonymous, 2017). 

• Provide assistive technology—devices, hardware, software, or products that help 

individuals, often disabled individuals, with certain tasks to improve productivity or 

overcome certain limitations (Colvin, 2022c; King, 2024; Maity, 2023). 

The third subtheme, neurodiversity accommodation, was noted 18 times (18 of 55, or 

32.73% of the articles within the Workplace Accommodation theme), indicating a weak pattern. 

Although some of the recommendations suggested in the second subtheme were reiterated, the 

ones categorized under this theme were more specific to neurodivergent needs. Specific 

recommendations are as follows: 

• For individuals with difficulties focusing, offering distraction-free zones (Kollins, 

2024), placing these individuals in low-traffic areas (Talent Development, 2018), and 

providing technology that allows them to remove background noise during remote 

video calls or meetings (Scrimgeour, 2022) can improve concentration.  

• For individuals experiencing challenges being in crowded environments, remote or 

hybrid work should be made available (Binford, 2022; Pandey, 2021). 

• For individuals with social communication difficulties, organizations can allow 

alternative means of communication, such as using email or live chat as opposed to 

mandating obligatory live communication with colleagues or clients (Carter, 2022b). 

• For neurodivergent individuals, accommodation services should be considered a 

normal part of performance improvement, not regarded as special treatment (Volkers, 
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2021), be tailored to the employee’s needs (Coulston, 2023; Fordham, 2016; Ovaska-

Few, 2018), and ideally, be provided without a diagnosis (Wood, 2023). 

The fourth subtheme, specific accommodation or accessibility strategy, was mentioned 

twice (2 of 55, or 3.64% of the articles within the Workplace Accommodation theme), indicating 

a limited pattern. Notably, one article suggested conceptualizing accommodation in the following 

three formats: physical (such as the physical environment), supportive (such as emotional and 

behavioural assistance), and technical (such as assistive technology) accommodation (Pacilio, 

2024). Another article mentioned Microsoft’s implementation of the Accessibility Evolution 

Model as a success story for neurodiversity inclusion; however, it did not explain why this 

strategy was effective or beneficial (Bleasdale, 2021). 

To summarize, workplace accommodation involves providing neurodivergent employees 

with the tools and means necessary to perform at their best. Findings suggest that 

accommodation requests be processed with as minimal roadblocks as possible not only to 

improve performance but also to promote the feeling of inclusion and belonging. 

Policy and Program Design. The Policy and Program Design theme represents the third-

strongest pattern in the sample regarding strategies for organizational development aimed at 

fostering neurodiversity in the workplace, with a relative percentage of 18.54% (38 of 205 

strategies, interesting pattern). Articles discussing the creation, implementation or improvement 

of organizational programs or policies to enhance neuroinclusion were categorized under this 

theme. For the purpose of this study, policies refer to a course of principle or action used as a 

basis for decision-making; and programs, a set of interventions aimed at achieving specific goals. 

Further categorization of the sample identified five subthemes. 
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The first subtheme, empty recommendations, accounted for three of the 38 strategies (3 

of 38, or 7.89% of the articles in the Policy and Program Design theme), emerging as a 

noteworthy pattern.  

The second subtheme, policies and procedures, was mentioned 13 times (13 of 38, or 

34.21% of the articles in the Policy and Program Design theme), revealing a weak pattern. The 

findings suggest creating policies that promote fairness, accessibility, autonomy, and non-

discrimination by ensuring equitable access to opportunities and resources, and by including 

protective measures (such as a zero tolerance for discrimination policy, anti-harassment policy, 

or anti-bullying policy) to ensure that all employees, including neurodivergent individuals, can 

perform optimally (Gaul, 2021; McKinsey Insights, 2022; Small, 2021; Thom, 2023; 

Waterworth, 2023). 

The third subtheme, data analysis, was noted 10 times (10 of 38, or 26.32% of the articles 

in the Policy and Program Design theme), emerging as an interesting pattern. For organizational 

transformation initiatives aimed at fostering neurodiversity to be effective, the literature suggests 

that data should be collected and analyzed to inform decisions for continuous improvement 

regarding workplace accommodations (Howatt & Cooper, 2023; Roberts, 2019) and to address 

bias in organizational practices (Walker, 2022). It also recommends the importance of gathering 

feedback from neurodivergent employees (Duncan, 2024; Jones, 2024; Kearslake, 2024; 

Macaulay, 2024) and providing managers access to the data (Colvin, 2024). Additionally, the 

gathering of “HR metrics” was mentioned as on the topic of making informed decisions; 

however, no additional information was provided (“Having a Diverse Workforce Is Not Only 

Right, but Good for Business,” 2023). Furthermore, analyzing attrition data—information 

concerning employees leaving the organization—was proposed as a strategy to assess how 
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successfully neurodivergent individuals are integrated and retained within the organization 

(Hirsch, 2022). 

The fourth subtheme, programs, was highlighted six times (6 of 38, or 15.79% of the 

articles in the Policy and Program Design theme), emerging as another interesting pattern. 

Strategies within this subtheme propose designing various programs to raise awareness of 

neurodiversity and to promote the inclusion of neurodivergent employees (HR Daily Advisor 

Staff, 2020; Nedlund, 2020). Specific recommendations include creating neurodiversity 

celebrations or awareness campaigns that encompass some or all the following elements: 

learning events (K. Wilkinson, 2022), self-disclosure (Colvin, 2022c; K. Wilkinson, 2022), and 

resource sharing (K. Wilkinson, 2022). 

The fifth subtheme, leadership commitment, was noted four times (4 of 38, or 10.53% of 

the articles in the Policy and Program Design theme), emerging as a noteworthy pattern. The 

findings underscore the critical role of organizational leaders in driving neuroinclusivity efforts 

(“Atlas World Group Inc.,” 2023; Bahl, 2020; A. Brown, 2019a; Gurchiek, 2018). Their active 

commitment is seen as essential (“Atlas World Group Inc.,” 2023; Bahl, 2020; A. Brown, 

2019a), as they are responsible for initiating and supporting the development of DEI committees, 

implementing inclusive policies and programs, and appointing roles such as health and safety 

officers to advance organizational transformation (“Atlas World Group Inc.,” 2023; Gurchiek, 

2018). 

The sixth subtheme, other, categorized two strategies (2 of 38, or 5.26% of the articles in 

the Policy and Program Design theme, limited pattern) that fell within policy and program design 

but did not align with the other subthemes. Notably, one article recommends forming a task 

group with the objective of identifying opportunities for optimizing inclusion or investigating 
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workplace discrimination (Anonymous, 2017), while another suggests access to a Health 

Insurance Portability and Accountability Act (HIPAA) board-certified behaviour analyst 

(Donnelly, 2020), without specifying any reasons. 

Overall, the articles discussing policy and program design primarily highlight the 

importance of neuroinclusive initiatives and guidelines, as they aim to establish a code of 

conduct that respects employees from diverse backgrounds and with varying needs. To achieve 

this, organizational leaders must be willing to support and promote these initiatives. The 

literature further recommends that data be collected and measured for use in continuous 

improvement efforts. 

Partnership. The Partnership theme represents the fourth-strongest pattern in the sample 

concerning strategies pertaining to organizational development with a relative percentage of 

10.24% (21 of 205 strategies, noteworthy pattern). For the purpose of this study, the term 

partnership refers to collaborative relationships between stakeholders that are aimed at exploring 

mutually beneficial goals related to neuroinclusion. This study distinguishes between external 

partnerships—collaborations with businesses, public institutions, and non-profit organizations—

and internal partnerships, which involve cooperation among individuals or groups within the 

organization. This distinction informed the development of four subthemes reflecting whether 

the literature recommended one or both types of partnerships.  

The first subtheme, empty recommendations, was found once among the 21 strategies (1 

of 21, or 4.76% of the articles in the Partnership theme), underscoring a limited pattern. 

The second subtheme, external and internal (partnership), categorized articles mentioning 

both types of partnerships. This accounted for 3 of 21 strategies (3 of 21, or 14.29% of the 

articles in the Partnership theme), revealing an interesting pattern.  
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The third subtheme, external only (partnership), categorized articles mentioning 

partnerships solely with external. This type of partnership was mentioned 10 times (10 of 21, or 

47.61% of the articles in the Partnership theme), highlighting a weak pattern. Examples of 

external partnerships recommended are as follows: 

• Organizational outreach programs, vocational rehabilitation programs, and various 

not-for-profit organizations serving the neurodivergent community to secure 

neurodivergent talent (Cassidy, 2022; Hodge & Sheehy, 2023) 

• Public funding to support organizational looking to enhance neuroinclusion at work 

(Cassidy, 2022) 

• Neurodivergence or autism experts and organizations with neuroinclusion consulting 

firms to assist with recruitment efforts, provide awareness training, and help 

organizations re-examine their policies and procedures to be more neuroinclusive 

(Chesney, 2024; Deveau, 2018) 

• Universities and educational institutions, including work placement opportunities or 

applied research on workplace neuroinclusion (A. Brown, 2019a) 

The fourth subtheme, internal only (partnership), was noted seven times (7 of 21, or 

33.33% of the articles in the Partnership theme), emerging as another weak pattern. Concerning 

internal partnerships, the sample discusses the pertinence of collaborating with neurodivergent 

employees by helping them set up employee-led groups, such as employee resource groups 

(ERG). These volunteer-led groups comprised of employees working in the same organization 

meet to discuss and act on issues that matter to them to bring organizational change (Cenkci et 

al., 2019, p. 2). 
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Ultimately, the partnership theme highlights the importance of forming alliances inside 

and outside the organization with employees and with partners from the corporate, public and 

community sectors. These partnerships can help the organization set up a variety of services from 

organizational development, career development, training and development support. 

Continuous Improvement. The Continuous Improvement theme is the fifth-strongest 

pattern found in the sample concerning strategies pertaining to organizational development with 

a relative percentage of 4.39% (9 of 205 strategies, limited pattern). For this study, continuous 

improvement refers to the organization’s willingness to reexamine their current process and 

pursue ongoing transformations to bring changes that are aligned to its specific goal, in this case, 

to nurture neurodiversity. Specifically, the literature suggests that neuroinclusivity is not a “one-

and-done” activity (Blanchard, 2021). Instead, organizations should continuously re-examine 

their current ways of functioning, adopt new strategies (Bank, 2024; Johnson, 2023; King, 2024; 

Reindle, 2024), and provide ongoing training and professional development opportunities to 

employees (Rolack & Gonggrijp-Bello, 2021). 

Others. The sample revealed six strategies (6 of 205 strategies, or close to 3%) that fell 

within organizational development but did not fit within any of the subthemes, indicating a 

limited pattern. Specifically, intersectionality was named, but not explained or explored 

(Coulston, 2023). Additionally, an article highlighted the need to bridge the gap between science 

and practice (Thom, 2023), ensuring that neurodiversity is well represented in leadership roles 

(Colvin, 2022a), and avoiding performative actions—gestures or actions that are symbolic in 

nature without a genuine commitment towards change (Hirsch, 2022). Finally, a specific tool 

entitled the Mental Health Matrix was presented to help managers identify challenges related to 

mental health (L. Moore, 2021). 
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To summarize, trade and professional publications discussed a wide array of 

organizational development strategies aimed at nurturing neurodiversity in the workplace, with 

culture change as the one that is the most prominently discussed and workplace accommodation 

as the second most discussed topic. In effect, the discussion on cultural and systemic 

transformation as a means to make the workplace more hospitable to neurodivergent individuals 

while finding ways to support them in their challenge exemplifies how the social model of 

disability is applied in the workplace. However, many strategies presented lacked precise details 

or explanation, limiting the actionable value of the findings. Nevertheless, some interesting 

findings were revealed that they received limited coverage in the peer-review literature that was 

surveyed and presented in Chapter 2, namely the importance of partnering with internal and 

external stakeholders, such as educational institutions and public organizations, to affect change 

on an even larger scale. 

Training and Development Strategies 

Regarding training and development strategies discussed in trade and professional 

publications, the analysis identified 189 strategies across the 176 articles (weak pattern, 43.05%). 

These strategies were categorized into five broader themes and, when relevant, further divided 

into subthemes. Table 4 lists the themes, the number of instances, and the relative percentage of 

training and development strategies. 

The analysis also examined the number of publications that either did not discuss training 

and development strategies. Specifically, 44 out of 176 articles (interesting pattern, 25%) did not 

propose any training and development strategies. 

Upon reviewing the findings, the themes were further subdivided, and thematic grouping 

based on the expression of strategies in the sample was employed to aid in characterization. 
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Table 4 

Themes, Number of Instances, and Percentages of Training and Development Strategies 

Themes 

Number of 

Instances 

Relative 

Percentage 

Diversity training 115 60.85 

Empty recommendations 24 - 

Awareness  69 - 

Recruitment  5 - 

Communication 5 - 

Supporting neurodivergent co-workers 3 - 

Microaggression  2 - 

Emotional intelligence 1 - 

Compliance 1 - 

Educational technology 5 - 

Training and development for neurodivergent workers 44 23.28 

Empty recommendations 3 - 

Role-specific and industry-specific training 13 - 

Soft skills training (including social communication training) 9 - 

Coaching, mentoring, buddy system 7 - 

Work integrated learning 5 - 

Workplace onboarding 4 - 

Life skills training 2 - 

Digital skills 1 - 

Training for managers and supervisors 18 9.52 

Empty recommendations 4 - 

Managing neurodiverse teams 11 - 

Mental health 2 - 

Reasonable accommodations 1 - 

Other 12 6.35 

Training for leadership 6 - 

Training for Board of Directors 1 - 

Empty recommendations 5 - 

Total 189 100% 

  

Diversity Training. The Diversity Training theme emerged as the strongest pattern 

within training and development, accounting for 60.85% of the strategies identified (115 of 189 

strategies, strong pattern). As a reminder, diversity training is an umbrella term used to describe 

any activities designed to reduce bias among managers and workers (Paluck et al., 2021, p. 542). 

To better understand how diversity training is characterized in trade and professional 

publications, the identified strategies were categorized into subthemes based on the topics 

addressed. The thematic categorization process yielded nine subthemes, which primarily 
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represent the specific knowledge or skills addressed in diversity training, with the exception of 

one subtheme that encompasses training design and educational technology—the use of human-

made tools and processes to help facilitate learning—to improve the efficacy of awareness 

training.  

The first subtheme, empty recommendations, accounted for 24 of the 115 strategies 

(20.87% of the articles in the Diversity Training theme), emerging an interesting pattern.  

The second subtheme, awareness, emerged with the strongest pattern within the Diversity 

Training theme, with 69 of 115 strategies (60% of the articles in the Diversity Training theme), 

indicating a strong pattern in the literature. Despite awareness being categorized under the same 

umbrella as diversity training, this subtheme specifically uses the term awareness to gain deeper 

insight on the topics that working professionals need to understand regarding neurodiversity and 

creating a neuroinclusive workplace. Specific discussion points and recommendations from the 

sample are as follows. 

First, awareness is perceived as a way to promote understanding of neurodiversity 

(“Behind Rack Room Shoes’ Commitment to Supporting an Inclusive and Diverse Workforce,” 

2024; Carter, 2022b; Duncan, 2024; Johnson, 2023; Macaulay, 2024). Developing widespread 

understanding contributes to fostering neurodiversity in the workplace, which is reportedly 

linked to increased innovation, enhanced productivity, improved problem-solving, and a positive 

work culture (Macaulay, 2024). It is also assumed that a better understanding of neurodiversity 

among work colleagues means that they would be more inclined to extend support to 

neurodivergent employees (Oesch, 2019). 

Second, training is perceived as a means to dispel inaccurate stereotypes of 

neurodivergent individuals and reduce the risk of discrimination (B. Balakrishnan & McGrath, 
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2023; Gaul, 2021; Macaulay, 2024; Small, 2021). This is achieved by providing clarity on the 

challenges faced by neurodivergent individuals (Kendall, 2017), explaining the way their 

differences are experienced in the workplace (Crist, 2024; Macaulay, 2024), and highlighting 

neurodivergent individuals’ strengths and abilities (Macaulay, 2024; C. Wilson, 2023), such as 

the ability to hyperfocus, a skill that is present among some individuals with ADHD (Lagosha, 

2023).  

Third, ongoing awareness training is regarded as an organizational commitment to an 

inclusive culture (King, 2024). Some suggested training on “disability-related issues to all 

personnel, specifically those involved in recruitment, hiring, promotion and retention processes” 

(King, 2024). Others recommended training on psychological safety (“Behind Rack Room 

Shoes’ Commitment to Supporting an Inclusive and Diverse Workforce,” 2024; Farmiloe, 2023; 

Gaul, 2021; D. Smith, 2022); however, it is difficult to determine whether the focus is on 

compliance or simply awareness due to the lack of explanation. Further suggestions included 

implementing unconscious bias training and cultural competency, but no further explanation was 

provided (Jones, 2024). 

