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This study examines students’ perceptions of the challenges faced by autistic individuals in the workplace. Research in this field is important, as today's students will become tomorrow's workers. With 1 in 100 children worldwide diagnosed with autism, it is crucial to understand how the workplace can accommodate individuals with autism and find adjustments to ensure they feel accepted and included. This is a mixed-methods study, first employing an online questionnaire followed by a focus group to gather a meaningful qualitative understanding of the nuances of how autism affects people in the workplace. Gaining employment follows a standard, neurotypical approach, making it difficult for individuals with autism to navigate the workplace due to social deficits, sensory issues, and job expectations. The findings of the study aim to offer ways to inform workplace policies and raise awareness among future employees. Ultimately, this research seeks to contribute to a more accepting and inclusive work environment.
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Autism Spectrum Disorder (ASD) is a complex neurodevelopmental disorder characterised by variations in social interaction, communication, and behaviour (National Institute for Health and Care Excellence [NICE], 2021; National Autistic Society [NAS], 2022). It is estimated that 1 in 100 children worldwide have ASD (Brugha et al., 2016). Although characteristics of ASD are often observed in childhood, there has been a significant increase in diagnoses among adults aged between 26 and 45, with a substantial rise of 450% in diagnoses from 2011 to 2022 (Grosvenor et al., 2024).

Adults with autism face significant challenges in securing and maintaining employment. The Office of National Statistics (ONS) reported in 2012 that only 22% of adults with ASD in the UK are in paid work. These challenges often stem from difficulties with social interactions, as many work environments heavily depend on social communication and emotional intelligence.

ASD encompasses a broad range of traits, which is significant because it implies that life and work experiences vary significantly among individuals with ASD (Howlin, 2021). Common characteristics, such as social communication challenges, repetitive behaviours, stimming, and sensory issues, can all affect job performance and colleague interactions (Wen et al., 2024). However, research highlights strengths in employees with ASD, such as their ability to hyperfocus on tasks and attention to detail (Cope & Remington, 2022). Despite these strengths, misconceptions and stigma surrounding ASD still exist, which can hinder workplace inclusivity (Doyle et al., 2022).

While autistic individuals often exhibit strengths such as hyper-focus and attention to detail (Cope and Remington, 2022), they also face significant workplace challenges, including communication difficulties, sensory sensitivities, and the need for various accommodations (Hendricks, 2010; Scott et al., 2015). Given that today’s students will become tomorrow’s workforce, understanding their perceptions of ASD is essential for fostering workplace inclusivity. Therefore, information and research that promotes the unity of minds and attitudes represents a positive step forward (Roberts, 2022). Research has shown that students in education often hold various perceptions of ASD, ranging from heightened awareness to deep stigma. Despite being educated alongside neurotypical peers, students with ASD still feel less accepted and have been found to experience fewer friendships (Settanni et al., 2023).

This literature review examines existing research on ASD in the workplace and its implications for workplace integration. By analysing studies on the representations, biases, and attitudes held by people toward their ASD peers, this paper aims to shed light on how these perceptions could shape workplace dynamics and inclusivity in the future. 

	There has been significant research into barriers to employment for autistic individuals, particularly concerning the effects of communication challenges, sensory sensitivities, and the lack of available accommodations. Social communication difficulties are a major concern for many individuals with ASD. Milton (2012) and Hurlbutt and Chalmers (2002) found that autistic individuals often encounter challenges with indirect communication, nonverbal cues, and social reciprocity. This can lead to misunderstandings and workplace conflicts. These inherent differences can result in isolation and reduced collaboration with neurotypical colleagues, who may perceive their autistic coworkers as unbothered or uncooperative (Southey et al., 2024). 

The Theory of Mind (ToM) model (Baron-Cohen, 1995) suggests that autistic individuals experience mindblindness, a difficulty in understanding and attributing thoughts, feelings, and intentions to others. In the workplace, this may manifest as challenges in interpreting social cues, predicting colleagues’ reactions, and engaging in spontaneous discussions (Hayward et al., 2020). Autistic employees might find it hard to navigate unwritten workplace rules, such as understanding sarcasm, reading between the lines of messages, or recognising implicit expectations in teamwork (Hayward et al., 2020). These difficulties can result in misunderstandings, social isolation, or lead others to perceive individuals as difficult (de Vries, 2021). Moreover, coworkers and supervisors may mistakenly conclude that these challenges indicate a lack of interest or empathy. However, these issues can be addressed through organised communication, clear instructions, and on-the-job training to foster an autism-friendly work environment (Hayward et al., 2020).

A study by Szechy et al. (2024) examined the neurological and social differences between autistic and non-autistic individuals in the workplace. Participants, both autistic and non-autistic, were presented with a scenario depicting an autistic individual having a challenging day at a workplace predominantly occupied by non-autistic individuals. This difficult day led to negative social interactions and emotional distress. Participants were then asked to interpret the autistic employee’s behaviour and the underlying causes of their social difficulties. The findings indicated that autistic participants were more adept at understanding the experiences and behaviours of the autistic employee, with just over 50% of autistic participants accurately interpreting the scenario, compared to just over 30% of non-autistic participants. An interesting factor was that autistic participants who exhibited higher levels of autistic traits demonstrated greater accuracy in understanding the scenario. These findings contradict Baron-Cohen’s (1995) theory that people with ASD suffer from mindblindness. 

	Sensory issues significantly impact autistic workers, as communal environments can be overwhelming due to loud noises, harsh fluorescent lighting, and strong odours. This can lead to sensory overload, which increases stress and impairs focus, ultimately reducing mental efficiency and productivity (Baron-Cohen, 2009; de Vries, 2021). Traditional workplaces often lack adaptations for variations in sensory conditions, resulting in discomfort and diminished job satisfaction. Despite the legal requirement for workplace adaptations, individuals with autism consistently report not receiving the necessary changes. Scott et al. (2019) found that when accommodations were provided, they often resembled one-size-fits-all solutions, failing to address the specific needs of people with autism. Flexible working schedules, remote work options, and transparent, open communication practices could greatly improve the retention and job satisfaction of autistic employees, yet these are not regularly implemented (de Vries, 2021).

Stringent recruitment processes present another structural obstacle. Traditional job interviews often focus on social interaction and quick responses, which may not benefit autistic applicants who could be highly skilled in work-related tasks but may find social interactions challenging (Lorenz et al., 2016). Practical performance tests and structured interviews have been recommended as more effective methods for evaluating the abilities of autistic individuals (Krzeminska et al., 2019). Biases and misconceptions about ASD significantly impact workplace dynamics. Sasson et al. (2017) note that neurotypical employees often hold unconscious biases, viewing autistic individuals as less capable or socially awkward. Doyle et al. (2022) indicate that the stigma surrounding ASD may lead to exclusionary behaviour, further marginalising autistic individuals and employees.


Alsaman’s (2023) study examined university students’ attitudes towards individuals with ASD. The results indicated that students who had no contact and possessed minimal knowledge about ASD held neutral to mildly positive attitudes towards individuals with ASD. The study identified two key factors that could predict these attitudes: media coverage and direct contact. Specifically, the amount of media coverage and direct contact were significant predictors of more positive attitudes toward ASD. This underscores the importance of positive interactions between neurodiverse and neurotypical individuals. Students who engaged in meaningful interactions with individuals with ASD were significantly more likely to hold positive views. This is relevant when considering how these attitudes might transfer to a workplace environment. The workplace often reflects broader societal attitudes, so understanding how students’ exposure to ASD in education can influence future interactions with individuals with ASD in a professional setting is crucial (White et al., 2016).

Social Representations Theory (SRT), developed by Moscovici (1961, as cited in Wagner, 2020), examines how collective beliefs and cultural narratives shape an individual's understanding of the world. When applied to autism in the workplace, everyday communication, the images encountered in the media, and the language used all contribute to society's comprehension of autism (Höijer, 2011). In many cases, these representations are polarised; for instance, autistic individuals are often stereotyped as either possessing exceptional abilities or talents in certain areas or being significantly socially deficient. This powerful social representation not only shapes public opinion but also impacts hiring practices and workplace interactions (Jones et al., 2023).

	SRT suggests that social groups form collective perceptions of autism, which can be either positive or negative. If autism is portrayed as a disorder associated with communication issues and a lack of social skills, employers might assume that autistic employees are less suitable for roles requiring teamwork or leadership (Wagner, 2020). This can lead to biases during the hiring process, exclusion at work, and workplace discrimination. Conversely, employers who recognise autistic strengths such as attention to detail, pattern recognition, and reliability are more likely to foster inclusive hiring practices (Krzeminska et al., 2019).

	SRT posits that anchoring and objectification are key processes that shape societal attitudes and perceptions. Anchoring refers to how new information links to pre-existing concepts or stereotypes that dictate how individuals interpret and respond to it (Höijer, 2011). In the workplace, this can significantly influence how autism is understood and accommodated. For instance, if autism is closely associated with intellectual disability, employers may assume that all autistic individuals require high levels of support, which can limit their opportunities (Hungerford et al., 2025). This anchoring effect leads to narrow recruitment practices and can prevent individuals from being considered for a broader range of roles, as their abilities are overshadowed by a narrow, preconceived notion of autism (Höijer, 2011).

	A strength of SRT lies in its ability to explore how social constructs are created, maintained, and transformed. By examining these social constructs, researchers can gain a deeper understanding of the biases that shape workplace practices (Wagner, 2020). However, SRT also has its limitations. While it can explain how individuals form societal beliefs, it lacks strategies to challenge stereotypes in the workplace. Altering deeply ingrained social representations is a process that needs a multifaceted approach that includes education, media responsibility, and policy changes (Voelklein & Howarth, 2005).

	SRT is valuable for identifying barriers in the workplace for individuals with ASD. It highlights the importance of reshaping the cultural narratives that influence the public’s perception of ASD (Höijer, 2011). Understanding how media, language and narratives influence people’s knowledge of ASD can impress on educators, employers and policymakers to foster interventions that challenge stereotypes and promote a realistic portrayal of ASD (Jones et al., 2023). 

	Lawson’s Person-Environment Fit (P-E Fit) suggests that successful work outcomes depend on the alignment between an individual’s abilities in the workplace and the demands of the work environment (Lawson 1983, as cited in Crist et al., 2019).  This theory argues that workplace difficulties experienced by autistic individuals may be attributed, not to a lack of skills, but to a mismatch between the persons individual strengths and the demands of the job. From this point of view, when the workplace is appropriately adapted, many of the challenges faced , e.g.. high social demands or unstructured tasks can be alleviated (De Cooman & Vleugels, 2022).

	Autistic individuals prefer environments that are well-structured and follow a routine (Cope & Remington, 2022). However, many modern workplace environments demand flexibility and multitasking and require a lot of socialising among staff. For many autistic individuals, this can impede their workplace experience (de Vries, 2021). A negative P-E Fit leads to job-related stress and discontent and a can lead to high turnover among autistic employees (De Cooman & Vleugels, 2022; de Vries, 2021). On the other hand, when a workplace implements accomodations to suit the cognitice and sensory requirements of an autistic employee, such as the inclusion of quiet areas, or noise cancelling headphones, autistic employees can thrive (de Vries, 2021).

	The P-E Fit theory highlights the importance of aligning a person’s abilities to their workplace demands. There should be a meeting of the minds between organisations and employees to create a workplace that is inclusive to all, not just a structured environment tailored to neurotypicals (De Cooman & Vleugels, 2022). The theory presents a structure for comprehending work challenges and striving towards appropriate interventions. (De Cooman & Vleugels, 2022). P-E Fit does have limitations. One person’s desirable workplace may not be the same for another person. This makes it makes it difficult to apply universally. People and organisations evolve, which means that what might be considered a good fit initially can change over time, meaning that continuous adjustments might have to be made, which might be challenging to both the workplace and autistic employees (De Cooman & Vleugels, 2022). Despite these challenges, PE-Fit theory is a robust framework for understanding the workplace challenges of autistic employees. 

	The Social Model of Disability (SMD) was introduced by Oliver (2013), which challenges the view that disability is the individual's problem. Instead, it supposes that people are disabled by physical and institutional barriers, rigid institutional policies, and prevailing negative attitudes. In this model, autism should not be classified as a new row developmental disorder but a condition that only becomes disabling if society does not make the accommodations. Shakespeare (2006) and Barnes and Mercer (1996) state that if people are to feel included, then it is the work environment that should change to fit the needs of the autistic individual rather than them needing to change themselves. 

	The SMD has several strengths, the main one being it refocuses the impairments of the individual toward societal barriers. With an emphasis on workplace accommodations, it suggests that many issues faced by autistic individuals in the workplace can be addressed by making small changes, such as altering the environment, reducing background noise, and offering flexible working routines (Shakespeare, 2006). This perspective aims to persuade policymakers and organisations to view disabilities not merely as medical conditions or disorders, but to recognise the multifaceted challenges they present. The SMD calls for structural and policy changes to better support individuals with ASD in the workplace (Shakespeare, 2006). 

	Despite its positives, the SMD has been described as oversimplifying disability by attributing all its problems to societal barriers and overlooking the difficulties involved with living with neurological problems (Barnes and Mercer, 2006). While environmental accommodations are important, the support a person needs is highly subjective. Also, the model does not account for how personal traits interact with workplace demands (Barnes and Mercer, 2006). Nonetheless, the SMD is a helpful model for the advocacy of inclusive policies in the workplace. 

	Beyond moral and ethical considerations, there are economic and societal advantages to hiring people with ASD. The annual cost of supporting individuals with Autism in the UK is around £25 million (Mavranezouli et al., 2013). A report by Gomez and Sheikh (2023) suggests that by doubling the number of individuals with ASD in the workforce, this would add 100,000 people to the labour market, benefitting the economy by between £900 million and £1.5 billion every year, also making the average autistic person around £9000 a year better off (Mavranezouli et al., 2013). 

	In order to promote workplace inclusion, businesses often incorporate Diversity Equity and Inclusion (DEI) training. DEI training can help mitigate biases and encourage equity in the workplace (Wang et al., 2023). Applying personal and environmental accommodations significantly improves worker retention and job satisfaction among autistic employees (de vries, 2021).

	This literature review emphasizes the workplace challenges encountered by autistic employees and the significance of recognising and addressing barriers in the workplace through structural changes and enhanced inclusivity. Theoretical frameworks such as SRT and PE-Fit provide valuable insights into how the workplace environment can be changed to accommodate the diverse needs of people with ASD. As today's students will become tomorrow's workforce, fostering awareness and being proactive about policy changes is crucial in creating a workforce that is inclusive for everyone.
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	Participants were recruited via the Experiment Management System (EMS) at the University of Wales Trinity Saint David (UWTSD) and were all students from courses within the Psychology and Counselling discipline. A total of 21 participants completed the online questionnaire and received one credit for participating. No demographic data was collected for the questionnaire, but all participants confirmed they were over 18. 

Seven participants attended the focus group and received five credits for participating. Basic demographic information was collected, revealing the focus group comprised six females (85.7%) and one male (14.3%), with ages ranging from 18 to 40 (M = 23, SD = 7.83). Additionally, they were asked if they had been in close contact with someone diagnosed with ASD (e.g., a family member, friend, or colleague); four (57.1%) responded yes, while three (42.9%) responded no.

[bookmark: _Toc193839205]2.2. Design

This study employed a mixed-methods approach, incorporating both quantitative and qualitative data collection. A mixed-methods design was chosen to allow the questionnaire responses to inform the focus group questions and facilitate comparison between the responses from both methods in the discussion. 

The first phase involved an online questionnaire designed on Qualtrics with the purpose of exploring students’ perceptions of workplace challenges faced by autistic individuals. The questionnaire was distributed via EMS at UWTSD where students could access the study freely, and received one credit for participating. Participants were presented with an information sheet (A), and a consent form (Appendix B). The questionnaire included ten revised questions from HR Professional’s Perception of Employability of Persons with Intellectual Disabilities (Berry & Kymar, 2012) was used to gather students’ perceptions of ASD in the workplace. Upon completion, participants viewed a debrief form (Appendix C) and were thanked for participating.

The second phase involved a focus group discussion to further explore students’ perceptions of workplace barriers faced by individuals with ASD from a qualitative perspective. The focus group questions were designed to complement the findings of the questionnaire and sought to elicit detailed insights into social attitudes, workplace barriers, and ways in which individuals with ASD could receive support in the workplace. The questions were arranged to encourage discussion, and extra prompts were added to further encourage participants to elaborate when possible. Below is a sample of focus group questions, with the full list available in the appendices (appendix D)
	Sample of Focus Group Questions

	1. How do you think people in the general public define Autism?
· What do you think the public might say are specific traits of autism?
2. How do you think people with autism are generally viewed in society?
· Prompt: Do you think autism affects how a person with autism thinks? Or 
3. How easy do you think it is for people with autism to gain employment?
· How motivated do you think employers are to hire people with autism?
4. What kinds of jobs might people consider to be suitable for a person with autism?
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The focus group took place in a private, quiet room at UWTSD. Upon arrival, each participant received an information sheet (appendix F), a consent form (appendix G), and then a demographic form (appendix H). Participants were asked to read the information sheet and sign the consent form if they agreed to proceed. They were informed that the session would be audio recorded and that the data would be securely stored on UWTSD OneDrive, accessible only by the researcher. To maintain confidentiality, each participant was assigned a unique identifier: a number between one and seven. They were instructed to state their number before speaking, enabling the researcher to distinguish between participants during transcription. Participants were reminded of their right to withdraw at any time. The focus group was audio recorded with the participants' consent. Finally, participants were provided with a debrief form. They were given the opportunity to ask questions and were offered support if needed. Finally, they were thanked for participating, and the focus group concluded.