Fourth, awareness training is also used to improve employees’ understanding of 

accessibility—defined as the process of providing people with activities, products and 

environments that are usable for people with disabilities (Uddin, 2023)—and workplace 

accommodation. Concerning specific recommendations, one article emphasized the importance 

of increasing “awareness around assistive technology, both for people with disabilities and for 

the IT teams deploying it” (Scrimgeour, 2022); and another emphasized the need to train all 

employees on accessibility protocols (Maity, 2023); however, they did not further elaborate. 

Additionally, an article recommended that tools, resources, and strategies should be included in 
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accessibility-related awareness training (K. Wilkinson, 2022). Finally, the need to update existing 

training materials to make them accessible to neurodivergent individuals was mentioned 

(Fischer, 2023; Macaulay, 2024; Pazdel, 2023), in addition to the need to update existing 

diversity training to include neurodiversity (Carter, 2022b). 

The third subtheme, recruitment, accounted for five of 115 strategies (4.35% of the 

articles in the Diversity Training theme), representing a limited pattern. For the purpose of this 

study, recruitment refers to hiring people into the workforce and this subtheme attempts to 

identify training recommendations related to the process of hiring neurodivergent individuals. 

Although some articles reported successful recruitment strategies by changing how they conduct 

recruitment, they did not share any insights with their readers (Bleasdale, 2021; Talent 

Development, 2018). Others referred to awareness training as being important to reduce bias 

within the hiring process (Kiefer, 2021). For instance, hiring managers who rely on interviews or 

social cues such as eye contact to assess a candidate may not accurately capture neurodivergent 

individuals’ range of talent (A. Brown, 2019b; Selko, 2019). 

The fourth subtheme, communications, was mentioned in five of the 115 strategies (5 of 

115, or 4.35% of the articles in the Diversity Training theme), indicating a limited pattern. This 

subtheme was established to better capture instances where communication was discussed in the 

context of diversity training for a broad audience. Regarding potential guidance and 

recommendations that can be drawn from the sample, very limited insight can be gained. 

Specifically, although one article named improving communication skills as a strategy they used, 

they did not provide any specific recommendations or offered clarifications as to how 

communication skills helped enhance neurodiversity (Ovaska-Few, 2018). Another mentioned 

that traditional neurodiversity training (unclear as to what is meant by that) should be replaced 
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with targeted communication skills training (Etra, 2023), but specific details were lacking. 

Overall, the articles suggest training employees on communicating in an appropriate, non-

derogatory, and non-stigmatizing manner to build connection and foster good working 

relationships (Etra, 2023; Uddin, 2023). To avoid miscommunication when speaking with 

neurodivergent individuals, clear, unambiguous instructions and direct feedback were 

recommended (Volkers, 2021). 

The fifth subtheme, supporting neurodivergent co-workers, was noted three times among 

the 115 strategies (3 of 115, or 2.61% of the articles in the Diversity Training theme), emerging 

as a limited pattern. This subtheme attempted to characterize training interventions offered to 

neurotypical employees that can improve the performance of neurodivergent individuals or 

workplace inclusion. Training to become “neurodiversity champions” was identified, but 

additional information was not provided to clarify what is meant by the term or how these 

champions can enhance neurodiversity in the workplace (Degen & Baker, 2023). Additionally, 

“specially trained job coaches who offer individually tailored support” (Ellis, 2020, para. 20) was 

mentioned, highlighting that coaches may require training to fulfill their supportive role. 

The sixth subtheme, microaggression, was mentioned twice (2 of 115, or 1.74% of the 

articles in the Diversity Training theme), indicating a limited pattern. Although the articles in the 

sample do not define the term, microaggression is defined as actions or gestures that feel hostile 

or insensitive to some aspect of our identity, such as someone’s race, gender, sexuality, parental 

status, socioeconomic background, or mental health (Washington, 2022). Even though the 

articles highlighted microaggression as a training topic (“Atlas World Group Inc.,” 2023; 

Farmiloe, 2022), none provided reasons or offered specific guidance for training and 

development professionals. 
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The seventh subtheme, emotional intelligence training, was mentioned once (1 of 115, or 

0.87% of the articles in the Diversity Training theme), indicating a limited pattern. Emotional 

intelligence (EI) refers to an individual’s capacity for self-awareness, personal reflection and the 

ability to recognize, manage and react to emotions from within and from others (HR Daily 

Advisor Staff, 2020). A study involving neurodivergent individuals revealed that developing EI 

leads to an improvement in personal and interpersonal skills, thus fostering greater relationships 

across the entire organization (HR Daily Advisor Staff, 2020). Specific recommendations 

regarding EI training are as follows (HR Daily Advisor Staff, 2020): 

• Train leaders first in emotional intelligence because they will inspire employees to be 

emotionally intelligent and set the tone for the entire organization. 

• Implement real time, interactive workshops that promote social awareness and 

relationship building through role-play and activities where learners use active 

listening, empathy and self-regulation. 

• Promote corporate social responsibility through employee engagement by developing 

initiatives that support individuals and communities outside of the workplace (such as 

food drive, volunteering at a non-profit organization). 

• Ensure that the training programs are safe spaces—a space free from ridicule and 

ostracization—where they can learn about themselves and learn how to regulate their 

emotions. 

The eight themes, compliance, were mentioned once (1 of 115, or 0.87% of the articles in 

the Diversity Training theme), indicating a limited pattern. The term compliance—which refers 

to the act of obeying the law or a rule—was selected because of its historical and present ties 

with diversity training, as previously discussed in Chapter 2. The sample provided little 
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information on the importance of compliance, with the insight being that organizations should 

have training in place to “avoid any risk under applicable labour laws” highlighting the need for 

employers to understand the legal obligations and potential consequences for non-compliance 

(Veysey, 2023). 

The ninth theme, educational technology—the theory and practice of using software, 

hardware and instructional design approaches to facilitate learning—was referenced 5 times out 

of 115 strategies (5 of 115, or 4.35% of the articles in the Diversity Training theme), indicating a 

limited pattern. Given that peer-review literature has not yet found the most effective 

instructional design strategy to develop diversity training (Bezrukova et al., 2016), this subtheme 

attempted to identify potentially helpful strategies for educational technologists and instructional 

designers—professionals who use software, hardware, learning theories and approaches to 

facilitate learning—to create more effective training and learning experiences.  

Additionally, immersive VR technology was used in neurodiversity awareness training to 

allow neurotypical employees to temporarily experience living with autism, or another 

neurodivergence, or disability to foster a deeper sense of empathy and understanding 

(“Celebrating Inclusivity and Empowerment: Highlights from Our EMEA Team,” 2024). 

Regarding instructional design approaches, the following were recommended (Cosshall, 

2020): 

• Providing training in several formats, alluding to the application of universal design 

for learning in the workplace, to provide neurodivergent and neurotypical individual 

training in multiple forms that suit their learning needs. 

• Breaking learning units into smaller chunks to help manage attention span. Known as 

chunking, this strategy is a general instructional design strategy to help learners 
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manage cognitive load—the mental effort required to process information or to learn  

(Artino, 2008, pp. 426–429).  

• Allowing learners to skip ahead in learning units or easily revise topics was suggested 

as a strategy to help people neurodivergent individuals with potentially cognitive 

challenges or learning disorders, though the article did not provide further 

explanations. 

• When assessing learning assessments, providing different means to demonstrate 

mastery was suggested to allow for learners to be in control and to accurately assess 

learning among neurodivergent individuals. No further details were provided. 

Overall, diversity training is a strategy that is primarily used to foster a sense of 

awareness towards neurodiversity and neurodivergence in the hope of reducing negative 

stereotypes, encouraging empathy, compassion and acceptance towards neurodivergent 

employees by upkeeping an environment that is conductive to work. Some articles attempted to 

provide suggestions on how to improve the design of diversity trainings, such as chunking 

content into smaller units; but upon review, these strategies were consistent with effective 

training design in general (Carliner, 2015). 

Training and Development for Neurodivergent Workers. The Training and 

Development for Neurodivergent Workers theme emerged as the second-strongest pattern, 

accounting for 23.28% (44 of 189 strategies in training and development), emerging as an 

interesting pattern. Similar to the previous theme, further division was used to gain a better 

understanding of the themes and topics discussed in the sample that can foster neurodiversity in 

the workplace. However, this subtheme distinguishes from the diversity training theme in its 
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focus on drawing patterns, specifically regarding strategies that are used to assist neurodivergent 

individuals. The subcategorization process yielded eight subthemes. 

The first subtheme, empty recommendations, accounted for 3 of the 44 strategies (6.82% 

of the articles in the Training and Development for Neurodivergent Workers theme), emerging a 

noteworthy pattern. 

The second subtheme, role-specific and industry-specific training, included 13 of 44 

strategies (39.55% of the articles in the Training and Development for Neurodivergent Workers 

theme), indicating an interesting pattern. Although the articles do not offer a definition, for the 

purpose of this study, role-specific and industry-specific training are learning interventions aimed 

at facilitating the acquisition of knowledge and skills required for a specific job, role, or industry. 

The terms technical training (Ellis, 2020; Oesch, 2019) and workplace skills training (Colvin, 

2022b) were grouped under this subtheme. It is important to clarify that this study did not track 

the precise recommendations of each industry or job type but considered the greater pattern that 

emerged from the recommendations.  

Specifically, the articles emphasize the importance of role- or job-specific training 

beyond aligning the neurodivergent individual with their inherent skills (such as matching them 

to a data analysis position because they are perceived as being good at finding patterns) (S. 

Anand, 2022; Bahl, 2020; Chesney, 2024; Deveau, 2018; Ellis, 2020; Express Computer, 2023; 

Fifth Third Bancorp, 2021; Haywood Queen, 2023; Lisanti, 2023; MIT Sloan Management 

Review, 2023; Oesch, 2019). These skill development opportunities are often offered through 

neurodiversity hiring programs (Ellis, 2020; Express Computer, 2023). Providing certification 

and recertification to neurodivergent individuals was also mentioned without specific details as 

to how they might be helpful for them (Lisanti, 2023). Technical training is often combined with 
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additional training and development strategies, such as soft skills training (covered in the next 

theme) to ensure that neurodivergent individuals are employable (Bahl, 2020). 

The third subtheme, soft skills training, appeared in 9 of 44 strategies (20.45% of the 

articles in Training and Development for Neurodivergent Workers theme), indicating an 

interesting pattern. The Association for Talent Development (2024) defines soft skills as “the 

ability to interact amicably with others, such as communication, leadership, empathy, delegation, 

flexibility, teamwork, and innovation” (B. Nelson, 2024, para. 1). Articles referring to executive 

functioning skills training (such as “organization and memory skills”) (Oesch, 2019) were 

categorized under this subtheme. Certain articles claim that soft skills training is important for 

neurodivergent individuals but do not offer additional explanations (Kearslake, 2024; Moody, 

2022). As for specific recommendations, they are as follows: 

• Provide a coach or buddy as continuous support in social skills development, such as 

navigating social etiquette in the workplace (Behmke, 2018; Rolack & Gonggrijp-

Bello, 2021). 

• Train neurodivergent employees on skills related to “organization and memory”; no 

further details were offered (Oesch, 2019).  

• Improve self-awareness—one’s conscious knowledge of one’s abilities, emotions, 

personality, motives, and desires—to further develop their strengths (Carter, 2022b). 

Although this can benefit neurotypicals, self-awareness is even more important for 

neurodivergent individuals because they need to learn how to leverage the strengths 

they possess to counterbalance certain impairments or limitations (Carter, 2022b).  

• Emotional intelligence training may be potentially be helpful not only to facilitate 

self-awareness, but also to improve one’s ability to manage emotions, navigate social 
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settings, and maintain positive interpersonal relationships (HR Daily Advisor Staff, 

2020). 

The third subtheme, coaching, mentoring, and buddy system, comprised 7 of 44 strategies 

(15.90% of the articles in the Training and Development for Neurodivergent Workers theme), 

indicating an interesting pattern. Although the literature does not define coaching or mentoring, 

the Chartered Institute of Personnel and Development (CIPD) (Hayden, 2024) defines the terms 

as follows: 

Coaching aims to produce optimal performance and improvement at work. It focuses on 

specific skills and goals, and may also have an impact on an individual’s personal 

attributes, such as social interaction or confidence. The process typically lasts for a 

defined period of time or forms the basis of an ongoing management style. Workplace 

mentorship is a relationship in which an experienced colleague shares their expertise to 

help a less experienced individual grow and develop. It calls on the skills of questioning, 

listening, clarifying and reframing that are associated with coaching. One key distinction 

is that mentoring relationships tend to be longer term than coaching arrangements (para 

4–7). 

This subtheme specifically tracked the instances where coaching, mentoring or the use of 

a buddy—a work colleague who is assigned to support the neurodivergent individual—was 

referenced and their recommendations. Although none of the articles explicitly provide guidance 

on how to set up coaching, mentoring or buddy systems, findings suggest that the buddy, coach 

or mentor acts as a support mechanism, and not all articles provide specific details as to the 

nature of the support (Deveau, 2018), some claim that they help newly hired neurodivergent 

employees feel comfortable in their new role (Behmke, 2018). Additionally, as noted in the 
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previous subtheme, the use of buddies has been suggested to help neurodivergent individuals 

communicate more effectively with different people (Germain, 2023; Rolack & Gonggrijp-Bello, 

2021). 

Work integrated learning was the fifth subtheme and accounted for 5 of 44 strategies 

(11.36% of the articles in the Training and Development for Neurodivergent Workers theme), 

emerging as a noteworthy pattern. As previously defined in Chapter 2, work integrated learning 

(WIL) is an educational approach underpinned by social-cultural theories that provides the 

learner with concrete work experience through strategies such as learning through 

apprenticeships and internships (Coplan et al., 2021). Although the sample discussed strategies 

related to work integrated learning, it provided limited to no information on the following 

strategies: vocational training to help neurodivergent individuals build “marketable skills that 

would help them compete for gainful employment” (Fifth Third Bancorp, 2021), paid internships 

(no further information) (Deffenbaugh, 2023), work experience (no further information) 

(Angelini, 2023), apprenticeship—a paid work-education program—(Hall, 2021), and on-the-job 

simulation activities that approximate certain settings to help neurodivergent individuals adjust 

to new environments or situations (Oesch, 2019). Thematically, the findings emphasize the 

practical and experiential nature of learning to build competencies through authentic workplace 

engagement; however, the articles offer limited guidance and insights that can assist working 

professionals improve vocational training, internships and learning by apprenticeship programs. 

The sixth subtheme, onboarding, was mentioned in 4 of 44 strategies (9.09% of the 

articles in the Training and Development for Neurodivergent Workers theme), indicating a 

noteworthy pattern. The following recommendations were noted: 
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• Onboarding should prioritize human connections rather than focus on completing 

administrative tasks, such as filling out paperwork, to help the employee foster a 

sense of belonging with the organization (Mulcahy, 2023). 

• Onboarding should provide company guidelines and explicitly state social or 

unwritten norms (Cuadra, 2021), including reporting relationships and dress code for 

neurodivergent new hires (Ellis, 2020). Although the suggestion is not substantiated 

by an explicit explanation, they were described within the context of providing clear, 

direct communication, a recurrent recommendation within several themes and 

subthemes of this study pertaining to communication and teamwork. Another reason 

for presenting clear guidelines and policies is to reduce the potential feeling of being 

overwhelmed (Ellis, 2020). In other words, neurotypical employees need to be 

mindful of potential difficulties associated with neurodivergence, as some have 

difficulty with social communication and implicit norms by adjusting their strategies 

accordingly.  

The seventh subtheme, life skills training, was counted twice among the 44 strategies (2 

of 44, or 4.54% of the articles in the Training and Development for Neurodivergent Workers 

theme), indicating a limited pattern. This subtheme attempted to characterize training that fell 

outside of technical skills and soft skills but was considered by the sample as relevant for a 

person’s development. Specifically, an article distinguished employability and life skills (Bahl, 

2023) when describing a 14-week training program that neurodivergent candidates underwent as 

part of a “Train, Intern and Hire model” (Bahl, 2023) but did not provide any explanation as to 

how they might help the neurodivergent hire or any clarification as to what these terms mean. As 

reported in the article, life skills training (namely financial planning and nutrition) was integrated 
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into a neurodiversity program by the name of the Dandelion Project (Oesch, 2019). No reasons 

or explanations were given as to why these skills were useful for personal or professional 

development neurodivergent individuals.  

The eighth subtheme, digital skills, was also referenced once (1 of 44, or 2.27% of the 

articles in the Training and Development for Neurodivergent Workers theme), indicating a 

limited pattern. Although the term was discussed as part of Digital Skills for the Workplace 

program, an initiative highlighting the combined strategies of internships within corporate 

settings and digital skills development in higher education to prepare young adults for “careers in 

technology” (Moody, 2022, para. 4), the article does not clarify what it meant by digital skills 

and whether it falls under a job or industry-specific skill. 