The audio recording was later transcribed, and thematic analysis was conducted, using Braun and Clarke’s (2012) six-phase framework, to identify codes, themes and subthemes within the participant’s responses. To maintain confidentiality, the numbers the participants had been given during the focus group were given pseudonyms so that no identifiable characteristics were disclosed. 

[bookmark: _Toc193839207]2.3 Pilot Studies

	The researcher conducted pilot studies to determine the effectiveness of the questionnaire and focus group procedures before the main study. The revised questionnaire was tested on a small sample (n = 4). Participants were asked to complete the questionnaire and provide feedback on the questions. The pilot was successful, with no revisions needed. 

A mock focus group was conducted with a small number of participants (n = 4), following the same format as the main study. Participants were invited to provide feedback on the clarity of the questions as well as the overall discussion. The pilot was successful, with minimal feedback and no changes needing to be made.

[bookmark: _Toc193839208]2.4. Ethical Considerations

	Prior to the study, an ethics application was completed to ensure the well-being of the researcher and the participants. The ethics proposal was approved and granted by the Ethics Committee (Appendix I). Given the potentially sensitive nature of discussions around ASD in workplace settings, strict confidentiality anonymity was maintained to protect participants identities information and all ethics were followed in accordance with British Psychological Society (BPS) guidelines (BPS, 2014). All data from the study’s were stored securely and followed UWTSD’s Data Protection and Storage Protocol.
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A total of 21 questionnaires were completed, with 15 (71.4) included in the final analysis. Six questionnaires (28.6%) were excluded due to incomplete responses or a failure to meet criteria. The questionnaire was conducted to gather basic data on barriers to employment for individuals with ASD, and the responses could be used to tailor the focus group questions. A descriptive statistical analysis (appendix) was conducted on the data collected from 17 respondents, and a reliability analysis was also conducted (appendix J) yielding a reliability of a = .827, indicating good reliability of the measurement tool. 

The statistical analysis of the questionnaire revealed several key patterns. Among the factors examined, the inadequate education of individuals with ASD and a lack of relevant work experience were identified as barriers, with 41.2% of respondents indicating these factors as often a barrier, thereby perceiving them to hinder employment opportunities. This highlights the role that education and experience play in the challenges faced by individuals with ASD regarding employment.

Negative attitudes from coworkers, employees, and supervisors were also recognised as barriers, though the responses were more varied. While 29.4% of participants reported that negative attitudes were rarely a barrier, an equal proportion of 29.4% perceived them as often a barrier, with 35.3% selecting sometimes a barrier. This variability might suggest that the impact of negative attitudes is not uniform and could depend on individual experiences, work environments, or coping mechanisms.

Accessibility issues and work-life balance concerns were identified as moderate barriers. Responses were mostly around the sometimes a barrier and often a barrier categories, showing that while these challenges are not as pronounced as a lack of education and experience, the still perceive them to affect the employability of people with ASD.

These findings provide a strong empirical foundation for developing the focus group questions. The descriptive analysis allows for a more informed qualitative exploration by pinpointing the most prominent barriers. This insight is critical for guiding the discussion on barriers in the workplace for people with ASD.

Thematic analysis was performed on the focus group transcript to interpret codes, themes, and subthemes (Appendix J). As a result, four themes were identified: Perceptions of Autism, Workplace Challenges, Strengths of ASD, and Workplace Accommodations. A full results table can be found in the appendices for further cross-referencing. Each of these themes is discussed in detail below.

	Themes
	Subthemes
	Supporting quotes

	Perceptions of Autism
	Negative Stereotypes
	
“It’s like, if you know, you often hear or, I don't know, they've got autism. Like they're incapable, but actually they're probably not. And that sort of assumption. So I think it's just that negative connotation with it.” 119-121 (Mark)


	
	Stigmatising Language
	"I think maybe, like, a burden. Like, you see that the NHS is saying that they’re overrun with trying to diagnose people with autism now." 109-112 (Monica)


	
	Outdated Terminology
	I think some people still use out-dated terminology as well. I know that, umm,

autism used to have another name called "aspergers" as well, and not a lot of people know that aspergers is used as well.” 28-30 (Claire)


	
	Spectrum Disorder
	Umm, I think people in general would describe Autism as a spectrum disorder.” 21 (Mark)


	














Workplace Challenges
	
Lack of Understanding
	
“I don't think many people understand the needs of people with autism unless they have been, umm, they've got a close family member or, you know, the best friend has autism.” 68-70 (Mark)


	
	Empathy and Understanding
	“I think it's very important 'cause it'll make them feel understood and they can feel seen. People can understand their needs.” 423-424 (Rachel)


	
	Lack of Education/Training
	“I think it'd be really beneficial if they educated employees and employersabout autism. If you're employing autistic people or whatever, and just in general actually because people need to be a bit more educated on it, I think.” 436-438 (Monica)


	
	Flippant Attitudes
	I do think some people would be a bit like: "well, why do I have to attend for me if it's not going to improve my work?" So a what's-the-point kind of thing.” 442-444 (Laila)


	
	Barriers to Employment
	"From a person with autism applying for a job, turning up to an interview, and not being overstimulated, and stuff like that might come with challenges." 163-166 (Mark)


	
	Emphasis on Diagnosis
	“I'm wondering as well, whether a diagnosis should be that important. If someone's coming into the workplace and saying “these are the areas that I'm struggling in”, maybe employers should be taking it serious with her and implement it in things to make up lives easier, whether they’ve got a diagnosis or not” 487-490 (Claire)


	Strengths of ASD
	Diversity
	"Diversity. You know, different ideas, different processes of thinking and doing things might actually change things up in the workplace to be more productive." 313-315 (Claire)


	
	Highly Focused
	"I think people with autism can be quite passionate about stuff they enjoy, so it means like they’ll put all their effort into being hard-working." 309-310 (Rachel)


	
	Creative
	“I think that people with autism are quite intelligent and like I think they can be quite creative and they can be faced with a lot of things that they can do.


	
	


Logical Reasoning
	
“I think it's different for every person 
               autism, and on spectrum, but I think
               they think very logically. And I think sometimes even when you have a neurotypical team, they might not be as logical as someone with autism.” 320-322 (Mark)


	Workplace accommodations and support
	Need for Routine and Structure
	
“I think everything from a routine – they like a routine, and if, for example, they had to finish work late or something or work didn't go to plan for that, what messed up the time they got home” 225-227 (Mark)


	
	Environmental Accommodations
	“I think stimulation is an issue, I don't know. Maybe allowing people to wear headphones. Noise cancellation.” 375-377 (Claire)


	
	Technological Accommodations
	"Give them a tablet with an app on it which makes their work easier. To make notes instead of writing or typing." 354-355 (Mark)
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Theme 1: Perceptions of Autism.

	The analysis identified Perceptions of Autism as a foundational theme. This highlights that interpersonal and public perceptions of ASD significantly influence how individuals with autism are understood and accommodated. Overall, this theme reflects the conflicted nature of societal attitudes that oscillate between limiting preconceptions and misrepresentations of autistic behaviours. This theme emerged consistently throughout the focus group discussion, and from that stemmed four sub-themes: Negative Stereotypes, Stigmatising Language, Outdated Terminology, and Empathy and Understanding.

 Subtheme 1.1: Negative Stereotypes.

	One of the prevalent subthemes was Negative Stereotypes. Participants, when asked how they believe the public perceives autism, recounted experiences where autism was associated with deficits. For example, Claire stated, “Well, they would define it as someone who can't really communicate with people and would... Someone who, in their eyes, has lots of tantrums” (lines 34-36).

This sentiment was reinforced later:

People consider them as people that get quite overwhelmed by sort of noises and other stimulus that's going on in the environment, say, might not be able to cope well,
maybe in a workplace because, you know, workplaces do have a lot of social
interactions, a lot of things going on, a lot of like overwhelming, I guess. (Claire, lines 61-64). 

These quotes illustrate that negative stereotypical views reduce ASD to mere symptoms and limitations, neglecting the individual’s broader capabilities and identity. The recurring mention of these stereotypical perceptions suggests that such views are not isolated opinions but rather reflect a more profound, socially embedded view of ASD.

Subtheme 1.2: Stigmatising Language.

	In addition to obvious stereotypes, participants highlighted how language can perpetuate stigma. Specific words and terms carry heavy connotations that can continue to marginalise people with ASD. Claire expressed, “I imagine a lot of employers do see autism as a disability” (line 198). Laila had earlier said, “I find that when an autistic person is having a meltdown, there is cases where they will injure themselves or they will injure others” (lines 133-134). Mark also stated, “I'm just saying that I think that's a general consensus of, erm, more of a burden as opposed to – it’s like, if you know, you often hear or, I don't know, they've got autism.” (lines 118-120).

	Using words such as “disability”, “meltdown”, and “burden”, reinforces negative attitudes towards people with ASD and further creates barriers to inclusion and acceptance. 

Subtheme 1.3: Outdated Terminology

	Participants discussed how outdated terminology continues to influence public understanding of ASD. Despite diagnostic changes in recent years, obsolete terms continue to be used. Claire said, “I think some people still use outdated terminology as well. I know that, umm, autism used to have another name called "Aspergers" as well, and not a lot of people
know that Asperger’s is used as well.” (lines 28-30). The continuing use of outdated terms suggests a difference between clinical understanding and public awareness which may contribute to misunderstandings and misconceptions of ASD.

Subtheme 1.4: Autism as a Spectrum Disorder.

	A significant subtheme that was identified, was the understanding of autism as a spectrum disorder. Mark stated,

I think people in general would describe Autism as a spectrum disorder. The more we're learning about it 'nowadays compared to what it was even five years ago, ten years ago, erm, I still think there's a lot of people know don't know a solid definition of autism, but I think mainly would put it as a spectrum disorder” (Mark, lines 21-24).

Mark further added later, “I think that really again, it depends on where they are in the spectrum” (lines 228-229). Monica also expressed, “think there's - obviously it's a spectrum, so it's different like, you can have severe autism and then not so much. So I think it all depends on the person really” (lines 175-176).

These quotes signify progress in recognising the diversity of experiences among individuals with ASD. Recognising that ASD is a spectrum disorder challenges the misconception that all individuals with ASD share the same difficulties or traits. Moreover, this theme demonstrates how perceptions of ASD are shaped by negative stereotypes, the use of stigmatising and outdated language, and an understanding that autism is a spectrum disorder. These findings emphasise the importance of reframing public views on autism and underscore the need for improved education that conveys current information about autism.

Theme 2: Workplace challenges.

	The focus group identified the theme of workplace challenges as an area of concern. Participants spoke of obstacles ranging from misunderstandings between colleagues to gaps in education and training, all of which contribute to an environment that does not fully meet the unique needs of employees with ASD. Six subthemes were identified: Lack of Understanding, Empathy and Understanding, Lack of Education/Training, Flippant Attitudes, Barriers to Employment and Emphasis on Diagnosis.

Subtheme 2.1: Lack of Understanding.

	Participants emphasised that neurotypical people may not fully grasp the needs of their neurodiverse colleagues. Mark explained: “I don't think many people understand the needs of people with autism unless they have been, umm, they've got a close family member or, you know, the best friend has autism” (lines 68–70). This remark reflects the belief that having first-hand experience is needed for genuine understanding. Lauren later adds, “Sometimes it's like misunderstood. Like, especially for girls that they think that they have an-anxiety, but it's actually autism” (lines 158-159).

	These quotes imply that genuinely understanding ASD necessitates personal experience, which cannot be acquired through education or training. This suggests that without personal experience, employees may misinterpret or overlook the challenges faced by colleagues with ASD.

Subtheme 2.2: Empathy and Understanding.

	The need for genuine empathy and understanding was a recurring theme throughout the transcript. Participants conveyed that, beyond any practical adjustments, having a supportive workplace significantly impacts how a person with ASD feels at work. Mark explains, “Inclusivity. Understanding again more empathy, and more inclusion. I think more open communication, with or without people with ASD: (lines 453-454).

This was further conveyed by Claire, who said, “I'm sure a lot more people with autism would want to go into work, or anyone with any disability, if they feel like their employer is going to be empathetic and considerate of the struggles” (lines 491-493).

These statements highlight the need for deeper acknowledgement of the needs of people with ASD. They emphasise the importance of genuine understanding, and this ensures that employees with ASD feel valued and supported, allowing them to feel fully integrated in the workplace rather than just accommodated.

Subtheme 2.3: Lack of Education/Training.

	Several participants highlighted the insufficient education regarding ASD and a lack of workplace training to address ignorance not only about autism but disabilities in general. Monica pointed out, “I think it'd be really beneficial if they educated employees and employers about autism. If you're employing autistic people or whatever, and just in general
actually because people need to be a bit more educated on it, I think” (lines 436-438).

	This sentiment was mirrored by Lauren, who said, “And if, like their colleagues have some training and are aware of all types of autism, might feel like, you know, more comfortable with working with these people because they know, maybe, how to deal with them better” (lines 386-388).

These comments highlight how the lack of workplace education and training reinforces stereotypes and can impede support for autistic employees. Improved training could lead to substantial improvements in workplace attitudes and promote inclusivity. 

Subtheme 2.4: Flippant attitudes.

	Another subtheme is the presence of dismissive, flippant attitudes towards autism. Monica stated, “Umm, so I just think people think it's not, like not real, but it's ,like, people don't really need help as much with autism, and, they do” (lines 110-112).

	Claire also pointed out, “there's a lot of media on, oh four sorry, on autism at the moment. I think that's kind of a general *ineligible* as well, like of "everyone's autistic these days", "Everyone's got ADHD". It's like it's not a real thing then” (lines 110-112).

	These quotes capture the perceived resistance that employees might exhibit when offered training aimed at supporting diversity and encouraging inclusivity. It is believed they may respond with scepticism or trivialise the experiences of their autistic colleagues. These flippant attitudes undermine the depth of challenges faced, but also reinforce the barriers that contribute to workplace exclusion and the stigmatisation of people with ASD.

Subtheme 2.5: Barriers to Employment.

	Participants pointed out the practical challenges related to obtaining employment. Mark mentioned, “From a person with autism applying for a job, turning up to an interview, and not being overstimulated, and stuff like that might come with challenges” (page 8, lines 164-166). This remark highlights the fact that obstacles people with ASD face gaining employment can begin at the entry point into the workforce. Claire also said: “but generally, no, I think it's probably harder to get a job if you have a perceived disability in any way, and I imagine a lot of employers do see autism as a disability” (lines 196-198).

	These remarks highlight how neurotypical hiring processes contribute to the challenges faced by autistic individuals seeking employment. They underscore the need to reconsider the recruitment process and tailor environments to enhance the experience of those with autism from the very beginning of the employment journey.	

Subtheme 2.6: Emphasis on Diagnosis.

	Finally, there was some discussion around the importance of a formal diagnosis in shaping the workplace response. Claire raised a critical question: 

I'm wondering as well, whether a diagnosis should be that important. If someone's coming into the workplace and saying ‘these are the areas that I'm struggling in’, maybe employers should be taking it serious with her and implement it in things to make up lives easier, whether they’ve got a diagnosis or not. (page 22, lines 487-490).

	This statement challenges the notion that accommodations should only be made for those diagnosed with ASD. 

Mark also further pointed out, “people that are undiagnosed and there's big emphasis on diagnosis, I think the system isn't coping at all. Therefore, maybe the rate at which workplaces can change, they’re just not changing quick enough” (page 22, lines 481-483).

These quotes illustrate that a more flexible approach may be necessary to accommodate individuals by listening to individual experiences and recognising the challenges faced by those who may not have official diagnoses.

This theme illustrates that workplace challenges for individuals with ASD are multifaceted, ranging from a lack of understanding and education to the continuation of dismissive attitudes and structural barriers. The quotes provided by participants highlight the necessity for workplaces to adapt both structurally and culturally to create environments that can comprehend and support those with ASD.

Theme 3: Strengths of ASD.

	Data from the focus group revealed participants perceived that employees with ASD can offer a great many strengths to the workplace environment. These strengths were recognised as not just individual traits, but also as valuable contributions to the overall performance of the workplace. Four subthemes were identified: Diversity, Highly Focused, Creative, and Logical Reasoning. 

Subtheme 3.1: Diversity.

	One of the primary strengths discussed is the rich diversity that individuals with ASD contribute to the workplace. Diverse perspectives are important and can initiate new discussions, leading to greater innovation and productivity. Claire illustrates, “Diversity. You know, different ideas, different processes of thinking and doing things might actually change things up in the workplace to be more productive” (page 15, lines 313-315).

	Monica, in agreement, stated, “I think they bring a different outlook to situations and you know, problem solving and whatever you deal with in a workplace like a new outlook on things” (page 15, lines 328-330).

	These statements demonstrate that offering different ways of thinking can enhance problem-solving in the workplace. By introducing diverse perspectives, businesses can challenge traditional views and encourage innovation. Having a varied workforce not only promotes representation and inclusion but is also advantageous in encouraging creative solutions that a more uniform team might overlook.

Subtheme 3.2: Highly Focused

	It was observed that a strength of ASD is how highly focused individuals with autism can be when they engage in tasks that they find meaningful or interesting. Claire stated, “some people are very focused on one particular thing. You can get a job, you know, they say we wouldn't have made it into space unless it was for autistic people - so NASA might actually prefer people to be autistic” (page 9, lines 192-195).	

	This was echoed by Rachel, who said, “I think people with autism can be quite passionate about stuff they enjoy, so it means like they'll put, like, all their effort into being hard-working” (Rachel, lines 309-310).

	These insights suggest that when people with ASD have work roles that align with their interests, the ability to concentrate and focus can lead to exceptional performance. Their capacity to immerse themselves in tasks has the potential to produce work that benefits both the individual and the business they work for.

Subtheme 3.3: Creativity.