The findings regarding training and development for neurodivergent workers primarily 

emphasize the importance of both job-specific and executive functioning skills. The prevalence 

of job and industry-specific skills in the theme of Training and Development for Neurodivergent 

Workers suggests that ensuring that these employees possess the necessary skills and abilities is a 

concern for organizations. To support individual performance, strategies such as buddy systems, 

coaching, and structured onboarding are recommended. Additionally, the sample highlights the 

importance of creating a welcoming environment for neurodivergent employees and of clearly 

communicating workplace rules and expectations. However, although the findings indicate that 

life skills training can also help neurodivergent employees recognize and leverage their inherent 

strengths, the articles fail to explain why skills such as nutrition or financial skills would be 

helpful for neurodivergent employees. 

Training for Managers and Supervisors. The Training for Managers and Supervisors 

theme emerged as the fourth-strongest pattern, accounting for 9.52% within training and 
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development (18 of 189 of the articles in training and development), highlighting a noteworthy 

pattern. The strategies within this theme pertain to training activities for individuals in 

managerial roles, including recruitment managers. Four subthemes were identified. 

The first subtheme, empty recommendations, accounted for 4 of the 18 strategies (4 of 

18, or 22.22% of the Training for Managers and Supervisors theme), revealing an interesting 

pattern. 

The second subtheme, managing neurodiverse teams, accounted for 11 of 18 articles (or 

61.11% in the Training for Managers and Supervisors), emerging as a strong pattern. The sample 

provided limited information, but nonetheless it proposed that employers consider offering 

training to managers and supervisors so that they were able to “support neuro-distinct team 

members to thrive” (Biggs, 2024, para. 9), and learn how to better integrate neurodivergent 

workers (Selko, 2018), highlighting the need for managers to learn how to support 

neurodivergent individuals. 

Additionally, a call for better training for managers on neurodivergence was highlighted 

without offering concrete suggestions on how to improve them (Anonymous, 2017). Specific 

recommendations are as follows: 

• Supervisors should receive training on effective communication strategies (no further 

details provided) (Coulston, 2023; Pazdel, 2023), develop skills related to unbiased 

assessment of performance and skills (A. Brown, 2019b), and how to design 

meetings, interviews, and work environments that are accessible and psychologically 

safe (Carter, 2022b). 

• Training on how to hire and terminate autistic employees was suggested (Gurchiek, 

2018). No additional information or explanation was given. 
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• Hiring managers with formal training on autism conduct were mentioned without 

additional information provided (Talent Development, 2018). 

Additionally, an article on how managers can help employees with ADHD did not 

specifically address training for managers but provided insights that can potentially guide future 

training projects for managers (Kollins, 2024). These include breaking tasks into smaller chunks, 

providing accommodation, finding distraction-free workspaces, and connecting the employee 

with a buddy, and, more importantly, underscoring the need to treat cases on an individual basis, 

and without typecasting the employee (Kollins, 2024). 

The third subtheme, mental health, was mentioned twice (2 of 18, or 11.11% of 

the articles in the Training for Managers and Supervisors theme), indicating a noteworthy 

pattern. This subtheme tracked instances where the sample referenced training on the topic of 

mental health for managers and supervisors. Regarding mental health, the articles recommended 

covering microaggression and psychological safety, and suggested that mental health training for 

managers should be compulsory (Anonymous, 2017; Roberts, 2019).  

The fourth subtheme concerned reasonable accommodations and was mentioned once as 

a training consideration for managers (1 of 18, 5.56% of the articles in the Training for Managers 

theme), revealing it to be a limited pattern. The article recommends increasing managers’ 

knowledge regarding reasonable accommodation to support neurominority employees (Gaul, 

2021). 

In summary, the Training for Managers and Supervisors theme is primarily associated 

with strategies for managing and supporting neurodivergent employees at both an individual and 

team level. Although several articles reference training for managers and supervisors, many lack 

concrete, applicable recommendations that can be used by HR professionals. Nonetheless, they 
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highlight the importance of training on the following subjects: microaggressions, psychological 

safety, accommodation, and bias. The supportive nature of the manager is also highlighted, as 

articles recommend that managers possess knowledge of the available resources to better support 

neurodivergent employees.  

Others. Findings revealed 12 strategies within the sample that fell outside the established 

themes (12 of 189, or close to 6.35% of the articles in the training and development theme), 

revealing a limited pattern. Broadly, these encompass the following subthemes: training for 

leadership, training for Board of Directors, and empty recommendations following the mention 

of training. It is important to note that while the articles employ the terms leadership and Board 

of Directors, it is unclear whether the Board of Directors falls under leadership. This study makes 

the distinction between these terms and is reported as distinct subthemes to accurately report the 

findings. 

 The first subtheme, training for leadership, was mentioned six times (6 of 12, or 50% of 

the articles in the Others theme), indicating a weak pattern. Notably, leadership training to foster 

the following knowledge and skills was mentioned: psychological safety (McKinsey & 

Company, 2023), mental health (L. Moore, 2021), communication (Wood, 2023), emotional 

intelligence (HR Daily Advisor Staff, 2020), and inclusion (Nason, 2021). 

Concerning psychological safety and mental health, training (such as training on non-

stigmatizing language) and non-training strategies (such as implementing mental health 

workplace programs, ensuring that mental health services are available) were suggested 

(McKinsey & Company, 2023).  

Regarding communication, training on understanding emotional language was reported as 

a factor to consider. In effect, while the term was not explicitly defined, the article stated that 
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leaders must learn to understand the intention behind the message as neurodivergent individuals 

may not be able to deliver a message with an emotional impact (such as having a flat affect), and 

for instance, an urgent message may not appear as such through its delivery (Wood, 2023).  

As for emotion intelligence was also reported as a necessity for leaders for reasons 

already outlined in the emotional intelligence subtheme of the Diversity Training theme (HR 

Daily Advisor Staff, 2020). 

As for inclusion, the article mentioning the strategy provided little insights that can help 

others, as its primary focus was on reporting a diversity award given to a law firm for their 

diversity program. Based on the information provided, the award-winning initiative used an 

“inclusive leadership training program, which teaches how and why to promote inclusion” 

(Nason, 2021, para. 4), highlighting the pertinence for leaders to receive training on inclusion. 

The second subtheme, training for the Board of Directors, was identified once (1 of 12, or 

8.33% of the articles in the Others theme), emerging as a noteworthy pattern. The mention of 

psychological safety for the Board of Director was mentioned within an article covering an 

award-winning DEI program, but it did not specify the reasons as to why it was particularly 

important for the intended audience (Ford, 2024). 

The third subtheme, empty recommendations, was identified five times (5 of 12, or 

41.66% of the articles in the Others theme), indicating a weak pattern. Unlike the previous empty 

recommendations, which characterized the lack of recommendations at the mention of the theme 

(such as diversity), empty recommendations categorized in this subtheme were noted at the broad 

mention of training without any details. 

Overall, three observations can be drawn from training and development strategies 

discussed in trade and professional publications. First, they primarily focus on raising awareness 
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about neurodiversity, equipping managers and leaders to better support neurodivergent 

individuals by improving psychological safety, reducing negative stereotypes and bias, and by 

fostering a sense of belonging. In effect, diversity training emerged as the most frequently 

discussed theme; however, despite its prominence in the sample, the strategies discussed lacked 

specificity and the prevalence of empty recommendations across several subthemes limits the 

insight and the value that can be drawn from the sample. Second, the discussion on training is 

predominantly focused on people surrounding the neurodivergent individual rather than the 

individuals themselves. In effect, combined with diversity training (115 instances), training for 

managers and supervisors (18 instances), training for the Board of Directors (1 instance), and 

training for leadership (6 instances) account for a total of 140 strategies out of 189 (strong 

pattern, 74.07% in training and development strategies) as opposed to the 44 instances of 

strategies discussed concerning neurodivergent individuals themselves. This discovering is not 

surprising, given the ample discussion within peer-reviewed literature on not only the lack of 

awareness and sensitivity to neurodiversity but also negative perceptions and violence as 

contributing factors to the difficulties and hardship neurodivergent individuals face in the 

workplace (Austin & Pisano, 2017; N. Doyle, 2020a; Krzeminska et al., 2019; Mellifont, 2020; 

Rollnik-Sadowska & Grabińska, 2024). Third, although this study found limited actionable 

recommendations on how to support neurodivergent individuals through training and 

development strategies, trade and professional publication is a source of literature rich with 

success stories of neurodivergent individuals who have successfully entered the job market 

through a variety of programs offering technical skills training and soft skills training; suggesting 

that a combined approach of awareness building, organizational transformation and skill 

development does improve the employment outcomes of neurodivergent individuals. 
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Career Development Strategies 

Relating to career development, the analysis of the sample identified 45 strategies within 

the 176 articles (25.56% of the articles in career development strategies). These 45 strategies 

were categorized into eight broader themes and then, whenever pertinent, were further divided 

into subthemes. Table 5 lists the themes, the numbers of instances, and the relative percentage of 

career development strategies. 

The analysis also examined the number of publications that did not discuss career 

development. Specifically, 135 out of 176 (76.70%) articles did not propose any career 

development strategies, highlighting a strong pattern. 

Table 5 

Themes, Number of Instances, and Percentages of Career Development Strategies 

Themes 

Number of 

Instances 

Relative 

Percentage 

Career coaching and support 21 44.67 

Empty recommendations 10 - 

Peer-to-peer career coaching and support (ex.: ERG) 8 - 

Professional, expert-led support 2  

Specific type of mentoring 1 - 

Managerial support 7 15.56 

Empty recommendations 1 - 

Mentoring 2 - 

Promotion equity 4 - 

Internship 6 13.33 

Access to career enhancers 5  

Access to sponsors 3 - 

Skill or project-based career enhancers 2 - 

Strategies for neurodivergent individuals 3 6.67 

Other 3 6.67 

Access to mental health support 1 - 

Access to career advancement opportunities 1 - 

Access to career advancement data 1 - 

Total 45 100% 

 

Career Coaching and Support. Because coaching and support provided by managers 

and employees are discussed in a variety of contexts, for instance, as training and development 

strategies and as interventions to be considered in organizational development, this theme 
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attempted to capture support offered by employees and other professionals that specifically 

improve career growth. A weak pattern (21 of 45, or 44.67% of the articles addressing career 

development) emerged in the sample. The study identified multiple career development 

strategies, including some referring to specific people or professions who can help 

neurodivergent individuals with their career growth. To better characterize these strategies, the 

theme was divided into four subthemes. 

The first subtheme, empty recommendations, accounted for 10 articles (10 of 21, or 

47.62% of the articles in the Career Coaching Support theme), revealing a weak pattern. As a 

reminder, empty recommendations refer to the lack of specificity when the articles refer to 

coaching and similar strategies. 

The second subtheme, peer-to-peer support, was mentioned eight times (8 of 21, or 

38.09% of the articles in the Career Coaching Support theme), emerging as a weak pattern. Peer-

to-peer support refers to neurodivergent employees providing career coaching or advice to 

another neurodivergent employee. This form of support is available in a one-on-one format or in 

a group setting, such as employee resource groups (ERG), which are volunteer-led groups 

comprised of employees working in the same organization who frequently meet to discuss and 

act on issues that matter to them (Cenkci et al., 2019, p. 2). Regardless of the type of support, the 

strategies typically involve obtaining career-related insights from other neurodivergent peers 

(Pazdel, 2023, p. 3) and networking opportunities with potential career role models (Khanna, 

2023). 

The third subtheme, professional, expert-led support, was mentioned twice (2 of 21, 

9.52% of the articles in the Career Coaching and Support theme) emerging as a noteworthy 

pattern. The articles highlighted the importance of expert-driven interventions to help 
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neurodivergent individuals. For instance, an occupational therapist can provide a wide variety of 

career-related assistance, which can range from helping them practice interviews to working on 

specific skills, such as executive functioning or finding ways to lessen the impact of sensory 

challenges related to neurodivergence that can impact their career progression (Picciuto, 2015). 

The fourth subtheme, specific type of mentoring, appeared once (1 of 21, 4.67% of the 

articles in the Career Coaching and Support theme), emerging as a limited pattern. Rather than a 

unilateral mentoring approach where the mentor teaches the learner, reciprocal mentoring fosters 

bidirectional and mutual learning (Haack et al., 2019). Thus, mentoring a neurodivergent 

employee is a mutually beneficial experience offering personal and professional development to 

both parties (Haack et al., 2019). 

Overall, the sample provided limited recommendations that can be used to guide working 

HRD professionals. Nonetheless, it underscores the career development benefits of building 

support systems between employees where neurodivergent individuals can network, support each 

other, and learn from one another. 

Managerial Support. The Managerial Support theme was identified in 7 strategies (7 of 

45, or 15.56% of the total articles addressing career development), emerging as an interesting 

pattern. For the purpose of this study, managerial support refers to interventions and actions from 

managers aimed at providing career guidance or assistance. Strategies pertaining to team leads 

and supervisors were also grouped under this theme due to their comparable roles in supervision 

and providing guidance or support to employees. To better capture the nature of the support 

offered by managers or people with comparable roles, further categorization was necessary and 

yielded three subthemes. 
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The first subtheme, empty recommendations, tracked articles mentioning managerial 

support as a strategy where the article did not include additional information. One article was 

found to fit this subtheme (1 of 7, or 14.28% of the articles in the Managerial Support theme), 

revealing a noteworthy pattern.  

The second subtheme, mentoring, was mentioned twice (2 of 7, or 28.57% of the articles 

in the Managerial Support theme), indicating an interesting pattern. The Association for Talent 

Development (Association for Talent Development, n.d.) defines mentoring as follows: 

Mentoring is a reciprocal and collaborative at-will relationship that most often occurs 

between a senior and junior employee for the purpose of the mentee’s growth, learning, 

and career development. Often the mentor and mentee are internal to an organization, and 

there is an emphasis on organizational goals, culture, career goals, advice on professional 

development, and work-life balance. Effective mentors often act as role models and 

sounding boards for their mentees and provide guidance to help them reach their goals 

(para. 1). 

 Limited information was obtained, as mentoring was named but no further explanations 

were provided (Haywood Queen, 2023; Pacilio, 2024). 

The third subtheme, promotion equity, was noted in four articles (4 of 7, or 57, 15% of 

the articles in the Managerial Support theme), representing a strong pattern. Promotion equity 

relates to the notions presented in the meritocracy subtheme in the Organizational Development 

Strategies section, as it specifically relates to the manager’s role in ensuring that all employees 

have access to fair and equal opportunities by ensuring that performance and opportunities are 

determined using a merit-based system (Farmiloe, 2022; D. Smith, 2022). Quarterly discussions 
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with the manager improve the employee experience, facilitate learning, ensure performance 

alignment, and overall translate to a higher retention rate (Mandapati, 2021).  

Although adopting a merit-based approach and offering regular feedback are equally 

valuable for neurotypical employees, a plausible explanation for the presentation of such content 

to foster neuroinclusion is the existence of negative bias regarding neurodivergent individuals’ 

work performance (Austin & Pisano, 2017; Krzeminska et al., 2019) and personal bias in 

performance evaluations (Javidmehr & Ebrahimpour, 2015, p. 295), which can potentially 

impact the career advancement opportunities of neurodivergent individuals. 

To summarize, managers and professionals occupying similar roles appear to be playing a 

vital role in fostering career advancement among neurodivergent employees by providing 

guidance, ensuring promotion equity, and helping neurodivergent individuals develop a career 

plan. From a neuroinclusion perspective, fairness in performance evaluation and promotion 

equity appears to be consistent with suggestions from peer-reviewed literature highlighting 

potential bias in performance assessment towards neurodivergent individuals (Javidmehr & 

Ebrahimpour, 2015). 

Internship. The Internship theme was identified six times (6 of 45, or 13.33% of the total 

articles addressing career development), emerging as a noteworthy pattern. As a reminder, 

internships refer to short-term work experience within an organization and are a type of work 

integrated learning (WIL). Peer reviewed literature presented limited availability of work 

integrated learning opportunities for individuals with disabilities (Gatto et al., 2021).  

Concerning the role of internships in career development, the sample stressed the 

following: the need for remuneration (paid internship) (Deffenbaugh, 2023; D. Moore, 2023), 

access to permanent positions at the end of the work placement (Bahl, 2023; L. Moore, 2021). 
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Additionally, an article commemorating the “specially-abled” reported that Accenture India 

developed an inclusive internship program (the details of the program were not revealed) 

providing on-the-job opportunities to increase their work experience and develop their career 

goals, but did not offer additional insight or recommendations (Bahl, 2020). 

Overall, the sample provided limited insight on how internship opportunities help 

neurodivergent people. Nonetheless, paid internships and access to permanent positions were 

reported as helpful strategies in supporting career growth. Despite the limited empirical research 

on how internships help neurodivergent individuals, as previously mentioned in Chapter 2, such 

findings in the trade and professional publication appear to corroborate the limited information 

that exists regarding work integrated learning’s role in supporting career growth for all 

individuals, including neurodivergent individuals. 