	Creativity is another attribute highlighted by the participants. Individuals with ASD are viewed as having a distinctive approach to problem-solving. This facilitates new perspectives when tackling ideas or encountering challenges. Mark commented:

And so I see it as very - people that I’ve come across like, something that's creative, keeps them going and allows them to do what their interests are. And I don't just mean that as turning up to a nine to five, but turn up to a nine to five or something that’s not going to over stimulated. But similarly, it doesn't allow themselves to be creative in that field (lines 213-217).

	Emma later voiced, “I think that people with autism are quite intelligent and like I think they can be quite creative and they can be faced with a lot of things that they can do” (lines 304-305).

	These comments reflect a consensus that creativity stems from higher intelligence and the ability to think beyond conventional methods. This creative strength is invaluable in cultivating dynamic work environments and promoting innovative thinking.	

Subtheme 3.4: Logical Reasoning

	The final subtheme of this theme is Logical Reasoning. A notable strength of ASD is its logical, systematic thought processes. This skill enables individuals with ASD to approach problems methodically, which can be beneficial in environments that require pattern recognition and structured problem-solving. Mark noted: 

I think it's different for every person with autism, and on spectrum, but I think they think very logically. And I think sometimes even when you have a neurotypical team, they might not be as logical as someone with autism (lines 320-322).

Claire provided an example of the types of jobs people with ASD might suit, stating, “Engineers. Computers. I don't mean that actually, I think it's varied. It depends on what that individual is interested in, you know. The same as anybody else” (lines 202-203).

These comments suggest that the participants perceive people with ASD to possess an analytical mind that can complement neurotypical teams in the workplace. 

The theme of Strengths in the Workplace suggests that individuals with ASD have much to offer professionally. Participants recognised that these strengths are interconnected and can positively impact the workplace if utilised effectively. These insights highlight how individuals with ASD can contribute professionally and emphasise the importance of combining their strengths in the workplace, enabling them to feel fully included.

Theme 4: Workplace Accommodations and Support.

	The focus group data provided insights into particular accommodations and support that could improve the workplace experience for individuals with ASD. Three subthemes were identified: Need for Routine and Structure, Environmental Accommodations, and Technological Accommodations.

Subtheme 4.1: Need for Routine and Structure.

	A noticeable finding was the importance of routines and structure in supporting the well-being of employees with ASD. Mark emphasised this need by explaining, "I think everything from a routine – they like a routine, and if, for example, they had to finish work late or something or work didn't go to plan for that, what messed up the time they got home" (lines 225-227). Laila further added, “I think they might find it hard as people with autism can kind of have a set way of how they like things done, and if a neurotypical person cannot adhere to that, they may find that it's difficult to compromise and work with a colleague with autism.” (lines 283-284). 

	These observations demonstrate how disruptions to routines can adversely affect people with ASD. This can affect their work performance, entire day, and overall well-being. The quotes indicate that individuals with ASD fundamentally rely on predictable routines, which enable them to navigate their personal and professional lives.

Subtheme 4.2: Environmental Accommodations. 

	Data also identified the need for environmental accommodations, with participants recognising the sensory needs of people with ASD and how they may become overly stimulated.

It takes a lot, maybe with someone with autism, to not go into overstimulating, etcetera, etcetera. But I think once they’re in the situate- in the environment of a workplace, calm, you know, I think it works really well (Mark, lines 171-173).

Claire also echoed this, also offering specific accommodations that could help, saying, “I think stimulation is an issue, I don't know. Maybe allowing people to wear headphones. Noise cancellation” (lines 375-376). 

	These comments demonstrate an understanding that many autistic individuals experience sensory difficulties related to environmental stimuli, particularly sounds that can become overwhelming in, for example, an office setting. The suggestion of noise-cancelling headphones represents a simple but effective accommodation that can alleviate sensory overload and encourage concentration.

Subtheme 4.3: Technological Accommodations. 

	The third subtheme focused on using technology to support people with ASD in the workplace. Claire’s recommendation of noise-cancelling headphones in subtheme two also applies here in the technological accommodations, “I think stimulation is an issue, I don't know. Maybe allowing people to wear headphones. Noise cancellation” (lines 375-376). 

Mark proposed a specific accommodation: “Give them a tablet with an app on it which makes their work easier. To makes notes instead of writing” (lines 354-355).	

These recommendations acknowledge that traditional methods of processing information and documents may not align with the cognitive styles of autistic individuals. The suggestion of tablet-based note-taking illustrates how digital tools can provide alternatives that accommodate diverse needs while maintaining productivity. 

The findings from this theme have significant implications for workplace policies and management practices. First, they suggest that employers should consider flexible scheduling options that respect and understand autistic individuals’ need for routine. Secondly, the workplace should incorporate sensory-friendly spaces and permit personal accommodations like noise-cancelling headphones without prejudice. Lastly, businesses should allow or invest in appropriate technological accommodations.
	
 	The theme of Workplace Accommodations and Support reveals that effective assistance for individuals with autism in the workplace incorporates structural, environmental, and technological elements. By implementing these accommodations, employers can create a workplace that not only supports autistic individuals but also enhances the work experience for all employees. 


[bookmark: _Toc193839211]Discussion

[bookmark: OLE_LINK13]This study explored students' perceptions of the challenges faced by autistic individuals in the workplace. This discussion aims to interpret the findings from the study and relate them to the existing literature on the challenges faced by people with ASD in the workplace, as well as to explore potential accommodations and strategies to foster workplace inclusion. By examining students’ perceptions, attitudes, and experiences relating to ASD in the workplace, the study hopes to contribute to the current literature on ASD in the workplace. 

The combination of a questionnaire and a focus group highlights how different methods can collaborate to enhance our understanding of workplace barriers for individuals with ASD. The questionnaire established a solid foundation by quantifying common employment barriers for people with ASD. Responses from the questionnaire indicated that 33.3% viewed negative attitudes from co-workers or supervisors as sometimes a barrier, while 27.9% believed these attitudes were often a barrier. These findings align with those from the focus group on the theme of Workplace Challenges, where subthemes revealed that respondents perceive flippant attitudes and a lack of empathy/understanding as negatively impacting individuals with ASD in the workplace.

A positive finding from the focus group was the theme of strengths associated with ASD. Participants perceived individuals with ASD as possessing valuable abilities, including high focus, creativity, and logical reasoning. Interestingly, the questionnaire findings indicated that respondents viewed a lack of relevant experience as a barrier in the workplace for individuals with ASD, with 33.3% reporting it as sometimes a barrier and 38.9% as often a barrier. This contrast may arise from misinterpreting the questionnaire question or possibly from differing perceptions of a lack of experience. It might stem from the expectations of neurotypical hiring practices, which often fail to accommodate neurodiverse individuals, aligning with the Social Model of Disability, which asserts that systemic changes are needed to recognise different strengths while providing training and workplace accommodations to reduce exclusion. Identifying the Strengths of Autism as a prominent theme also aligns with recent literature that highlights the advantages of employing individuals with ASD. By acknowledging these strengths, organisations can tap into a previously overlooked demographic that has much to offer and see neurodiversity as a competitive advantage.

One significant finding of the questionnaire was how respondents perceived non-acceptance and a lack of encouragement from employers toward hiring people with ASD as barriers in the workplace for individuals with ASD. 43.8% indicated that these factors were often a barrier. Findings from the focus group theme Perceptions of Autism and the subtheme Negative Stereotypes alluded to the fact that if people with ASD appear visibly autistic, it may discourage employers from hiring them due to preconceived notions about their abilities. These findings align with Social Representation Theory, which suggests that societal beliefs and cultural narratives shape perceptions of individuals with ASD. These entrenched representations can result in people with ASD losing jobs to neurotypical counterparts, reinforcing systemic barriers. Challenging these narratives through education and training is essential to creating a more inclusive workplace for individuals with ASD.

It was interesting to find that respondents of the questionnaire perceived society’s attitude towards organisations that hire people with ASD as a barrier to the workplace for individuals with ASD. 52.9% perceived it to be sometimes a barrier, while 29.4% responded that it is often a barrier. This indicates that there might be a stigma attached to organisations that employ people with ASD. Again, this could be due to negative stereotypes, aligning with SRT. This further confirms that systemic and cultural barriers exist for people with ASD in finding and keeping employment. 

Findings from the study align with SRT, which asserts that social knowledge and cultural narratives shape individuals’ perceptions of ASD in the workplace. The questionnaire findings indicated that 41.2% of the participants responded that a lack of proper education on ASD is a frequent barrier to employment, affirming the SRT explanation that misconceptions underpin workplace challenges. Thematic analysis of the focus group also supported this with Perceptions of Autism as a prevailing theme. Participants raised issues such as negative stereotyping, stigmatising language, and outdated terminology, which affect workplace culture and lead to exclusionary practices. The anchoring and objectification process of SRT can be applied to explain how misconceptions can become ingrained in workplace culture and create systemic barriers for autistic employees.

The P-E Fit theory also provides a valuable lens for gaining insight into the study, particularly regarding the themes of Workplace Challenges and Workplace Accommodations identified from the thematic analysis. P-E Fit suggests that issues stemming from ASD often arise from a mismatch between a person's personal strengths and the circumstances of their work environment. Findings from the questionnaire indicated that 29.4% of respondents viewed negative attitudes from coworkers and supervisors as a significant barrier, followed by problems related to accessibility and work-life balance. These factors contribute to autistic employees being mismatched with their work environments. Focus group discussions further elaborated on these points, citing a lack of training, understanding, and empathy in the workplace. The focus group study also identified potential solutions that align with P-E Fit. Participants emphasised the need for structured routines, environmental adjustments (e.g., noise-cancelling headphones), and technological support, such as ipads for taking notes. Proper accommodations strengthen the connection between individual needs and the workplace environment, enhancing the working experience for autistic employees.

The focus group discussion revealed that many workplace barriers faced by people with ASD are primarily institutional and attitudinal rather than rooted in the condition itself. This supports the SMD’s assertion that disability is socially constructed through physical and institutional barriers, inflexible policies, and negative attitudes. Additionally, improved education and training aimed at dispelling negative stereotypes further validates the appropriateness of this model for the findings. 

The findings of this study have practical implications for promoting inclusion in the workplace for people with ASD. There is a clear need for improved education and training about ASD for all employees, particularly focusing on challenging stereotypes and helping people understand ASD more effectively. The study highlights the importance of environmental accommodations. Small adjustments, such as allowing or providing noise-cancelling headphones, creating quiet spaces, and permitting flexible work arrangements, could significantly enhance the workplace experience for individuals with ASD. These findings align with the P-E Fit theory, which emphasises creating environments that match a person’s individual needs. The study also underscores the importance of recognising and leveraging the unique strengths of people with ASD. By creating roles that focus on qualities such as creativity, logical thinking, and hyperfocus, organisations can benefit from these strengths. 

While the study offers valuable insights, several limitations must be acknowledged. The sample size of 17 questionnaires represents a small group, potentially limiting the generalizability of the results. Additionally, the narrow focus on barriers and accommodations may not capture the full range of experiences individuals with ASD encounter in employment. 

Future research should aim to use larger and more diverse samples to ensure better representation of individuals with ASD. Longitudinal studies examining the long-term impact of workplace accommodations may also prove valuable. Another promising direction for future research could explore how exposure to ASD in educational settings influences future workplace interactions. As identified in the literature review, this highlights a current gap in knowledge and could potentially inform accommodations aimed at improving inclusion in the workplace. 

In conclusion, this study enhances our understanding of the workplace barriers faced by individuals with ASD, emphasising key challenges, strengths, and potential accommodations. The findings indicate that negative attitudes from employers and coworkers, along with stigma and systemic barriers, significantly affect autistic individuals' ability to secure and maintain employment. These challenges align with the Social Model of Disability (SMD), which asserts that disability arises from societal structures rather than the impairments of the individual.

The study also found that students recognise the strengths of individuals with ASD, including creativity, logical thinking, and the ability to focus. However, a perceived lack of experience was noted as a barrier, which may reflect the failure of organisations to accommodate candidates and employees with ASD. This aligns with P-E Fit, suggesting that employment outcomes improve when workplace adaptations are tailored to the individual strengths of people with ASD. The focus group participants reinforced this by identifying solutions such as structured routines, noise-cancelling headphones, and technological support. 

SRT further explains how stereotypes influence workplace perceptions of ASD, contributing to workplace exclusion. The study emphasises the need to address misconceptions about ASD through improved workplace training and education, especially to challenge negative stereotypes and enhance understanding of ASD in workplace environments.

Integrating empirical findings and theoretical frameworks such as SRT, P-E Fit theory, and the SMD fosters a more comprehensive understanding of this issue. The identified themes of Perceptions of Autism, Workplace Challenges, Strengths of Autism, and Workplace Accommodations provide a foundation for developing more inclusive workplace practices. By addressing stereotypes, creating a more supportive work environment, and recognising the unique contributions of individuals with ASD, organisations can become more inclusive.
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Study Information Sheet 
 
This document provides vital information regarding the study and details about what will be expected of you as a participant. Therefore, please read this information carefully before consenting to participate. 
 
This study aims to explore attitudes toward autism in the workplace. 
 
During this study, you will be required to do the following: 

· Sign a consent form stating you understand the nature of the study and your expected role. 
· Complete a questionnaire. This will involve you responding to 10 statements on a scale of 1 (not a barrier) to 5 (always a Barrier). 
 
At the end of the study, you will be provided with the study debrief.  
 
If you have any questions or concerns about this study, please get in touch with the researcher, Rebecca Suter, at 0252227@student.UWTSD.ac.uk) or the research supervisor, Judith Marshall, on Judith.marshall@uwtsd.ac.uk
 
 
If you are happy to take part in this study, please sign the consent form provided. 
 
If you feel you want to leave the study, you can do so at any time by closing the browser on your computer or notifying the researcher. Once the study has ended, you will be asked if you want your data to be saved as part of the study. If you agree, your data will be anonymised and therefore untraceable to later delete. If you do not wish for your data to be used, please ensure you inform the researcher. 
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Study Consent Form 
 
I understand that this research study is being carried out by a third-year psychology and counselling student for the purpose of their dissertation. 

This questionnaire will take approximately ten minutes to complete.

I understand that participation in this study is voluntary, and I am free to withdraw participation at any time during or before the end of the study without giving a reason.  
 
I understand that once I complete the study, my data will be anonymised and will remain confidential and will not be traced back to me, as a code will be assigned in place of my name and unique EMS identification number. The data collected will be stored in accordance with the Data Protection Act (2018), and all data will be anonymised.
 
I am aware that if I have concerns about the study, I can contact the researcher, Rebecca Suter, at any time during or after the study by emailing (0252227@student.uwtsd.ac.uk) or by contacting the research supervisor, Judith Marshall, at judith.marshall@uwtsd.ac.uk (should I have any concerns). 
 
I also understand that I will receive a debrief form at the end of the study. 
 
Please tick the boxes below to confirm:  
 
· I am aged 18 years of age or over  
· I understand I can withdraw at any time without penalty  
· I understand my data will be held confidentially with a code assigned in place of my name  
· I understand all the above information on this consent form 
· I consent to take part in this study  

Signed:							Date:
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Study Debrief Sheet    
Gauging the perceptions of the employability of individuals with autism spectrum disorder (ASD).
Thank you for taking part in this study.    
This study aimed to gauge people’s perceptions of barriers in the workplace for people with ASD. The questionnaire seeks to identify key obstacles people with ASD encounter and examine the impact of stigma and social attitudes on their employment. The anonymised results of the questionnaire will be used in a focus group to create talking points and help focus group participants understand the subject matter to be discussed. 
If you wish to withdraw your data from the study, you must tell the researcher now.  After this point, all of your data will remain confidential, and we will not trace it back to you.  
Your contribution to this study plays a pivotal role in helping advance the understanding of the employment needs of people with ASD. If taking part in this study has raised any questions, please speak to the researcher, Rebecca Suter or contact the research supervisor, Judith Marshall, on judith.marshall@uwtsd.ac.uk
Thank you once again for taking the time to participate in this study. 
Level six student
Rebecca Suter (0252227@student.uwtsd.ac.uk)  
BSc Psychology and Counselling 
University of Wales Trinity Saint David
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Focus Group Questions

5. How do you think people in the general public define Autism?

· What do you think the public might say are specific traits of autism?
· How well do you think people understand the needs of people with autism?

6. How do you think people with autism are generally viewed in society?

· Prompt: Do you think autism affects how a person with autism thinks? Or do you think it can affect them physically, too?
· Do you have an awareness of autism being linked to other disabilities?

7. How easy do you think it is for people with autism to gain employment?

· How motivated do you think employers are to hire people with autism?
· What might hold them back?

8. What kinds of jobs might people consider to be suitable for a person with autism?

· Why do you feel those jobs are suitable?

9. What challenges to do you think autistic people might face in the workplace?

· Specific challenges getting to work. The physical workplace, Colleagues?

10. How might neurotypical co-workers experience working alongside a person with autism?

· What specific difficulties might they experience?

11. What strengths do you think individuals with autism might bring to the workplace?
· How do you think these strengths could benefit a team or workplace environment?
· What might people misunderstand about these strengths?

12. What kind of support or adjustments do you think neurotypical employers and colleagues could make to help individuals with autism thrive in the workplace?

· Can you think of specific adjustments that might help autistic individuals feel more comfortable in a workplace environment?
· How might the person with autism feel about these adjustments? Might they feel singled out, or isolated?

13. How do you think neurotypical employees can help create a more inclusive and supportive work environment for people with autism?

· What specific actions could neurotypical employees make to make the workplace more inviting for individuals with autism?

14. . What role do you think education and workplace (?) training on autism or neurodiversity play in improving workplace inclusion?

· If autism was more openly discussed in the workplace, what effects do you think there could be?


We have a few minutes left. Does anyone have any more comments or thoughts regarding what has been discussed today?
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Study Information Sheet 
 
This document provides vital information regarding the study and details about what will be expected of you as a participant. Therefore, please read this information carefully before consenting to participate. 
 