Access to Career Enhancers. The theme, Access to Career Enhancers, was identified 

five times (5 of 45, or 11.11% of the total articles addressing career development), emerging as a 

noteworthy pattern. For the purpose of this study, the term career enhancers refer to activities or 

processes that improve employability and career advancement prospects. The study found two 

types of career enhancers and they are presented in the subthemes below. 

The first subtheme, access to sponsors, was mentioned three times (3 of 5, or 60% of the 

total articles addressing career development) and emerged as a weak pattern. Specifically, the 

articles describe sponsors as individuals who can advocate for neurodivergent individuals’ career 

growth and promotion opportunities, such as a supervisor or a manager (Colvin, 2022a; 

McKinsey Insights, 2022; Nason, 2021). Although there was no explicit guidance for HRD 

professionals on sponsorship, participants reported that colleagues who helped them achieve 

career progression felt deeply valued and included (McKinsey Insights, 2022). 
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The second subtheme, skill or project-based career enhancers, was mentioned twice (2 of 

5, or 40% of the total articles addressing career development) also emerged as a weak pattern. 

Unlike the previous subtheme, which highlighted the importance of human relationships in 

shaping career development opportunities through advocacy or offering advancement 

opportunities, this one underscores the importance of providing neurodivergent employees with 

the opportunity to take on challenging projects, also referred to as stretch assignments (A. 

Brown, 2019b), to develop specific skills that can be beneficial for career advancement (A. 

Brown, 2019b; “Neuro Force,” 2019). Mentorship, specifically, proper guidance and feedback, 

was also brought up as a strategy to support the neurodivergent individuals navigate the 

challenges of a stretch assignment (A. Brown, 2019b). Finally, stretch assignments were 

discussed in the context of neurodivergent individuals “having the same aspirations as all of us” 

(A. Brown, 2019b, paras. 16–17), potentially suggesting their career aspirations are overlooked. 

To summarize, the findings in this study identified the importance of career advocates, 

otherwise referred to as sponsors, individuals who are committed to seeing neurodivergent 

individuals succeed, in offering support to these individuals by providing them with career 

advancement opportunities and stretch assignments aimed at developing the skills required to 

take on future challenges. Mentorship is used alongside these assignments to help neurodivergent 

individuals build the competencies they need to succeed. 

Strategies for Neurodivergent Individuals. The Strategies for Neurodivergent 

Individuals theme was identified three times (3 of 45 strategies, or 6.88% of the total articles that 

addressed career development), emerging as a limited pattern. This theme consolidated strategies 

or recommendations that neurodivergent individuals can use to improve their career prospects. 
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Suggestions include taking charge of their professional development, either alone or with 

the help of others, or having an accountability partner to stay focused on their career goals 

(Moss, 2024). One article mentioned the importance of career satisfaction as an important 

element for neurodivergent individuals to consider but did not provide further details (Clegg, 

2017). Another article mentioned entrepreneurship as a potential career path but did not provide 

further explanations (Azrieli, 2022). 

Other. Three strategies (3 of 47, or 6.38% of the total articles addressing career 

development) did not fit within the other themes in career development, forming a limited 

pattern. In effect, availability and access to mental health support services were a factor that 

contributed to the career success of neurodivergent individuals in military service (“Neuro 

Force,” 2019). Career advancement opportunities extending beyond STEM and technology are 

also an element to consider, as most career opportunities for neurodivergent individuals are 

narrowed to those industries (Ovaska-Few, 2018). Finally, tracking the career advancement of 

all, especially neurodivergent individuals, can help organizations such as who get promoted and 

who are being left out to ensure that career development opportunities and promotions are 

equitable (Colvin, 2024). 

Overall, findings revealed that although career development strategies aimed at 

supporting neurodivergent individuals are discussed in trade and professional publications, they 

lack depth and practical specificity. Strategies supporting career growth are often from external 

sources, either from other neurodivergent employees, managers or professionals, and although 

some recommendations for the neurodivergent individuals themselves were explored, they were 

often vague and lacked concrete guidance. Despite the limited information available, these 

strategies align with discussions within peer-reviewed literature, such as the need for more 
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equitable and unbiased performance reviews (Javidmehr & Ebrahimpour, 2015, p. 295) and work 

integrated learning (Coplan et al., 2021). 

The Most Prominently Discussed Strategies in HRD 

 As a reminder, the study revealed a total of 439 strategies discussed across the three 

dimensions of HRD in 176 articles. In the order of prominence, organizational development 

strategies emerged as the strongest pattern, accounting for 205 instances (weak pattern, 46.69%), 

followed by training and development strategies with 189 instances (weak pattern, 43.05%), and 

career development strategies with 45 instances (noteworthy pattern, 10.25%).  

However, among the strongest themes across the three dimensions of HRD, Diversity 

Training emerges as a strong pattern (115 of 189 training and development strategies, 60.85%), 

Culture Change emerges as a weak pattern (76 of 205 organizational development strategies, 

37.07%) and Career Coaching and Support as a weak pattern (21 of 45 career development 

strategies, 46.67%). Table 6 describes the strongest themes across the dimensions of HRD, the 

number of instances of each theme and their relative percentage. 

Table 6 

The Strongest Themes Across the Three Dimensions of HRD, the Number of Instances and 

their Relative Percentages 

Name of the Strongest Themes Across the Three Dimensions of HRD 

Number of 

Instances 

Relative 

Percentage 

Diversity training 115 60.85 

Culture change 76 37.07 

Career coaching and support 21 46.67 

Total 148 100% 

 

Based on the aforementioned findings, although organizational development was the 

most prominently discussed HRD dimension; however, when comparing themes across the three 

dimensions, diversity training strategies stood out to be the most widely discussed 
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(approximately 60%), with 115 instances reported, highlighting its relative significance in 

fostering neurodiversity in the workplace, as opposed to strategies related to culture change 

(37.07%) or career coaching and support (46.67%). 

Overlaps Across All Three Dimensions of HRD 

To begin, findings revealed that a total of 59 of the 439 strategies (13.44%) were empty 

recommendations, indicating a noteworthy pattern. More precisely, empty recommendations 

were present in 11 strategies in organizational development strategies (11 of 205 strategies, 

5.36%, limited pattern), in 31 strategies in training and development strategies (31 of 189 

strategies, or 16.40%, interesting pattern), and in 17 strategies in career development (17 of 45 

strategies, or 37.78%, weak pattern). Table 7 and Figure 6 compare the number of empty 

recommendations across the HRD dimensions. Therefore, empty recommendations appeared 

more frequently in training and development strategies than other strategies. This raises the 

question as to why articles suggest training as a solution or part of the solution when it is not 

supported by an explanation. 

Table 7 

Number of empty recommendations across the three dimensions of HRD relative to the total 

number of strategies 

HRD Dimensions 

Empty 

Recommendations 

Total Number 

of Strategies 

Organizational Development 11 205 

Training and Development 31 189 

Career Development 17 45 

Total 59 439 

 

Figure 6 

Comparison of the Total Numbers of Strategies Without Further Details relative to the total 

number of strategies in each HRD dimension 
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Furthermore, after analyzing the data, six overarching themes emerged across the three 

dimensions of Human Resource Development (HRD). These themes represent commonalities in 

how neurodivergent individuals are supported through training and development, career 

development and organizational development. 

Awareness as a Foundation. The literature reveals the importance of awareness building 

for organizational change to occur. According to the sample, diversity training helps build the 

necessary knowledge and skills to nurture neurodiversity across the organization. This includes 

communication skills and the use of inclusive language to foster a neurodiversity inclusive 

workplace, the importance of neutrality and the danger of personal bias in performance 

assessment and career progression, the knowledge concerning workplace accommodation and 

what constitutes reasonable accommodation in contrast to what constitutes undue hardship, and 

more. Additionally, individuals in supportive roles—whether coaches, buddies, managers or 

‘neurodiversity champions’—require training to effectively assist neurodivergent employees in 

their professional development. 
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Psychological Safety and Inclusive Culture. The theme of psychological safety and an 

inclusive work environment is emphasized across all three dimensions of HRD. Fostering a 

neuroinclusive culture involves skilled communication, heightened awareness of neurodivergent 

strengths and challenges, and active engagement in creating safe spaces. This is supported by 

training related to emotional intelligence and microaggression, antidiscrimination and workplace 

inclusion policies, as well as equitable career progression opportunities. 

Managers and Organizational Leaders as Supporters of Neurodiversity. Managers 

require training and support from HRD professionals to better supervise, manage, and assist 

neurodivergent employees. Additionally, policies and procedures must be in place for managers 

to enforce them. 

Coaching, Mentoring, and Peer Support. Coaching, mentoring and peer support 

programs can be developed by organizations to help improve learning and can serve as 

networking opportunities for neurodivergent individuals seeking guidance on career 

development. 

Data-Driven Decision-Making. The literature underscored the need to collect and use 

data to design training interventions, to ensure equitable promotion and career progression, and 

to continuously improve organizational development initiatives. 

External and Internal Partnerships. Organizations can foster relationships with both 

internal employees and external partners to increase neurodivergent hires, train neurodivergent 

and neurotypical employees, form stakeholder and expert HRD process audit groups, and drive 

inclusive changes across the organization. 
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Chapter 5: Conclusions 

This chapter brings the study to a close by summarizing key conclusions, including their 

implications for practice, research, and theory. It then addresses the study’s limitations before 

closing with recommendations for future research. 

Conclusions 

This section will begin by summarizing the key findings of the study, presenting how the 

results can complement the existing body of peer-reviewed literature and reveal new areas for 

scientific exploration. 

Given the gap in peer-reviewed literature, namely the lack of applied empirical studies in 

nurturing neurodiversity in the workplace, this study set out to explore this topic through a 

systematic literature review of trade and professional publications within the past 10 years, a 

source of information and knowledge that is widely available for working Human Resource 

Development (HRD) professionals, to bring to light the most prominent HRD strategies used to 

support neurodivergent workers.  

The findings of this study indicate that trade and professional literature on workplace 

neurodiversity primarily emphasizes organizational development strategies, closely followed by 

training and development strategies. Career development strategies receive the least attention. 

When examining the strengths of patterns emerging from the themes within each HRD 

dimension, diversity training occupies an important place within the articles discussing training 

and development strategies. Such finding also highlights the importance of training and 

development as a complementary strategy within the three dimensions of HRD. 

In fact, the three HRD dimensions intersect in their approaches to supporting 

neurodivergent employees. Although each area focuses on different strategies, the findings reveal 
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overlapping themes that emphasize the need for a multifaceted, systemic, and iterative approach 

that includes training, leadership commitment, psychological safety and overall inclusivity, data-

driven decision-making, networking and partnerships. Specifically, HRD strategies do not exist 

in silos but are interwoven to create a neurodiverse workplace environment, and thus, the 

findings suggest that neurodiversity inclusion in the workplace is not a one-time initiative but an 

ongoing process requiring alignment across all HRD dimensions. 

Through a systematic review of workplace neurodiversity discussion from the past 10 

years, which includes perspectives from researchers, neurodiversity advocates, practitioners and 

HR columnists, the study confirms the relevance of pursuing interventions using an ecosystemic 

approach, as suggested by Doyle and McDowall (2022). The study found that most of the 

interventions discussed in the trade and professional publications are primarily implemented at 

the meso (organizational) level than at the micro (individual) level. In other words, these 

strategies are geared towards shaping the work environment via policy changes, cultural shifts, 

and organizational practices, rather than providing personalized, direct support to neurodivergent 

individuals. 

Moreover, the study confirms the lack of discussion regarding the long-term integration 

and success of neurodivergent individuals, such as the success stories of neurodivergent leaders 

who climbed the corporate ladder or case studies of neurodivergent individuals have reached 

important employment milestones (5, 10, or 20 years of employment), as most strategies focus 

primarily on fostering inclusive cultures and raising awareness, rather than on sustained career 

development. Notably, although the topic of recruitment falls outside the scope of HRD and was 

excluded from the study, a substantial portion of the literature emphasizes recruitment strategies, 
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further illustrating the imbalance in focus between initial hiring efforts and long-term workplace 

support. 

The study also raises important questions about neurodiversity awareness. Notably, as the 

years progress, fewer authors appear to be defining neurodiversity, suggesting that the term is 

already becoming widely recognized and integrated into common discourse. As previously 

demonstrated in Chapter 4, the gap between articles that provided a definition and those that did 

not widened over the years, and reached its largest in 2023, with a total of 59 articles that did not 

provide a definition compared to the 11 that did. Additionally, although diversity training 

emerged as the most prominent pattern within training and development, it falls under the 

umbrella of diversity training. Ample empirical research indicates that its effectiveness often 

varies, therefore contradictory to what the present research suggests. However, the contradictions 

do not take away from the findings of this study. The results suggest that neurodiversity 

awareness remains a concern despite indications to the contrary. 

Finally, although the literature provides an array of information on various approaches 

that can potentially enhance neurodiversity in the workplace, the findings suggest that the 

literature can do more to help its reader gain a deeper understanding of effective strategies and 

reasons as to why. For instance, the sample shared some instructional design strategies that can 

improve the quality of the training for neurodivergent individuals, such as chunking, providing 

content in multiple formats, allowing learners to navigate the learning units at their own pace, 

and providing different means to demonstrate competence. However, these appear to be effective 

instructional design strategies that are applicable to everyone, not just neurodivergent 

individuals. Do such findings suggest that good instructional design strategies support all types 

of learners, including neurodivergent individuals? Although this study did not set out examine 
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the relationship between the application of instructional design approaches and the learning 

outcomes of neurodivergent individuals, the findings point towards the value of instructional 

design, and thus, instructional designers as critical partners in supporting training and 

development initiatives. 

Implications 

This section explores the practical and research implications of the study’s findings. It 

first addresses the implications for HRD professionals, policymakers, and organizational leaders, 

followed by a discussion concerning research. 

Implications for HRD Professionals, Policymakers, and Organizational Leaders 

The world is currently witnessing a historic backlash against diversity, equity and 

inclusion (DEI) efforts. HRD professionals and policymakers of today face a dilemma: as social 

perception of DEI shifts, should they continue implementing strategies that support workplace 

diversity, or scale them back? 

Following his inauguration in January 2025, the president of the United States of 

America, Donald Trump, issued a series of executive orders aimed at dismantling DEI initiatives 

across both federal agencies and the private sector. In response, many organizations either scaled 

back or eliminated their DEI policies. However, recent publications are reporting that many of 

these same organizations are experiencing financial loss as a result of their actions (Melville, 

2025). This underscores the importance of maintaining inclusive strategies not only on moral 

ground but also because inclusive practices are perceived as good for business (Braun, 2025).  

This study serves as a comprehensive synthesis of HRD strategies discussed in trade and 

professional publications over the past decade. It identified key patterns that offer actionable 

insights for HRD practitioners seeking to foster a more inclusive and neurodiverse workplace. It 
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is important to note that although these insights fill the current gap in the literature, they are not 

empirically validated. Nonetheless, these findings highlight opportunities for organizations to 

refine training programs, career development pathways, and policies to better support 

neurodivergent employees. 

The first implication concerns diversity training. Based on the study, diversity training as 

a genre does not appear to be waning in popularity, as it emerged as the theme that is most 

widely discussed. This can be attributed to the growing popularity of neurodiversity but remains 

poorly understood. Given that neurodiversity is a concept, movement, and framework that 

recognizes brain-based differences as natural variations within human abilities and experiences, 

diversity training should aim to develop a clear understanding of neurodiversity. This includes 

presenting neurodivergent types, the challenges neurodivergent employees face, and, 

importantly, their inherent strengths. Diversity training should also aim to equip the workforce 

with diversity-ready skills and knowledge. Although no universal agreement on which skills 

should be prioritized exists at the present time, the findings of the study suggest the following 

key topics: 

• Communication skills: inclusive language and effective communication with 

neurodivergent colleagues 

• Accommodation: understanding what it is, why it is important not just for neurodivergent 

individuals but for all employees, what are the legal obligations of employers 

• Psychological safety in the workplace: psychological safety, microaggressions, and 

civility 

• Knowledge and skills to support neurodivergent co-workers: coaching and mentoring 

skills, allyship 
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• Team building: valuing difference, adopting a strength-based approach or mindset 

Diversity training should also be tailored to a profession. For instance, hiring managers or 

recruitment agents should be trained to assess a candidate’s suitability for a position using 

objective measures. Similarly, managers should be trained in how to conduct unbiased 

performance assessments. Finally, although few instances of discussions specifically on 

Universal Design for Learning arose in the sample studied, the literature broadly mentions the 

importance of accessibility, reasonable accommodation and equitable access to training 

opportunities. This means that training designers need to consider how their designs impact 

individuals with neurodivergent types, such as autism, ADHD, developmental coordination 

disorder, learning disorders, and more. 

The second implication relates to the employability of neurodivergent employees. Much 

of the trade and professional literature presents neurodivergent individuals as employable, 

highlighting their skills and talents as valuable assets to organizations, an observation that is 

consistent with findings in peer-reviewed research. One of the strategies discussed in both types 

of literature concerns work integrated learning. Although peer-reviewed literature primarily 

focuses on neurotypical individuals and, to a lesser extent, those with disabilities, this study 

identified discussions on neurodiversity programs, hiring initiatives, and certification programs. 