This study aims to explore attitudes toward autism in the workplace. 
 
During this study, you will be required to do the following: 

· Participate in a 45-minute focus group.
· Respond to the researcher's questions, although it is optional to answer if you do not wish to do so.
 
Your participation is confidential, and all data will be anonymised to ensure your responses cannot be traced back to you.

The focus group will be audio-recorded for the purpose of data analysis. The recording will be stored securely and only accessed by the research team.

Your participation is voluntary, and you can withdraw from the study at any time without consequence. If you want to leave the study, you can do so anytime by notifying the researcher. You will be asked if you want your data saved or removed as part of the study. If you agree, your data will be anonymised and therefore untraceable to later delete. If you do not wish for your data to be used, please ensure you inform the researcher. 

At the end of the study, you will be provided with the study debrief.  
 
If you have any questions or concerns about this study, please get in touch with the researcher, Rebecca Suter, at 0252227@student.UWTSD.ac.uk) or the research supervisor, Judith Marshall, on Judith.marshall@uwtsd.ac.uk
  
If you are happy to take part in this study, please sign the consent form provided. 
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Study Consent Form 
 
I understand that this research study is being carried out by a third-year psychology and counselling student for the purpose of their dissertation. 

This focus group will take approximately 45 minutes to complete.

I understand that participation in this study is voluntary, and I am free to withdraw participation at any time during or before the end of the study without giving a reason.  
 
I understand that this focus group will be audio recorded, and once I complete the study, my data will remain confidential and will not be traced back to me. Instead of my name and unique EMS identification number, a code will be assigned to me. The data collected will be stored in accordance with the Data Protection Act (2018), and all data will be anonymised.
 
I am aware that if I have concerns about the study, I can contact the researcher, Rebecca Suter, at any time during or after the study by emailing (0252227@student.uwtsd.ac.uk) or by contacting the research supervisor, Judith Marshall, at judith.marshall@uwtsd.ac.uk (should I have any concerns). 
 
I also understand that I will receive a debrief form at the end of the study. 
 
Please tick the boxes below to confirm:  
 
· I am aged 18 years of age or over  
· I understand I can withdraw at any time without penalty  
· I understand my data will be held confidentially with a code assigned in place of my name  
· I understand all the above information on this consent form 
· I consent to take part in this study  



Signed:							Date:
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Focus Group Demographics sheet


Please fill this sheet out to the best of your ability. If you do not wish to provide an answer and/or do not have an answer, leave it blank. 

Thank you very much for your time and consideration.

Gender: 

· Male	
· Female
· I prefer not to say


Age: 


Have you been in close contact with someone diagnosed with Autism Spectrum Disorder (ASD)? (For instance, a family member, close friend, colleague, or any other significant relationship.)

· Yes
· No
· Prefer not to say
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Study Debrief Sheet    
Understanding student’s perceptions of challenges faced by autistic individuals in the workplace.
Thank you for taking part in this focus group.    
This study aims to explore people’s perceptions of barriers in the workplace for people with ASD. The focus group sought to identify key obstacles people with ASD encounter, examine the impact of stigma and social attitudes on their employment, and explore strategies to foster better workplace inclusivity. Additionally, the study sought to assess the awareness of people who may work with autistic individuals, contributing to a more informed and supportive workplace environment. 
If you wish to withdraw your data from the study, you must tell the researcher now.  After this point, all of your data will remain confidential, and we will not trace it back to you.  
Your contribution to this study is pivotal in helping advance the understanding of the employment needs of people with ASD. If taking part in this study has raised any questions, please speak to the researcher, Rebecca Suter or contact the research supervisor, Judith Marshall, on judith.marshall@uwtsd.ac.uk
Thank you once again for taking the time to participate in this study. 
Level six student
Rebecca Suter (0252227@student.uwtsd.ac.uk)  
BSc Psychology and Counselling 
University of Wales Trinity Saint David
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APPLICATION FOR ETHICAL APPROVAL


	RESEARCH STUDENTS
This form is to be completed by the student within SIX months for full-time students and TWELVE months for part time students, after the commencement of the research degree or following progression to Part Two of your course. 

Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).

This document is also available in Welsh.


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.




In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Rebecca Eve Suter

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	
Yr Athrofa: Psychology and Counselling

	4
	Campus:
	
SA1 Waterfront Campus

	5
	E-mail address:
	
0252227@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	
07470691648

	
	For students:

	7
	Student Number:
	0252227

	8
	Programme of Study:
	BSc Psychology

	9
	Director of Studies/Supervisor:
	Dr Judith Marshall





SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☐
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)
Dr Judith Marshall – Dissertation Supervisor
	☒	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	UWTSD Data Protection and Storage Protocol
	☒

	4
	BPS Code of Ethics and Conduct (2021)
	☒

	5
	BPS Code of Human Research Ethics (2021)
	☒

	6
	UWTSD Student Code of Conduct
	☒

	7
	BPS Data protection regulation 2018
	☒



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	Students’ perception of challenges faced by autistic individuals in the workplace: A mixed methods study.

	2
	Proposed start date:
	November 2024
	Proposed end date:
	March 2025

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity

The purpose of the study is to explore students’ perceptions of challenges faced by autistic individuals in the workplace, with a focus on identifying barriers with the intention of developing further, higher level research which will inform actionable recommendations to foster better workplace inclusivity. 

In Wales, it is estimated that there are around 31,000 autistic people (Office of National Statistics, 2012). Between 1998 and 2018, the number of autism diagnoses in the UK grew by 787% (Russell et al., 2021). While this rise could be due to an actual rise in prevalence, it is more likely due to an improvement in awareness, reporting and broader application of diagnostic criteria (Golson et al., 2022); Jensen et al., 2014; Russell et al., 2021). Employment is a crucial aspect of life, offering not only financial stability but also a sense of purpose and social inclusion (Jacob et al., 2015; Szechy & O'Donnell, 2024; Wehman et al., 2016). However, in the UK, only 22% of autistic adults are in paid employment, a figure that emphasises significant disparities in employment opportunities (Office for national statistics, 2021). This can be due to workplace barriers, such as inadequate accommodations and a lack of understanding of autistic employees’ needs (Hendricks, 2010). Therefore, this study seeks to address these obstacles and explore strategies to improve employment outcomes for autistic individuals. 

Enhancing employment for this population not only has the potential to improve their quality of life but also to reduce societal reliance on welfare systems thereby benefiting the broader economy (Wehman, et al., 2016). 
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	4
	Research Question

What are students’ perceptions of how diverse workplaces could improve the employee experience and sense of well-being in autistic workers?

(this box should expand as you type)

	5
	Aims of Research Activity

The main aim of this study is to gain insight to students’ perceptions of the challenges faced by autistic individuals in the workplace. The study will seek to identify and explore the main workplace barriers, such as social challenges, sensory issues, communication difficulties, and to understand how these barriers contribute to the low employment rates: 22% in the UK. Based on these insights, the study aims to develop strategies for further research to improve workplace inclusivity, such as offering accommodations flexible work options and better support systems for autistic employees. Through this study the research aims to create pathways for a more supportive and inclusive workplace environment that accommodates the unique needs of autistic individuals, leading to great your employment success and overall well-being



	6
	Objectives of Research Activity

This study aims to gain a deeper understanding of the specific challenges that autistic individuals face in the workplace. First, the study aims to examine students’ perceptions of workplace barriers, such as communication difficulties, sensory sensitivities, and inadequate accommodations. The study also seeks to investigate why only 22% (Office of National Statistics, 2021) of autistic adults in the UK are in paid employment, possibly identifying structural and attitudinal barriers that may contribute to underemployment. A further objective is to gain students’ perceptions of actionable recommendations that may improve employment environments for autistic individuals. The research will also explore the economic and societal benefits of enhancing workplace inclusivity.

The study’s framework is based on the social model of disability (Olivier, 1983), which suggests that disability is not an inherent attribute of an individual but is a result of societal barriers and attitudes. It argues that the challenges faced by autistic individuals in the workplace primarily arise from environmental and attitudinal obstacles that can be changed to create a more inclusive environment. The research also incorporates the person-environment fit theory (De Cooman & Vleugals, 2022), which underscores the importance of aligning an individual’s abilities with workplace demands. These perspectives indicate that addressing workplace accommodations and societal attitudes can greatly improve employment experiences for autistic individuals.

Furthermore, the study will consider Social Representations Theory (Moscovici, 1984) to explore how participants draw on existing knowledge and societal views to form their opinions about learning differences in the workplace. Understanding these social perceptions is crucial, as they influence individuals’ attitudes and reactions to autistic employees. Individuals interpret the world around them by linking new information to their existing knowledge. However, there are many different views in society, and individuals react in various ways, influenced by multiple factors such as age and gender. 
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	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]For this study, data collection will involve two primary methods: 

Study one: Firstly, an online questionnaire will be completed by students in UWTSD before the focus group takes place to gather initial insights into their perceptions of the challenges faced by autistic individuals in the workplace. This questionnaire will include questions related to the barriers autistic employees face, their experiences, and potential solutions. The questionnaire responses can be related to existing literature regarding common beliefs about ASD in the workplace and will help identify key themes and issues to discuss in the focus group.