These programs not only provide job-specific training to prepare neurodivergent individuals for 

workplace challenges but also serve as a credentialing mechanism to demonstrate workplace 

readiness. This suggests that skill-based training plays a critical role in improving employment 

outcomes for neurodivergent individuals and enhances their credibility in the eyes of employers. 

However, organizations without specialized programs can still assess employability through 
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unbiased recruitment practices by prioritizing skills-based evaluations over traditional interviews 

and matching candidates to roles that align with their strengths. 

The third implication for practice concerns authors and publishers of trade and 

professional articles about neurodiversity in the workplace. The results of this study highlight the 

need to continue promoting the understanding of neurodiversity and related concepts. However, 

it was observed that more recent articles on the topic do not include definitions or explanations 

of the terms. It is important for authors and readers alike to recognize that the conceptualization 

of neurodiversity is constantly evolving with advances in medicine and science. Emerging 

studies on the experience of menopausal women and neurodivergence, and specifically how 

hormonal fluctuations can alter brain function (Gottardello & Steffan, 2024) contribute to how 

neurodivergence and neurodiversity is understood using an intersectional approach. It is 

therefore recommended that authors of trade and professional publications systematically define 

key terms. This will ensure that readers not only understand the terms but be able to identify 

shifts in its conceptualization over time. 

Furthermore, this research identified cases where the mention or suggestions of strategies 

lacked sufficient clarification to guide or inform the readers. To assist HRD professionals seeking 

to replicate the results of notable or award-winning programs or strategies, it is recommended 

that authors explicitly state the distinctive features or approaches and explain their significance. 

Implications for Research 

This study provides six implications for research.  

First, this study is unique, as it expands existing research on neurodiversity by 

synthesizing HRD strategies discussed specifically in trade and professional publications. As 

such, the strategies identified represent the views of authors from a variety of professional 
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backgrounds and represent what HRD professionals are most likely to encounter and implement 

in the workplace. Future research should examine how these strategies align with or diverge from 

evidence-based practices in peer-reviewed literature to better understand the implications of their 

effectiveness and credibility. 

Second, this study found that the interest on the topic of neurodiversity is present in the 

field, as demonstrated by the exponential growth of the literature trade and professional 

publications. Although this study did not include a systematic review of peer-reviewed literature, 

the findings within peer-reviewed literature that were surveyed and discussed in Chapter 2 

indicate that the topics discussed in trade and professional publications align with themes 

explored in scientific research on neurodiversity. This reinforces the relevance of these industry-

focused discussions and their connection to broader scholarly conversations. These results 

suggest that authors writing for trade and professional publications are attempting to bridge the 

gap between science and practice. It is therefore crucial for scholars to continue sharing their 

research findings in trade and professional publications to ensure that evidence-based insights 

reach practitioners. 

Third, the study also brings to light the importance of organizational development, 

awareness building, and systemic interventions, which are areas that can benefit from further 

research. The varied themes found this is literature review confirms that the strategies used to 

foster inclusion are broad. Existing research shows that initiatives such as diversity training are 

more optimal when combined with other strategies but the optimal configuration of these 

strategies is still unknown (Bezrukova et al., 2016) and an opportunity to explore in future 

research. 
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Fourth, the results of the study highlight a diverse range of topics spanning multiple 

disciplines, including education, occupational health, communication, psychology and law. 

Given the complexity of neurodiversity, it is essential for HRD and neurodiversity researchers to 

deepen their knowledge in fields outside of HRD to further neurodiversity research and practice. 

Fifth, this study demonstrates the inherent value of conducting an integrative literature 

review on trade and professional publications, a source of literature that is often criticized by the 

scientific and academic community for its quality. This study found patterns highlighting 

important industry trends and incidental discoveries that could have been easily overlooked. 

These limited occurrences in the body of literature should not be underestimated, as trade and 

professional publications can present emergent practices, trends or tools that have yet to appear 

in academic literature. Additionally, the results can be used to compare and contrast findings with 

existing peer-reviewed sources, if they exist, to further guide practice and research. Moreover, it 

can highlight underexplored areas that are not yet addressed by peer-reviewed sources. 

 Sixth, and perhaps most fundamentally, is the noticeable absence of empirical research 

specifically addressing training of neurodivergent individuals. This gap was particularly evident 

in the peer-reviewed literature examined during the initial phase of the research. Despite setting 

modest goals of finding a minimum of 15 to 20 empirical research on applied strategies to 

support neurodivergent individuals in the workplace during the initial phase of this present study, 

the available peer-reviewed research fell short of this threshold. This is why the angle of the 

study shifted towards trade and professional publications. In contrast to the peer-reviewed body 

of literature, the studied corpus extensively covered the topic, yielding 176 relevant articles 

published, averaging nearly 18 articles per year. These numbers only reflect the articles retained 
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for this study with approximately 300 total articles found using the ABI/Inform (ProQuest) 

database. 

Limitations 

This section discusses the limitations of this study. 

To ensure research feasibility, the study was limited to articles from the past decade 

available in the ABI/Inform (ProQuest) database up until March 1, 2024. Also, the body of 

literature pertaining to neurodiversity in the workplace is constantly expanding. As a result, the 

strategies that will be discussed in new publications and articles from additional databases or 

sources can cause new patterns to emerge or shift the results presented in this study. 

The research focused on trade and professional literature to examine proposed HRD 

strategies without validating the concepts discussed. Additionally, some articles presented ideas 

that fall outside the scope of HRD, such as recruitment strategies. 

This study did not include peer-reviewed or empirical research. 

Finally, it is important to note that the authors of articles reviewed in the sample come 

from a variety of backgrounds and have varying interests on the topic of neurodiversity. Some 

are neurodivergent self-employers, trainers, and business consultants; some are business 

consultants, reporters, and others possess an academic background. The genre also greatly 

varied, ranging from blogs and podcasts to industry reports. Therefore, the quality of available 

data may have constrained the precision of this analysis. In several instances, the literature cited 

strategies such as training, mentorship, coaching, and employee resource groups as either 

recommended practices or those already implemented. However, detailed descriptions were often 

lacking, necessitating the researcher’s own interpretation of the broader message to classify each 

strategy within a specific HRD dimension.  
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Suggestions for Future Research 

  This study concludes with three suggestions for future research, one for each dimension 

of HRD. These suggestions stem from areas in the literature that would benefit from further 

scientific inquiries to bridge existing knowledge gaps. 

First, with regards to training and development, given the inconsistent results concerning 

diversity training, the present research suggests exploring the effectiveness of awareness-

generating activities through non-training interventions given that corporate training tends to be 

focused and limited in duration, which typically has limited effects on people’s values and 

attitudes. For instance, the literature discusses, to a limited extent, the benefits of coaching and 

mentoring towards neurodivergent individuals, but its effect on neurotypical employees remains 

elusive. Drawing upon findings supporting continuous improvement and sustained action, a case 

study or longitudinal study examining how mentorship or coaching influences neurotypical 

employees’ attitudes towards neurodiversity, especially when paired with a neurodivergent 

colleague, could provide valuable insights into factors that drive acceptance or resistance. In 

addition, recent studies suggest using bypassing strategies rather than corrective ones to address 

misinformation (Granados Samayoa & Albarracín, 2025). If misinformation is a factor leading to 

bias, empirical research on training or information using such strategies can help instructional 

designers create more optimal instructions and interventions. 

Second, concerning career development, an underdeveloped area concerns the use of 

technology to reduce bias in hiring, performance assessment and promotion. Currently, research 

is emerging on how artificial intelligence (AI) can be a source of bias; however, most is focused 

on typical diversity issues (age, race, sexual orientation, gender identity, disability, religion, 

national origin) and on hiring practices (Albaroudi et al., 2024), but omits neurodiversity and 
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career progression as factors to consider. Experimental research on the use of AI as a tool can 

help practitioners better understand and such technology to support neurodivergent individuals. 

Third, regarding organizational development, the literature primarily discusses strategies 

at the micro-systemic (such as personal and interpersonal strategies) and meso-systemic (such as 

organizational policies and internal culture), as well as the intersection between the two. To 

address the gap in macro-systemic strategies (such as broader societal policies and inter-

organizational partnerships), a qualitative or mixed-method study could be useful in evaluating 

the effectiveness of initiatives, such as fostering mutually beneficial business partnerships with 

nonprofit organizations and educational institutions that provide support or work placement 

opportunities for neurodivergent individuals. 

  



  114 

 

References 

Albaroudi, E., Mansouri, T., & Alameer, A. (2024). A comprehensive review of AI techniques for 

addressing algorithmic bias in job hiring. AI, 5(1), 383–404. 

https://doi.org/10.3390/ai5010019 

American Psychiatric Association. (2022, June). What is ADHD? 

https://www.psychiatry.org/patients-families/adhd/what-is-adhd 

Anand, R., & Winters, M.-F. (2008). A retrospective view of corporate diversity training from 

1964 to the present. Academy of Management Learning & Education, 7(3), 356–372. 

Anand, S. (2022, December 2). Tata Power and IHCL organize first multi-sectoral ‘National 

Roundtable Workshop on Neurodiversity’ with focus on Autism Spectrum Disorder. 

Contify Energy News. 

Andrews, E. E., Forber-Pratt, A. J., Mona, L. R., Lund, E. M., Pilarski, C. R., & Balter, R. 

(2019). #SaytheWord: A disability culture commentary on the erasure of “disability”. 

Rehabilitation Psychology, 64, 111–118. https://doi.org/10.1037/rep0000258 

Angelini, D. (2023, July 20). Thames Water blasted over lack of support for disabled workers. 

Swindon Advertiser. 

Annabi, H., & Locke, J. (2019). A theoretical framework for investigating the context for 

creating employment success in information technology for individuals with autism. 

Journal of Management and Organization, 25(4), 499–515. 

https://doi.org/10.1017/jmo.2018.79 

Anonymous. (2017, October 14). The civil service has a problem with the way it treats disabled 

staff like me. The Guardian. 



  115 

 

Artino, A. R., Jr. (2008). Cognitive load theory and the role of learner experience: An 

abbreviated review for educational practitioners. AACE Journal, 16(4), 425–439. 

Association for Talent Development. (n.d.). What Is Mentoring? Association for Talent 

Development. Retrieved May 11, 2025, from https://www.td.org/talent-development-

glossary-terms/what-is-mentoring 

Atlas world group inc. (2023). Indianapolis Business Journal, 44(18). 

Austin, R. D., & Pisano, G. P. (2017). Neurodiversity as a competitive advantage. Harvard 

Business Review, 95(3), 96–103. 

Ayoko, O. B., & Fujimoto, Y. (2023). Diversity, Inclusion, and Human Resource Management: A 

call for more belongingness and intersectionality research. Journal of Management and 

Organization, 29(6), 983–990. https://doi.org/10.1017/jmo.2023.72 

Azrieli, N. (2022, November 25). Embracing neurodiversity will build a more prosperous 

Canada—But the onus on inclusivity falls upon all of us. The Toronto Star. 

Bahl, S. (2020, December 3). Commemorating the inclusion of “Specially-Abled.” Business 

World.  

Bahl, S. (2023, April 3). Why Is Wells Fargo hiring employees from neurodiverse backgrounds? 

Business World. 

Balakrishnan, B., & McGrath, D. (2023, October). Building an inclusive workforce: 

Neurodiversity, AI bias, & talent potential. Talent Management Excellence Essentials. 

Balakrishnan, K., Copat, R., De La Parra, D., & Ramesh, K. (2023). Racial diversity exposure 

and firm responses following the murder of George Floyd. Journal of Accounting 

Research, 61(3), 737–804. https://doi.org/10.1111/1475-679X.12484 



  116 

 

Bank, R. (2024, February 16). Regions celebrates National Disability Employment Awareness 

month. Newstex Global Business Blogs. 

Baron-Cohen, S. (2019). The concept of neurodiversity is dividing the autism community. 

Scientific American. https://blogs.scientificamerican.com/observations/the-concept-of-

neurodiversity-is-dividing-the-autism-community/ 

Baron-Cohen, S., Ashwin, E., Ashwin, C., Tavassoli, T., & Chakrabarti, B. (2009). Talent in 

autism: Hyper-systemizing, hyper-attention to detail and sensory hypersensitivity. 

Philosophical Transactions of the Royal Society B: Biological Sciences, 364(1522), 

1377–1383. 

Behind Rack Room Shoes’ commitment to supporting an inclusive and diverse workforce. 

(2024). Footwear News, 80(1), 15. 

Behmke, L. (2018, May). Inclusive recruitment pays off: Providing employment for neurodiverse 

and disabled adults. Talent Acquisition Excellence Essentials. 

Bellman, S., Burgstahler, S., & Chudler, E. H. (2018). Broadening participation by including 

more individuals with disabilities in STEM: Promising practices from an engineering 

research center. American Behavioral Scientist, 62(5), 645–656. 

https://doi.org/10.1177/0002764218768864 

Bezrukova, K., Spell, C. S., Perry, J. L., & Jehn, K. A. (2016). A meta-analytical integration of 

over 40 years of research on diversity training evaluation. Psychological Bulletin, 142, 

1227–1274. https://doi.org/10.1037/bul0000067 

Binford, T. (2022, March 28). Finding Joy in Bringing Neurodiversity to the Workplace. 

Northern Exposure. 



  117 

 

Birke, R. (2023, December 26). Navigating workplace conflict during the holidays (and beyond). 

Oswald Letter. 

Blanchard, E. (2021). There is strength in a neurodiverse workforce. Talent Development, 75(9), 

16–17. 

Bleasdale, M. (2021). IT hiring targets the talent of the neurodiverse community. CIO.  

Botha, M., & Gillespie-Lynch, K. (2022). Come as you are: Examining autistic identity 

development and the neurodiversity movement through an intersectional lens. Human 

Development, 66(2), 93–112. https://doi.org/10.1159/000524123 

Bottema-Beutel, K., Kapp, S. K., Lester, J. N., Sasson, N. J., & Hand, B. N. (2021). Avoiding 

ableist language: Suggestions for autism researchers. Autism in Adulthood, 3(1), 18–29. 

https://doi.org/10.1089/aut.2020.0014 

Braun, S. (2025, May 13). Trump DEI and immigration policies creating significant challenges 

to employers, survey says. Fortune. https://fortune.com/2025/05/13/majority-of-

employers-think-trumps-dei-immigration-policies-are-creating-significant-challenges-for-

business/ 

Brittain, I. (2004). Perceptions of disability and their impact upon involvment in sport for people 

with disabilities at all levels. Journal of Sport and Social Issues, 28(4), 429. 

Brown, A. (2019a, May 16). Why your company needs a neurodiverse workforce. Newstex 

Global Business Blogs. 

Brown, A. (2019b, May 20). How to create a pilot program for hiring workers on the autism 

spectrum. Newstex Global Business Blogs. 



  118 

 

Brown, R. L., & Moloney, M. E. (2019). Intersectionality, work, and well-being: The effects of 

gender and disability. Gender & Society, 33(1), 94–122. 

https://doi.org/10.1177/0891243218800636 

Buchanan, L., Bui, Q., & Patel, J. K. (2020, July 3). Black Lives Matter may be the largest 

movement in U.S. history. The New York Times. 

https://www.nytimes.com/interactive/2020/07/03/us/george-floyd-protests-crowd-

size.html 

Bury, S. M., Hedley, D., Uljarević, M., & Gal, E. (2020). The autism advantage at work: A 

critical and systematic review of current evidence. Research in Developmental 

Disabilities, 105, 103750. https://doi.org/10.1016/j.ridd.2020.103750 

Cambridge Dictionary. (n.d.). Meritocracy. Cambridge Dictionary. Retrieved April 27, 2025, 

from https://dictionary.cambridge.org/dictionary/english/meritocracy 

Canadian Association for Supported Employment. (2023, June 8). Accommodations. Canadian 

Association for Supported Employment. 

https://www.supportedemployment.ca/hrtoolkit/accommodations/ 

Canadian Paediatric Society. (n.d.). Assessment, diagnosis, and management of developmental 

coordination disorder. Canadian Paediatric Society. Retrieved March 26, 2023, from 

https://cps.ca/en/documents/position/developmental-coordination-disorder 

Capp, M. J. (2017). The effectiveness of universal design for learning: A meta-analysis of 

literature between 2013 and 2016. International Journal of Inclusive Education, 21(8), 

791–807. https://doi.org/10.1080/13603116.2017.1325074 

Carliner, S. (2014). Human performance technology and HRD. New Horizons in Adult Education 

and Human Resource Development, 26(1), 33–41. https://doi.org/10.1002/nha3.20051 



  119 

 

Carliner, S. (2015). Training design basics. Association for Talent Development. 

Carliner, S., Driscoll, M., & Thayer, Y. (2021). Career anxiety: Guidance through tough times. 

International Career Press. 

Carter, D. (2022a). Changing perceptions of neurodiversity. Training Journal. 

Carter, D. (2022b). Neurodiversity: How can we do better? Training Journal. 

Cassidy, J. (2022, August 15). First UK support programme for neurodivergent workers kicks off 

in Scotland. The National. 

Celebrating inclusivity and empowerment: Highlights from our EMEA team. (2024, January 30). 

Newstex Global Business Blogs. 

Cenkci, A. T., Zimmerman, J. M., & Bircan, T. (2019). The effects of employee resource groups 

on work engagement and workplace inclusion. The International Journal of 

Organizational Diversity, 19(2), 1–19. https://doi.org/10.18848/2328-

6261/CGP/v19i02/1-19 

Centers for Disease Control and Prevention. (n.d.). Possible Causes. Myalgic 

Encephalomyelitis/Chronic Fatigue Syndrome (ME/CFS). Retrieved September 20, 2022, 

from https://www.cdc.gov/me-cfs/about/possible-causes.html 

Chapman, R. (2021). Neurodiversity and the social ecology of mental functions. Perspectives on 

Psychological Science, 174569162095983. https://doi.org/10.1177/1745691620959833 

Chartered Institute of Personnel and Development. (2022, November). People profession 2030 

future trends. https://www.cipd.co.uk/knowledge/strategy/hr/people-profession-2030-

future-

trends?_gl=1*1rkkpxr*_ga*NDMwMjA5NTU2LjE2Njc3NjgwMTA.*_ga_D9HN5GYH



  120 

 

YY*MTY2ODM2MTAzNC4zLjEuMTY2ODM2MTI5NS4wLjAuMA..#_ga=2.2644050

69.334149261.1668361062-430209556.1667768010 

Chellappa, S. L. (2023). Language matters for neuroinclusivity. Nature Mental Health, 1(3), 

146–146. https://doi.org/10.1038/s44220-023-00028-w 

Chesney, L. (2024). What neurodiversity in the workplace looks like in 2024. Property & 

Casualty 360. 

Cho, S., Crenshaw, K. W., & McCall, L. (2013). Toward a field of intersectionality studies: 

Theory, applications, and praxis. Signs: Journal of Women in Culture & Society, 38(4), 

785–810. https://doi.org/10.1086/669608 

Chung, A., & Kruzel, J. (2023, June 29). US Supreme Court rejects affirmative action in 

university admissions. Reuters. https://www.reuters.com/legal/us-supreme-court-strikes-

down-university-race-conscious-admissions-policies-2023-06-29/ 

Ciufo, C. (2019, November 26). Rights revolution in Canada. The Canadian Encyclopedia. 

https://www.thecanadianencyclopedia.ca/en/article/rights-revolution-in-canada 

Clark, K. A., Test, D. W., & Konrad, M. (2019). Teaching soft skills to students with disabilities 

with UPGRADE Your Performance. Education and Training in Autism and 

Developmental Disabilities, 54(1), 41–56. 

Clegg, A. (2017). Dyslexia, dyspraxia, dyscalculia: The gains for employers. FT.Com.  

Cohen, M. (1985). Employment equity is not affirmative action. Canadian Woman Studies. 

Colvin, C. (2022a). Citrix VP on how disability inclusion transcends health insurance. 

Healthcare Dive. 

Colvin, C. (2022b). Combining DEI with learning, Microsoft opens TechSpark hub in 

Mississippi. Healthcare Dive.  



  121 

 

Colvin, C. (2022c). Mental health, DEI and pay: 2022 hiring trends center employee experience. 

Healthcare Dive.  

Colvin, C. (2024). 2024 DEI trends to be marked by data analysis. Healthcare Dive. 

Condra, M., Dineen, M., Gills, H., Jack-Davies, A., & Condra, E. (2015). Academic 

accommodations for postsecondary students with mental health disabilities in Ontario, 

Canada: A review of the literature and reflections on emerging issues. Journal of 

Postsecondary Education and Disability, 28(3), 277–291. 

Coplan, J., Crocker, L., Landin, J., & Stenn, T. (2021). Building supportive, inclusive workplaces 

where neurodivergent thinkers thrive: Approaches in managing diversity, inclusion, and 

building entrepreneurship in the workplace. S.A.M. Advanced Management Journal, 

86(1), 21–30. 

Cosshall, W. J. (2020). The neglected issue of neurodivergence in workplace learning. Training 

& Development, 47(4), 28–30. 

Coulston, C. (2023). Six steps to support neurodiverse talent at work. Training Journal. 

Crenshaw, K. (1989). Demarginalising the intersection of race and sex: A Black feminist critique 

of antidiscrimination, feminist theory and antiracist politics. University of Chicago: Legal 

Forum. 

https://scholarship.law.columbia.edu/cgi/viewcontent.cgi?article=4013&context=faculty_

scholarship 

Creswell, J., & Guetterman, T. (2019). Educational research: Planning, conducting, and 

evaluating quantitative and qualitative research (6th ed.) (6th ed.). Pearson. 

Crist, C. (2024). Majority of US workers say they lack awareness of workplace neurodiversity. 

Healthcare Dive. 



  122 

 

Cronin, M. A., & George, E. (2023). The why and how of the integrative review. Organizational 

Research Methods, 26(1), 168–192. 

Cuadra, D. (2021). Tap into talent: Ending the underrepresentation of neurodiversity in the 

workplace. Employee Benefit News.  

Deffenbaugh, R. (2023). Top diversity and inclusion officers. Crain’s New York Business, 39(20), 

20. 

Degen, C., & Baker, S. (2023). Managers making strides to building neurodiverse staff: Many 

firms are still figuring out best approach for recruiting and retaining neurodivergent 

individuals. Pensions & Investments, 51(3), 16. 

den Houting, J. (2019). Neurodiversity: An insider’s perspective. Autism: The International 

Journal of Research and Practice, 23(2), 271–273. 

https://doi.org/10.1177/1362361318820762 

Deveau, D. (2018, March 27). Five ways to welcome those on the autism spectrum into the 

workplace. National Post. 

Dobbin, F., & Kalev, A. (2013). The origins and effects of corporate diversity programs. The 

Oxford Handbook of Diversity and Work, 253–281. 

Dobbin, F., & Kalev, A. (2018). Why doesn’t diversity training work? The challenge for industry 

and academia. Anthropology Now, 10(2), 48–55. 

https://doi.org/10.1080/19428200.2018.1493182 

Dobbin, F., Kim, S., & Kalev, A. (2011). You can’t always get what you deed: Organizational 

determinants of diversity programs. American Sociological Review, 76(3), 386–411. 



  123 

 

Dollinger, M., O’Shea, S., & Groves, O. (2023). Recognising and reconceptualising ability: 

Reflections on disability and employability. Journal of Teaching and Learning for 

Graduate Employability, 14(2), i–vi. https://doi.org/10.21153/jtlge2023vol14no2art1801 

Donnelly, C. (2020). What employers need to know about neurodiversity benefits. BenefitsPRO. 

Doyle, C., Kavanagh, P., Metcalfe, O., & Lavin, T. (2005). Health impacts of employment: A 

review. Institute of Public Health in Ireland; Institute of Public Health in Ireland. 

Doyle, N. (2020a). Neurodiversity at work: A biopsychosocial model and the impact on working 

adults. British Medical Bulletin, 135(1), 108–125. https://doi.org/10.1093/bmb/ldaa021 

Doyle, N. (2020b, August 31). The sharp end of neuroinclusion: Is behavior biology or 

morality? Forbes. https://www.forbes.com/sites/drnancydoyle/2020/08/31/the-sharp-end-

of-neuroinclusion-is-behavior-biology-or-morality/?sh=51439ec420ed 

Doyle, N., & McDowall, A. (2022). Diamond in the rough? An “empty review” of research into 

“neurodiversity” and a road map for developing the inclusion agenda. Equality, Diversity 

and Inclusion: An International Journal, 41(3), 352–382. https://doi.org/10.1108/EDI-06-

2020-0172 

Doyle, N., McDowall, A., & Waseem, U. (2022). Intersectional stigma for autistic people at 

work: A compound adverse impact effect on labor force participation and experiences of 

belonging. Autism in Adulthood: Challenges and Management, 4(4), 340–356. The 

Making of the Modern World: Part III, 1890-1945 / Gale. 

https://doi.org/10.1089/aut.2021.0082 

Duncan, G. (2024). The disability champions breaking down barriers: Representation of 

disability in the workplace is a big issue, with a “cultural shift” necessary to ensure 

disabled workers are empowered. Who’s driving progress? Grocer, 40. 



  124 

 

Dwyer, P. (2022). The neurodiversity approach(es): What are they and what do they mean for 

researchers? Human Development, 66(2), 73–92. https://doi.org/10.1159/000523723 

Dwyer, P., Mineo, E., Mifsud, K., Lindholm, C., Gurba, A., & Waisman, T. C. (2023). Building 

Neurodiversity-Inclusive Postsecondary Campuses: Recommendations for Leaders in 

Higher Education. Autism in Adulthood, 5(1), 1–14. 

https://doi.org/10.1089/aut.2021.0042 

Edmondson, A. (1999). Psychological safety and learning behavior in work teams. 

Administrative Science Quarterly, 44(2), 350–383. JSTOR Arts & Sciences IV 

Collection. https://doi.org/10.2307/2666999 

Egede, L. E., Walker, R. J., & Williams, J. S. (2024). Addressing structural inequalities, structural 

racism, and social determinants of health: A vision for the future. Journal of General 

Internal Medicine, 39(3), 487–491. https://doi.org/10.1007/s11606-023-08426-7 

Ellis, R. K. (2020). A workforce that spans the spectrum. Talent Development, 74(5), 25–27. 

Elsbach, K. D., & van Knippenberg, D. (2020). Creating high-impact literature reviews: An 

argument for ‘integrative reviews.’ Journal of Management Studies, 57(6), 1277–1289. 

https://doi.org/10.1111/joms.12581 

Etra, D. (2023). The future of DEI: 4 new models for embracing neurodiverse employees for a 

stronger workforce. BenefitsPRO. 

Ettling, M. (2019, December 11). What does it really mean to be people-centric? 

https://www.forbes.com/councils/forbestechcouncil/2019/12/11/what-does-it-really-

mean-to-be-people-centric/ 

Express Computer. (2023). Nagarro partners with Action for Autism to build Neurodiverse 

workforce. Express Computer. 



  125 

 

Faragher, J. (2018). Are employers losing out on skills of people with autism? Occupational 

Health & Wellbeing, 70(5), 16–17. 

Farmiloe, B. (2022, September). 11-step checklist to ensure your business follows DEI values. 

HR Legal and Compliance Excellence Essentials. 

Farmiloe, B. (2023, December). 10 employee wellness trends to watch in 2024. Employee 

Benefits and Wellness Excellence Essentials. 

Fifth Third Bancorp. (2021, October 28). Fifth Third Bank celebrates 17 years of Project 

SEARCH and celebrates National Disability Employment Awareness Month. Newstex 

Global Business Blogs.  

Fischer, A. (2023, November). The top 5 biggest developments in HR and compliance in 2023. 

HR Legal and Compliance Excellence Essentials. 

Fisher, D. R., & Rouse, S. M. (2022). Intersectionality within the racial justice movement in the 

summer of 2020. Proceedings of the National Academy of Sciences, 119(30), 

e2118525119. https://doi.org/10.1073/pnas.2118525119 

Ford, S. (2024). IAWP introduces EDI initiatives. WomenPolice, 10. 

Fordham, L. (2016). How can benefits help to create an inclusive workplace culture? Employee 

Benefits. 

Gailliard, B. M., Myers, K. K., & Seibold, D. R. (2010). Organizational assimilation: A 

multidimensional reconceptualization and measure. Management Communication 

Quarterly, 24(4), 552–578. 

Garavan, T. N. (1997). Training, development, education and learning: Different or the same? 

Journal of European Industrial Training, 21(2), 39–50. 

https://doi.org/10.1108/03090599710161711 



  126 

 

Garg, S., & Sangwan, S. (2021). Literature review on diversity and inclusion at workplace, 

2010–2017. Vision, 25(1), 12–22. https://doi.org/10.1177/0972262920959523 

Gatto, L. E., Pearce, H., Antonie, L., & Plesca, M. (2021). Work integrated learning resources for 

students with disabilities: Are post-secondary institutions in Canada supporting this 

demographic to be career ready? Higher Education, Skills and Work - Based Learning, 

11(1), 125–143. https://doi.org/10.1108/HESWBL-08-2019-0106 

Gaudiano, P. (2022, July 27). Two years after George Floyd’s murder, is your DEI strategy 

performative or sustainable? Forbes. 

https://www.forbes.com/sites/paologaudiano/2022/06/27/two-years-after-george-floyd-is-

your-dei-strategy-performative-or-sustainable/?sh=59ef991a6aaa 

Gaul, P. (2021). Neurodiversity benefits employers. Talent Development, 75(3), 14. 

George, E. (2021). Racism as a human rights risk: Reconsidering the corporate ‘responsibility to 

respect’ rights. Business and Human Rights Journal, 6(3), 576–583. Cambridge Core. 

https://doi.org/10.1017/bhj.2021.41 

Germain, J. (2023, May). Navigating the changing state of coaching and mentoring In 

organizations. Training and Development Excellence Essentials. 

Goethals, T., De Schauwer, E., & Van Hove, G. (2015). Weaving intersectionality into disability 

studies research: Inclusion, reflexivity and anti-essentialism. Journal of Diversity and 

Gender Studies, 2(1–2), 75–94. https://doi.org/10.11116/jdivegendstud.2.1-2.0075 

Gottardello, D., & Steffan, B. (2024). Fundamental intersectionality of menopause and 

neurodivergence experiences at work. Maturitas, 189, 108107. 

https://doi.org/10.1016/j.maturitas.2024.108107 

 



  127 

 

Government of Canada. (2020). Infographic: Autism Spectrum Disorder highlights from the 

Canadian Survey on Disability. Canada.Ca. https://www.canada.ca/en/public-

health/services/publications/diseases-conditions/infographic-autism-spectrum-disorder-

highlights-canadian-survey-disability.html 

Government of Canada. (2021, June 8). Supporting neurodiversity in the workplace. Canada.Ca. 

https://www.canada.ca/en/department-national-defence/maple-

leaf/defence/2021/06/supporting-neurodiversity-in-the-workplace.html 

Government of Canada. (2022). Introduction to GBA Plus—Women and Gender Equality 

Canada. https://women-gender-equality.canada.ca/gbaplus-course-cours-

acsplus/eng/mod00/mod00_01_01.html 

Government of Canada. (2023, March 9). Research to Insights: A look at Canada’s economy and 

society three years after the start of the COVID-19 pandemic. Statistics Canada. 

https://www150.statcan.gc.ca/n1/pub/11-631-x/11-631-x2023004-eng.htm 

Granados Samayoa, J. A., & Albarracín, D. (2025). Bypassing versus correcting misinformation: 

Efficacy and fundamental processes. Journal of Experimental Psychology: General, 

154(1), 18–38. https://doi.org/10.1037/xge0001687 

Gurchiek, K. (2018). People with autism can be an “Untapped Reservoir of Talent”: Exercise and 

other simple accommodations can help people with autism focus and excel at work. 

HRNews. 

Haack, B., Touré, L., & Doolan, D. (2019). Shattering the illusion of inclusion. Leadership 

Excellence, 36(11), 17–21. 



  128 

 

Haberstroh, S., & Schulte-Körne, G. (2019). The diagnosis and treatment of dyscalculia. 

Deutsches Arzteblatt International, 116(7), 107–114. 

https://doi.org/10.3238/arztebl.2019.0107 

Haegele, J. A., & Hodge, S. (2016). Disability discourse: Overview and critiques of the medical 

and social models. Quest, 68(2), 193–206. 

https://doi.org/10.1080/00336297.2016.1143849 

Hall, R. (2021, April 29). People with dyslexia have skills that we need, says GCHQ. The 

Guardian. 

Hamzah, S. R., Musa, S. N. S., Rasdi, R. M., & Baki, N. U. (2022). Human Resource 

Development, careers and employability in an era of disruption. In The emerald 

handbook of work, workplaces and disruptive Issues in HRM (pp. 367–379). Emerald 

Publishing Limited. 

Hanson, J., Robinson, D., & Codina, G. (2021). Supported internships as a vehicle for social 

inclusion. British Journal of Learning Disabilities, 49(4), 433–444. 

https://doi.org/10.1111/bld.12428 

Having a diverse workforce is not only right, but good for business. (2023, May 17). Business 

Matters. 

Hay, K., & Fleming, J. (2024). An inclusive workplace framework: Principles and practices for 

work-integrated learning host organizations. International Journal of Work - Integrated 

Learning, 25(1), 83–94. 

Hayden, D. (2024, August 12). Coaching and mentoring. Chartered Institute of Personnel and 

Development. https://www.cipd.org/uk/knowledge/factsheets/coaching-mentoring-

factsheet/ 



  129 

 

Haywood Queen, K. (2023, October). Neurodiverse talent brings new perspectives to 

manufacturing. SMART Manufacturing. 

Hirsch, A. S. (2022, January 22). Beyond the numbers: Creating a truly diverse organization. 

Society of Human Resource Management. https://www.shrm.org/resourcesandtools/hr-

topics/behavioral-competencies/global-and-cultural-effectiveness/pages/beyond-the-

numbers-creating-a-truly-diverse-organization.aspx 

Hite, L. M., & McDonald, K. S. (2020). Careers after COVID-19: Challenges and changes. 

Human Resource Development International, 23(4), 427–437. 

https://doi.org/10.1080/13678868.2020.1779576 

Hodge, M., & Sheehy, J. (2023, August 29). Examining 50 years of the Rehabilitation Act of 

1973 – Section 503. U.S. Department of Labor Blog. 

Hopia, H., Latvala, E., & Liimatainen, L. (2016). Reviewing the methodology of an integrative 

review. Scandinavian Journal of Caring Sciences, 30(4), 662–669. 

https://doi.org/10.1111/scs.12327 

Howatt, B., & Cooper, M. (2023, September 20). To positively affect mental health, employers 

must track and measure progress: Creating discipline, accountability and follow-through 

help drive drive habits and desired outcomes. The Globe and Mail. 

HR Daily Advisor Staff. (2020, February 27). Training for EI can make your workers happier. 

Northern Exposure. 

Hsu, A. (2023, August 19). Corporate DEI initiatives are facing cutbacks and legal attacks. 

National Public Radio. https://www.npr.org/2023/08/19/1194595310/dei-affirmative-

action-supreme-court-layoffs-diversity-equity-inclusion 



  130 

 

Hughes, C. (2018). The role of HRD in using diversity intelligence to enhance leadership skill 

development and talent management strategy. Advances in Developing Human 

Resources, 20(3), 259–262. https://doi.org/10.1177/1523422318778016 

Hunt, V., Prince, S., Dixon-Fyle, S., & Dolan, K. (2020). Diversity wins: How inclusion matters. 

McKinsey. 

https://www.mckinsey.com/~/media/McKinsey/Featured%20Insights/Diversity%20and%

20Inclusion/Diversity%20wins%20How%20inclusion%20matters/Diversity-wins-How-

inclusion-matters-vF.pdf 

Ivey Business School at Western University. (n.d.). Ivey Academy livestream showcases how to 

unlock the potential of neurodiversity. Ivey.Ca. Retrieved May 21, 2023, from 

https://www.ivey.uwo.ca/news/news-ivey/2023/march/ivey-academy-livestream-

showcases-how-to-unlock-the-potential-of-neurodiversity/ 

Jaarsma, P., & Welin, S. (2012). Autism as a natural human variation: Reflections on the claims 

of the neurodiversity movement. Health Care Analysis, 20(1), 20–30. 

https://doi.org/10.1007/s10728-011-0169-9 

Jacob, M.-R. (2023, September 1). Menstrual leave, neurodiversity, chronic illnesses: What if 

workplaces adapted to our bodies? Down to Earth. 

Jain, H. C. (1989). Racial minorities and affirmative action/employment equity legislation in 

Canada. Relations Industrielles, 44(3), 593–613. https://doi.org/10.7202/050516ar 

Javidmehr, M., & Ebrahimpour, M. (2015). Performance appraisal bias and errors: The 

influences and consequences. International Journal of Organizational Leadership, 4(3), 

286–302. https://doi.org/10.19236/IJOL.2015.03.06 



  131 

 

Johnson, K. (2023, October). Expanding the lens of inclusion: Nurturing neurodiversity in the 

workplace. Talent Management Excellence Essentials. 

Jones, A. (2024). Study: DEI leads to improved innovation, employee performance. Property & 

Casualty 360. 

Kalinoski, Z. T., Steele-Johnson, D., Peyton, E. J., Leas, K. A., Steinke, J., & Bowling, N. A. 

(2013). A meta-analytic evaluation of diversity training outcomes. Journal of 

Organizational Behavior, 34(8), 1076–1104. https://doi.org/10.1002/job.1839 

Kapoor, C. (2011). Defining diversity: The evolution of diversity. Worldwide Hospitality and 

Tourism Themes, 3(4), 284–293. https://doi.org/10.1108/17554211111162408 

Kapp, S. K., Gillespie-Lynch, K., Sherman, L. E., & Hutman, T. (2013). Deficit, difference, or 

both? Autism and neurodiversity. Developmental Psychology, 49, 59–71. 

https://doi.org/10.1037/a0028353 

Kawasaki, S., & Zou, X. (2023). A meta-analytic evaluation of diversity training outcomes 

across cultures. Social and Personality Psychology Compass, 17(5), e12741. 

https://doi.org/10.1111/spc3.12741 

Kearslake, N. (2024). Six tips for attracting and retaining Gen Z workers. Construction News, 15. 

Kendall, K. (2017). Supporting neurodiversity at work. Employee Benefits. 

Khanna, S. (2023, October 23). Mentorship & leadership support is pivotal in shaping career 

trajectories. Business World. 

Kidwell, K. E., Clancy, R. L., & Fisher, G. G. (2023). The devil you know versus the devil you 

don’t: Disclosure versus masking in the workplace. Industrial and Organizational 

Psychology, 16(1), 55–60. https://doi.org/10.1017/iop.2022.101 



  132 

 

Kiefer, B. (2021). Great minds don’t think alike: How to tap the neurodivergent talent pool. 

Campaign, 24–32. 

Kim, S.-I., So-youn Jang, Kim, T., Kim, B., Jeong, D., Noh, T., Jeong, M., Hall, K., Kim, M., 

Hee Jeong Yoo, Han, K., Hong, H., & Kim, J. G. (2024). Promoting self-efficacy of 

individuals with autism in practicing social skills in the workplace using virtual reality 

and physiological sensors: Mixed methods study. JMIR Formative Research, 8. 

https://doi.org/10.2196/52157 

King, A. (2024, January 8). Creating an inclusive landscape: Strategies for HR and Leadership. 

Oswald Letter. 

Kollins, S. (2024). Your employees with ADHD are struggling. Here’s how to help. Employee 

Benefit News. 

Kormanik, M. B., & Chyle Rajan, H. (2010). Implications for diversity in the HRD curriculum 

drawn from current organizational practices on addressing workforce diversity in 

management training. Advances in Developing Human Resources, 12(3), 367–384. 

https://doi.org/10.1177/1523422310375033 

Krcek, T. E. (2013). Deconstructing disability and neurodiversity: Controversial issues for autism 

and implications for social work. Journal of Progressive Human Services, 24(1), 4–22. 

Krzeminska, A., Austin, R. D., Bruyère, S. M., & Hedley, D. (2019). The advantages and 

challenges of neurodiversity employment in organizations. Journal of Management and 

Organization, 25(4), 453–463. https://doi.org/10.1017/jmo.2019.58 

Lagosha, A. (2023, October 31). Neurodiversity as a leadership asset. Adweek, 64(11), 11. 



  133 

 

Leary, H., & Walker, A. (2018). Meta-analysis and meta-synthesis methodologies: Rigorously 

piecing together research. TechTrends: Linking Research & Practice to Improve 

Learning, 62(5), 525–534. Education Source. 

LeFevre-Levy, R., Melson-Silimon, A., Harmata, R., Hulett, A. L., & Carter, N. T. (2023). 

Neurodiversity in the workplace: Considering neuroatypicality as a form of diversity. 

Industrial and Organizational Psychology, 16(1), 1–19. 

https://doi.org/10.1017/iop.2022.86 

Lisanti, L. (2023, September). Sustaining an inclusive workplace. Convenience Store News, 

59(9), 126-126,128. 

LoBianco, A. F., & Sheppard-Jones, K. (2007). Perceptions of disability as related to medical and 

social factors. Journal of Applied Social Psychology, 37(1), 1–13. 

https://doi.org/10.1111/j.0021-9029.2007.00143.x 

Macaulay, S. (2024). Unlocking the power of neurodiversity. Training Journal. 

Maharaj, S. (2023, July 20). In reality, our schools are largely the domain of white women. 

Toronto Star. https://www.thestar.com/opinion/contributors/when-it-comes-to-

affirmative-action-canada-has-a-long-way-to-go/article_ae4e6427-208d-5037-ab4f-

6f7e898a77c2.html 

Mahto, M., Hogan, S. K., Hatfield, S., & Sniderman, B. (2022, January 18). Neurodiversity in the 

workplace | Deloitte Insights. 

https://www2.deloitte.com/xe/en/insights/topics/talent/neurodiversity-in-the-

workplace.html 

Maity, M. (2023, August 17). E27: Inclusion matters: How GitHub enhances accessibility for 

individuals with disabilities. E27. 



  134 

 

Martin, L. (2023, March 14). L’intersectionnalité vraiment utilisée contre le Québec, comme 

l’avance le chef du Bloc? 24 Heures.Ca. 

https://www.24heures.ca/2023/03/14/lintersectionnalite-vraiment-utilisee-contre-le-

quebec-comme-lavance-le-chef-du-bloc 

Mazzoni, M. (2019, June 28). From planning to practice: How to make inclusion a part of your 

corporate culture. Newstex Global Business Blogs. 

McCorkindale, T. (2023). Why companies must foster inclusion for people with disabilities. PR 

News. 

McDowall, A., Doyle, N., & Kiseleva, M. (2024). Is a little knowledge a dangerous thing? A 

stakeholder perspective on the use of evidence about neurodiversity at work. The Market, 

5, 143-151,153,155-156. 

McKinsey & Company. (2023, July 17). What is psychological safety? McKinsey Insights. 

McKinsey Insights. (2022, August 17). What is diversity, equity, and inclusion? McKinsey & 

Company. 

McLean, G. N., & McLean, L. (2001). If we can’t define HRD in one country, how can we 

define it in an international context? Human Resource Development International, 4(3), 

313–326. https://doi.org/10.1080/13678860110059339 

Mellifont, D. (2019). DESerting clients? A study investigating evidence-based measures 

supporting the long-term employment of neurodiverse australians. Management and 

Labour Studies, 44(4), 455–466. https://doi.org/10.1177/0258042X19882519 

Mellifont, D. (2020). Taming the raging bully! A case study critically exploring anti-bullying 

measures to support neurodiverse employees. South Asian Journal of Business & 

Management Cases, 9(1), 54–67. https://doi.org/10.1177/2277977919881406 



  135 

 

Mellifont, D. (2021). Facilitators and inhibitors of mental discrimination in the workplace: A 

traditional review. Studies in Social Justice, 15. https://doi.org/10.26522/ssj.v15i1.2436 

Melville, D. (2025, April 3). Target’s foot traffic declines for 8th week since DEI boycott. Tariffs 

likely won’t help, as stock hits 52 week low. 

https://www.forbes.com/sites/dougmelville/2025/04/03/targets-foot-traffic-declines-for-

8th-week-since-dei-boycott-stock-hits-52-week-low-amid-tariff-concerns/ 

Mentzer, M. S. (2002). The Canadian experience with employment equity legislation. 

International Journal of Value - Based Management, 15(1), 35–50. 

Merrett, N. (2023, November). Dyslexia in Engineering: Shifting industry attitudes. H & V 

News, 34. 

Mickovski, N. (2022). Design enabled: The everyday refuge for a neuro-inclusive city. 

Laurentian University of Sudbury. 

Miller, M. J. (2018). Inclusion and Assimilation: Including Change in the Workplace 

[Dissertations and Theses. Paper 4539.]. Portland State University. 

Ministère de l’Enseignement supérieur. (2021). Plan d’action pour la réussite en enseignement 

supérieur 2021-2026. Government of Quebec. 

Minor, K. (2023, February 10). Three years after George Floyd’s murder: Where Is DEI now, and 

what have companies learned? Senior Executive. https://seniorexecutive.com/three-

years-after-george-floyds-murder-where-is-dei-now-and-what-have-companies-learned/ 

MIT Sloan Management Review. (2023, June 13). Our guide to the summer 2023 issue. MIT 

Sloan Blogs. 

Moody, K. (2022). Neurodiverse inclusion is improving, but lack of awareness is blocking 

progress. Healthcare Dive. 



  136 

 

Moore, D. (2023). Why employing neurodivergent workers is key to building a better future. 

New Civil Engineer, 3022, 15. 

Moore, L. (2021). Mental health at work: How to turn awareness into action. Healthcare Dive. 

Morris-Rosendahl, D. J., & Crocq, M.-A. (2020). Neurodevelopmental disorders—The history 

and future of a diagnostic concept. Dialogues in Clinical Neuroscience, 22(1), 65–72. 

https://doi.org/10.31887/DCNS.2020.22.1/macrocq 

Moss, H. (2024). Finding support to thrive as neurodivergent lawyers. GPSolo, 41(1), 93–94. 

Mulcahy, S. (2023, September). 6 ideas to create a positive employee experience. Recognition 

and Engagement Excellence Essentials. 

Nadler, L. (1974). Implications of the HRD concept. Training & Development Journal, 28(5), 3. 

Nason, D. (2021). Diversity Champions/Medium Employers: This award recognizes medium 

employers that have initiatives promoting diversity in the workplace. Crain’s New York 

Business, 37(24), 26. 

National Cancer Institute. (n.d.). Definition of disorder. National Cancer Institute. Retrieved May 

24, 2023, from https://www.cancer.gov/publications/dictionaries/cancer-

terms/def/disorder 

National Health Services. (2023, March 8). Developmental co-ordination disorder (dyspraxia) in 

children. National Health Services. https://www.nhs.uk/conditions/developmental-

coordination-disorder-dyspraxia/ 

National Institute of Neurological Disorders and Stroke. (2023, January 20). Dysgraphia. 

National Institute of Neurological Disorders and Stroke. 

https://www.ninds.nih.gov/health-information/disorders/dysgraphia 



  137 

 

Nedlund, E. (2020). JPMorgan Chase’s Autism at Work program opens doors for those on the 

spectrum. Employee Benefit Adviser. 

Nelson, A. (2018, March). Neurodiversity in the Workplace: Exciting Opportunities on the 

Horizon. The Exceptional Parent (Online), 48(3), 50–52. 

Nelson, B. (2024, September 3). The value of soft skills learning. Association for Talent 

Development. https://www.td.org/content/atd-blog/the-value-of-soft-skills-learning 

Neuro Force. (2019, April). Esquire, 0090–0207. 

Newman, A., Donohue, R., & Eva, N. (2017). Psychological safety: A systematic review of the 

literature. Human Resource Management Review, 27(3), 521–535. 

https://doi.org/10.1016/j.hrmr.2017.01.001 

Nguyen, L. A., Evan, R., Chaudhuri, S., Hagen, M., & Williams, D. (2023). Inclusion in the 

workplace: An integrative literature review. European Journal of Training and 

Development, ahead-of-print(ahead-of-print). https://doi.org/10.1108/EJTD-10-2022-

0104 

Nilsson, S., & Ellström, P. (2012). Employability and talent management: Challenges for HRD 

practices. European Journal of Training and Development, 36(1), 26–45. 

https://doi.org/10.1108/03090591211192610 

Nkomo, S., & Hoobler, J. M. (2014). A historical perspective on diversity ideologies in the 

United States: Reflections on human resource management research and practice. Human 

Resource Management: Past, Present, and Future - Volume 1, 24(3), 245–257. 

https://doi.org/10.1016/j.hrmr.2014.03.006 

O’Dell, L., Bertilsdotter Rosqvist, H., Ortega, F., Brownlow, C., & Orsini, M. (2016). Critical 

autism studies: Exploring epistemic dialogues and intersections, challenging dominant 



  138 

 

understandings of autism. Disability and Society, 31(2), 166–179. 

https://doi.org/10.1080/09687599.2016.1164026 

Oesch, T. (2019). Autism at work: Hiring and training employees on the spectrum. HRNews. 

Oliha-Donaldson, H. (2020). A genealogy of “diversity”: From the 1960s to problematic 

diversity agendas and contemporary activism. In Confronting equity and inclusion 

incidents on campus (pp. 15–33). Routledge. 

Ovaska-Few, S. (2018). Promoting neurodiversity. Journal of Accountancy, 225(1), 46–49. 

Oyler, J. D., & Golden Pryor, M. (2009). Workplace diversity in the United States: The 

perspective of Peter Drucker. Journal of Management History, 15(4), 420–451. 

https://doi.org/10.1108/17511340910987338 

Özer, G., Işık, İ., & Escartín, J. (2024). Is there somebody looking out for me? A qualitative 

analysis of bullying experiences of individuals diagnosed with bipolar disorder. 

International Journal of Environmental Research and Public Health, 21(2), 137. 

https://doi.org/10.3390/ijerph21020137 

Ozeren, E. (2014). Sexual orientation discrimination in the workplace: A systematic review of 

literature. Procedia-Social and Behavioral Sciences, 109, 1203–1215. 

Pacilio, A. (2024). Neurodiversity in the workplace: Employees find meaning, employers find 

potential. BenefitsPRO. 

Paluck, E. L., Porat, R., Clark, C. S., & Green, D. P. (2021). Prejudice reduction: Progress and 

challenges. Annual Review of Psychology, 72, 533–560. 

Pandey, E. (2021, March 17). The case for going back to the office. Axios. 



  139 

 

Patton, E. (2019). Autism, attributions and accommodations: Overcoming barriers and 

integrating a neurodiverse workforce. Personnel Review, 48(4), 915–934. 

https://doi.org/10.1108/PR-04-2018-0116 

Patton, E. (2022). To disclose or not disclose a workplace disability to coworkers: Attributions 

and invisible health conditions in the workplace. Equality, Diversity and Inclusion: An 

International Journal, 41(8), 1154–1180. https://doi.org/10.1108/EDI-09-2021-0228 

Pazdel, D. (2023). Viewpoint: How to become a champion for employees with autism. HRNews. 

Pendry, L. F., Driscoll, D. M., & Field, S. C. T. (2007). Diversity training: Putting theory into 

practice. Journal of Occupational and Organizational Psychology, 80(1), 27–50. 

Petty, S., Tunstall, L., Richardson, H., & Eccles, N. (2023). Workplace adjustments for autistic 

employees: What is ‘reasonable’? Journal of Autism and Developmental Disorders, 

53(1), 236–244. https://doi.org/10.1007/s10803-021-05413-x 

Phillips, B. N., Deiches, J., Morrison, B., Chan, F., & Bezyak, J. L. (2016). Disability diversity 

training in the workplace: Systematic review and future directions. Journal of 

Occupational Rehabilitation, 26(3), 264–275. https://doi.org/10.1007/s10926-015-9612-3 

Picciuto, E. (2015, May 11). Employers are seeking out autistic workers. The Daily Beast. 

Portocarrero, S., & Carter, J. T. (2022). Diversity initiatives in the US workplace: A brief history, 

their intended and unintended consequences. Sociology Compass, 16(7). 

https://doi.org/10.1111/soc4.13001 

Praslova, L. (2024, March 19). Diverse teams thrive with four elements of belonging. MIT Sloan 

Blogs. 



  140 

 

Praslova, L., Bernard, L., Fox, S., & Legatt, A. (2023). Don’t tell me what to do: Neurodiversity 

inclusion beyond the occupational typecasting. Industrial and Organizational 

Psychology, 16(1), 66–69. https://doi.org/10.1017/iop.2022.105 

Pryke-Hobbes, A., Davies, J., Heasman, B., Livesey, A., Walker, A., Pellicano, E., & Remington, 

A. (2023). The workplace masking experiences of autistic, non-autistic neurodivergent 

and neurotypical adults in the UK. PLoS One, 18(9). 

https://doi.org/10.1371/journal.pone.0290001 

Rao, B., & Polepeddi, J. (2019). Neurodiverse workforce: Inclusive employment as an HR 

strategy. Strategic HR Review, 18(5), 204–209. https://doi.org/10.1108/SHR-02-2019-

0007 

Reindle, G. (2024, February 26). Gigaom: Developing a culture for GrowthReflections from the 

project team. Newstex Trade & Industry Blogs. 

Roberson, Q., Ryan, A. M., & Ragins, B. R. (2017). The evolution and future of diversity at 

work. Journal of Applied Psychology, 102(3), 483–499. 

https://doi.org/10.1037/apl0000161 

Roberts, D. (2019). Making the workplace work for everyone. The Estates Gazette, 48. 

Roitsch, J., & Watson, S. M. (2019). An overview of dyslexia: Definition, characteristics, 

assessment, identification, and intervention. Science Journal of Education, 7(4). 

https://doi.org/10.11648/j.sjedu.20190704.11 

Rolack, W. T., & Gonggrijp-Bello, M. (2021). Navigating neurodiversity in the workplace. 

BenefitsPRO. 



  141 

 

Rollnik-Sadowska, E., & Grabińska, V. (2024). Managing neurodiversity in workplaces: A 

review and future research agenda for sustainable Human Resource Management. 

Sustainability, 16(15), 6594. https://doi.org/10.3390/su16156594 

Sabat, I. E., Lindsey, A. P., Membere, A., Anderson, A., Ahmad, A., King, E., & Bolunmez, B. 

(2014). Invisible disabilities: Unique strategies for workplace allies. Industrial and 

Organizational Psychology, 7(2), 259–265. https://doi.org/10.1111/iops.12145 

Saleh, M. C., & Bruyère, S. M. (2018). Leveraging employer practices in global regulatory 

frameworks to Improve employment outcomes for people with disabilities. Social 

Inclusion, 6(1), 18–28. https://doi.org/10.17645/si.v6i1.1201 

Scrimgeour, H. (2022, December 1). Bring your whole self to work – and how accessible 

technology can help small businesses. The Guardian. 

Secrétariat à la condition féminine. (2023). Pour des initiatives publiques égalitaires pour toutes 

et tous de l’ADS vers l’ADS+: Cadre de référence pour les projets pilotes en analyse 

différenciée selon les sexes dans une perspective intersectionnelle (ADS+) 2022-2027. 

Government of Quebec. https://www.quebec.ca/gouvernement/portrait-quebec/droits-

liberte/egalite-femmes-hommes/analyse-differenciee-selon-sexes 

Selko, A. (2018). Manufacturers offer new family benefit to employees. Industry Week. 

Selko, A. (2019). Manufacturing talent is out there—You just need to know where to look. 

Industry Week. 

Shmulsky, S., Gobbo, K., Donahue, A., & Klucken, F. (2021). Do neurodivergent college 

students forge a disability identity? A snapshot and implications. Journal of 

Postsecondary Education and Disability, 34(1), 53–63. 



  142 

 

Shore, L. M., Cleveland, J. N., & Sanchez, D. (2018). Inclusive workplaces: A review and 

model. Human Resource Management Review, 28(2), 176–189. 

https://doi.org/10.1016/j.hrmr.2017.07.003 

Singer, J. (1998). Odd people in: The birth of community amongst people on the “autistic 

spectrum.” The Birth of Community Amongst People on the" Autistic Spectrum". Sydney: 

University of Technology. 

Singer, J. (2019, February 5). There’s a lot in a name—Diversity vs Divergence. Genius Within. 

https://geniuswithin.org/theres-a-lot-in-a-name-diversity-vs-divergence/ 

Small, J. (2021). Campaign best places to work 2021: The rebuilding starts here. Campaign, 20–

27. 

Smith, D. (2022, March 30). Strategies to fostering justice, diversity, equity and inclusion in your 

business. Atlanta Daily World. 

Smith, S. A., Woodhead, E., & Chin-Newman, C. (2021). Disclosing accommodation needs: 

Exploring experiences of higher education students with disabilities. International 

Journal of Inclusive Education, 25(12), 1358–1374. 

https://doi.org/10.1080/13603116.2019.1610087 

Smooth, W. G. (2013). Intersectionality from theoretical framework to policy intervention. In A. 

R. Wilson (Ed.), Situating Intersectionality: Politics, Policy, and Power (pp. 11–41). 

Palgrave Macmillan. https://doi.org/10.1057/9781137025135_2 

Snyder, H. (2019). Literature review as a research methodology: An overview and guidelines. 

Journal of Business Research, 104, 333–339. 

https://doi.org/10.1016/j.jbusres.2019.07.039 



  143 

 

Sofokleous, R., & Stylianou, S. (2023). Effects of exposure to medical model and social model 

online constructions of disability on attitudes toward wheelchair users: Results from an 

online experiment. Journal of Creative Communications, 18(1), 61–78. 

https://doi.org/10.1177/09732586221136260 

Soraghan, T. (2023, February 6). Harnessing the rich potential of neurodiverse talent. HR 

Magazine. https://www.hrmagazine.co.uk/content/comment/harnessing-the-rich-

potential-of-neurodiverse-talent 

Sparkman, T. E. (2019). Exploring the boundaries of diversity and inclusion in human resource 

development. Human Resource Development Review, 18(2), 173–195. 

https://doi.org/10.1177/1534484319837030 

Steinmetz, K. (2022, February 20). Kimberlé Crenshaw on what intersectionality means today. 

Time. https://time.com/5786710/kimberle-crenshaw-intersectionality/ 

Strand, L. R. (2017). Charting relations between intersectionality theory and the neurodiversity 

paradigm. Disability Studies Quarterly, 37(2). https://doi.org/10.18061/dsq.v37i2.5374 

Swanson, R. A. (2022). Foundations of human resource development. Berrett-Koehler 

Publishers. 

Szulc, J. M., McGregor, F.-L., & Cakir, E. (2021). Neurodiversity and remote work in times of 

crisis: Lessons for HR. Personnel Review. https://doi.org/10.1108/PR-06-2021-0469 

Takahashi, D. (2023, May 8). How Ubisoft taps the strengths of its neurodiverse employees in 

game development. GamesBeat. https://venturebeat.com/games/how-ubisoft-taps-the-

strengths-of-its-neurodiverse-employees-in-game-development/ 

Takahashi, K., Uyehara, L., Park, H. J., Roberts, K., & Stodden, R. (2018). Internship to improve 

postsecondary persistence for students with disabilities in the STEM pipeline (practice 



  144 

 

brief). Journal of Postsecondary Education and Disability, 31(2), 179–185. 

https://doi.org/10.1177/0002764218768864 

Talent Development. (2018). Embracing neurodiversity. Talent Development, 72(11), 15. 

Taylor, J. L., & Seltzer, M. M. (2011). Employment and post-secondary educational activities for 

young adults with autism spectrum disorders during the transition to adulthood. Journal 

of Autism and Developmental Disorders, 41(5), 566–574. https://doi.org/10.1007/s10803-

010-1070-3 

The Saturday Debate: Does diversity training work? (2022, May 21). The Toronto Star.  

Thom, D. (2023, January). 10 reasons why focusing on equality Is crucial in 2023. Talent 

Management Excellence Essentials. 

Tomczak, M. T., & Ziemiański, P. (2023). Autistic employees’ technology-based workplace 

accommodation preferences survey—Preliminary findings. International Journal of 

Environmental Research and Public Health, 20(10), 5773. 

https://doi.org/10.3390/ijerph20105773 

Torraco, R. J. (2005a). Human Resource Development transcends disciplinary boundaries. 

Human Resource Development Review, 4(3), 251–253. 

https://doi.org/10.1177/1534484305278894 

Torraco, R. J. (2005b). Writing integrative literature reviews: Guidelines and examples. Human 

Resource Development Review, 4(3), 356–367. 

https://doi.org/10.1177/1534484305278283 

Torraco, R. J. (2016). Writing integrative literature reviews: Using the past and present to explore 

the future. Human Resource Development Review, 15(4), 404–428. 

https://doi.org/10.1177/1534484316671606 



  145 

 

Tseng, C., & McLean, G. N. (2008). Strategic HRD practices as key factors in organizational 

learning. Journal of European Industrial Training, 32(6), 418–432. 

Tyson launches workforce support pilot program. (2023). Manufacturing.Net. 

Uddin, S. (2023, January 26). We need to better understand, support and celebrate colleagues 

with disabilities. Public Technology. 

Uptimize. (n.d.). From neurodiversity to neuroinclusion. Retrieved March 29, 2023, from 

https://uptimize.com/neurodiversity-to-neuroinclusion/ 

Varga, C. (2023, September 26). Why economist Wendy Smith went from trading floor to DEI 

work. Canadian Family Offices. 

Veysey, P. J. (2023, May). An inclusive workplace includes neurodiversity: Empowering 

employees to reach their full potential. HR Legal and Compliance Excellence Essentials. 

Volkers, N. (2021). When a co-worker’s atypical... Can we be flexible? ASHA Leader, 26(3), 36-

40,42-45. 

Walker, C. (2022, June 22). Why diversity and inclusion in the workplace aren’t interchangeable. 

The Toronto Star.  

Walkowiak, E. (2021). Neurodiversity of the workforce and digital transformation: The case of 

inclusion of autistic workers at the workplace. Technological Forecasting & Social 

Change, 168. https://doi.org/10.1016/j.techfore.2021.120739 

Washington, E. F. (2022, May 10). Recognizing and responding to microaggressions at work. 

Harvard Business Review. https://hbr.org/2022/05/recognizing-and-responding-to-

microaggressions-at-work 

Waterworth, H. (2023, June 5). Improving the employment prospects of autistic people. Business 

Matters. 



  146 

 

What Is DEI Training? (2024). Association for Talent Development. https://www.td.org/talent-

development-glossary-terms/what-is-dei-training 

Wickramasinghe, A. S. (2022, October 3). How pandemic era TikTok bolstered the neurodiversity 

movement. The Harvard Crimson. 

https://www.thecrimson.com/article/2022/10/3/wickramasinghe-neurodivergent-tiktok/ 

Wilkinson, K. (2022, January 19). DEI update: Looking back on 2021 and powering ahead to 

2022. Newstex Global Business Blogs. 

Wilkinson, R., & Marmot (Eds.), M. (2003). Social determinants of health: The solid facts. 

World Health Organization. Regional Office for Europe. 

https://apps.who.int/iris/handle/10665/326568 

Williams, R. (2023, August 25). Wired differently: How neurodiversity adds new skillsets to the 

workplace. The Guardian. 

Wilson, C. (2023, March 27). Thornton and Lowe Bolton marks Neurodivergence Week. The 

Bolton News (Online). https://www.theboltonnews.co.uk/news/23394740.thornton-lowe-

bolton-marks-neurodivergence-week/ 

Wolff, S. (2004). The history of autism. European Child & Adolescent Psychiatry, 13(4), 201–

208. https://doi.org/10.1007/s00787-004-0363-5 

Wood, C. (2023). 7 ways to help your neurodiverse team deliver its best work. CIO. 

World Health Organization. (2022, March 30). Autism. https://www.who.int/news-room/fact-

sheets/detail/autism-spectrum-disorders 

Yadav, S., & Lenka, U. (2020). Diversity management: A systematic review. Equality, Diversity 

and Inclusion: An International Journal, 39(8), 901–929. https://doi.org/10.1108/EDI-07-

2019-0197 



  147 

 

Yalnizyan, A. (2022, August 11). How the labour shortage got so bad. Maclean’s. 

https://www.macleans.ca/economy/canadian-economy-guide-2022-labour-shortage/ 

Yan, C. O. (2024). Enhancing employment opportunities for individuals with autism spectrum 

disorder: A comprehensive meta-analysis of factors, strategies, and inclusive practices. 

The International Journal of Interdisciplinary Organizational Studies, 19(2), 121–146. 

https://doi.org/10.18848/2324-7649/CGP/v19i02/121-146 

Yeke, S., & Özveren, C. G. (2024). Enabling the management of diverse employees in the hybrid 

work model: A qualitative study. Revista Brasileira de Gestão de Negócios, 26(1), 1–25. 

https://doi.org/10.7819/rbgn.v26i01.4254 

Zeidan, J., Fombonne, E., Scorah, J., Ibrahim, A., Durkin, M. S., Saxena, S., Yusuf, A., Shih, A., 

& Elsabbagh, M. (2022). Global prevalence of autism: A systematic review update. 

Autism Research, 15(5), 778–790. https://doi.org/10.1002/aur.2696 

Zheng, L. (2022, December 1). The failure of the DEI-industrial complex. Harvard Business 

Review. https://hbr.org/2022/12/the-failure-of-the-dei-industrial-complex 

 


	The Necessity of Employment
	Employment-Related Difficulties of Neurominorities
	Consideration for Neurodiversity Talent
	Ongoing Changes and Future Trends Affecting Employment and Employability
	Facilitating the Integration of Neurominorities Into the Workplace
	Research Purpose
	Background About Neurodiversity
	Defining Neurodiversity
	Terminology Related to Neurodiversity
	Neurodivergent Conditions
	Explaining Neurodiversity
	Evolving Views and Language
	The State of Empirical Studies on Neurodiversity

	Human Resource Development (HRD) and Diversity
	Defining Diversity
	Diversity in the Workplace
	Compliance and Litigation Avoidance
	Assimilation, Multiculturalism, Diversity
	Diversity, Equity, and Inclusion
	Diversity Training

	Intersectionality
	School-to-Work Transition
	HRD, Diversity, and Neurodiversity
	Potential Strategies That Can Support Neurodiversity Within the Workplace
	HRD Professionals as Facilitators of Neurodiversity
	Choice of a Research Methodology
	How the Sample Was Selected
	How Was the Data Analyzed?
	Assuring Credibility and Trustworthiness
	About the Sample
	Answers to the Research Question
	Organizational Development Strategies
	Training and Development Strategies
	Career Development Strategies
	Overlaps Across All Three Dimensions of HRD

	Conclusions
	Implications for HRD Professionals, Policymakers, and Organizational Leaders
	Implications for Research

	Limitations
	Suggestions for Future Research