The online questionnaire used will be the HR Professionals Perception of Employability of Persons with Intellectual Disabilities (Berry & Kymar, 2012) and will be adapted for non-HR participants. The questionnaire consists of ten questions where the answers are selected from Not a barrier, Rarely a Barrier, Sometimes a Barrier, Often a barrier and Always a barrier. To reiterate, the answers to the questionnaire will only be used as a focal point to introduce the focus group to the subject matter, and to refer to certain questions to focus on key themes for some of the discussions and will not be analysed for the study. A copy of the questionnaire is included in the appendices (Appendix A). 

Participants of the online questionnaire will complete the questionnaire online through the Experiment management system (EMS) and will receive one credit for their participation. They will first read an information sheet (Appendix B) and then complete a consent form (Appendix C). Once the study is completed, the participants will see a debrief page (Appendix D) and be thanked for their participation.

Study two: The main data collection method will consist of a 45-minute, semi-structured focus group comprising of 8-10 participants will be conducted as the main data collection method. Focus group questions will be based in the academic literature. Students will sign up online voluntarily through the EMS and receive 3 credits for participating. On arrival the participants will be given an information sheet (Appendix E) and then be asked to sign a consent form (Appendix F). Once all participants have agreed, the audio recorder will be turned on. 

The focus group will involve a guided discussion using prompts derived mainly from the psychology literature, and guided by the questionnaire results, allowing for an in-depth exploration of participants perspectives on the workplace challenges for autistic individuals. This method will provide qualitative data and facilitate discussions, offering insights into participants perceptions and possible solutions to the issues identified. Once the focus group has finished, the participants will be given a verbal debrief and also be given a debrief form to take with them (Appendix G).

Thematic analysis will be used to analyse the data from the focus group and will use Braun and Clarke’s (2006) six-phase framework. The focus group will be audio recorded, later transcribed and analysed to interpret codes and themes in the data, capturing recurring patterns across the discussions and supported with quotes. Pseudonyms will be employed to hide the identity of participants ensuring anonymity.

Reference List

Berry, B.S. & Kymar, K.R. (2012). Human resource professionals’ perceptions on disability related barriers to employment of persons with intellectual disability. The Indian Journal of Occupational Therapy, 44(2), 21-29.
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	Location of research activity
Identify all locations where research activity will take place.

	8
	The questionnaire will be completed online through the EMS and the focus group will be conducted in an appropriate room inside the IQ building of UWTSD.


	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	
N/A




	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☒
	☐

	16
	A Wales of cohesive communities
	☐
	☒

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	
Equality in the workplace in Wales is vital for fostering a diverse and inclusive environment. It promotes fairness, reduces discrimination, and ensures that all people have equal opportunities. Diversity in the workplace allows for different perspectives and ideas, encouraging creativity and leading to inventive solutions. 

(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☒
	☐

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☒
	☐

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☒
	☐

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☒

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	
Between ten and twenty participants for the questionnaire and six to eight participants for the focus group. If too few participants sign up for the focus group, a second focus group will be set up for a later date. 

(this box should expand as you type)

	11
	Who will the participants be?

	
Participants will be undergraduate students currently enrolled on a psychology degree programme within the centre for psychology and counselling at the University of Wales Trinity St David.

(this box should expand as you type)

	12
	How will you identify the participants?
	
Participants for the questionnaire and focus group will be recruited through the EMS in exchange for EMS credits. Participants will sign up and be identified through their unique EMS participant ID code.

(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☒
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	



SECTION H: Anticipated Risks

	
	[bookmark: _Toc193834264]
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	[bookmark: _Toc193834265][bookmark: _Toc193836533][bookmark: _Toc193837835][bookmark: _Toc193839051][bookmark: _Toc193839223]1
	[bookmark: _Toc193834266][bookmark: _Toc193836534][bookmark: _Toc193837836][bookmark: _Toc193839052][bookmark: _Toc193839224]Full risk assessment completed and appended? 
	[bookmark: _Toc193834267][bookmark: _Toc193836535][bookmark: _Toc193837837][bookmark: _Toc193839053][bookmark: _Toc193839225]Yes 
	☐

	
	
	[bookmark: _Toc193834269][bookmark: _Toc193836537][bookmark: _Toc193837839][bookmark: _Toc193839055][bookmark: _Toc193839227]No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:

1. Risk to participants should be minimal, but given the nature of the topic, some people may experience heightened emotions (psychological distress) during the focus group.















































2. During focus groups, confidentiality can be somewhat challenging. Participants are likely to share personal experiences and opinions during the session which could end up being shared or discussed outside of the focus group setting. 
























3. Data leakage. Data leakage is a serious issue as it risks exposing sensitive information about participants and can undermine the validity of the study findings. Moreover, a data breach could harm the reputation of UWTSD and potentially impact the integrity of future research as well.
	How you will mitigate the risk to participants:

1. Before the study begins, participants will be fully informed about the topic that will be covered, particularly the potential of discussing sensitive subjects such as autism, workplace discrimination, and personal challenges. Clear detailed information about the nature of the study will be provided through an informed consent form. The consent form will highlight the possibility of emotional discomfort or distress and include information on the right to withdraw at any time without penalty. A pre focus group briefing will also be conducted to remind participants of the topics and allow them to reconsider their involvement if they feel uncomfortable.

If a participant becomes distressed during the focus group session, the researcher will pause the session and take the participant out of the room. The researcher will ask the participant if they would like a few moments before returning, or if they would like to withdraw from the study with no penalty. If necessary, a member of staff may be sought for guidance. The focus group session will be continued as soon as possible.

Participants will be made aware that they can take a break if they feel overwhelmed and that a private space will be available for anyone who needs time away from the discussion. 

The focus group questions will also be carefully framed to minimise any risk of distress to participants, and will not be asked to share deeply personal automatic experiences unless they feel comfortable doing so. They will also be reminded that they do not have to answer any questions they may find upsetting.

At the end of the focus group a debrief will be conducted where participants can express their feelings and concerned in a supportive environment. 

2. Participants will tick the anonymity and confidentiality box on the consent form before the focus group begins, clearly stating that the information shared in the discussion must not be disclosed outside of the group.

During the focus group introduction, it will be reinforced that the expectation of the participants will be not to disclose any personal information shared during the session. The debrief will remind them of this. 

During data collection and analysis, all identifying information will be removed to ensure anonymity and while transcribing the focus group discussion, names, locations, and other personal identifiers will be redacted or replaced with pseudonyms. All participants will be informed of the measures put in place to protect their data. 

The focus group will be conducted in a private, secure environment to prevent unauthorised people from overhearing or accessing the discussion. This will be a closed room within the university.

3. To mitigate the risk of data leakage, all data will be encrypted during collection and stored securely to prevent unauthorised access. Once the study is completed, all data will be destroyed appropriately to safeguard against future leaks. Additional details will be provided in the relevant section further down. 


	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	
N/A

(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:

1. As with the participants, the researcher is at risk of emotional distress. There may be emotionally charged content during the focus group, leading to the possibility of emotional strain, fatigue, and even experiencing distress at seeing participants being in distress. 



2. Risk of accusation of improper/unprofessional behaviour.

	How you will mitigate the risk to the investigator:

1. Researcher will have received appropriate focus group training and understand how to approach sensitive subjects. After the focus group and debrief, the researcher will reflect of the experience and should contact the research supervisor should any support be needed.


2. Guidelines set by UWTSD and the British Psychological Society (BPS) will be strictly adhered to. The focus group will be recorded with the participants consent both stop this provides a safeguard, providing evidence should it be needed and can help clarify misunderstandings in the event of an accusation. 

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:

1. The reputation of the university may be at risk if the research is found to be unethical, causes harm to participants, or mishandles sensitive data.

2. If participants rights are violated, or if harm is caused to participants, the university could face legal action. Issues such as breaches of confidentiality, failure to protect participants, or inadequate informed consent could result in lawsuits.

3. Improper behaviour by the researcher.







4. Data Leakage
	How you will mitigate the risk to the University:

1. Research will only go ahead once full ethical approval has been given. Researcher will follow all ethical BPS and UWTSD guidelines to always ensure propriety.

2. All participants will provide informed consent before taking part in this study. This ensures that participants fully understand the nature of this study, any potential risks, and their right to withdraw.

3. The researcher will strictly adhere to all ethical guidelines established by the BPS and UWTSD. The focus group will be audio recorded, providing a record that allows for clarification of any concerns that may arise.

4. All data collected will be encrypted and securely stored to prevent any unauthorised access. Paper copies of data will be stored securely. Once the study concludes, all data will be disposed of to protect against any future leaks.


	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

N/A
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	[bookmark: OLE_LINK3][bookmark: OLE_LINK4]
Two debriefs will be provided.

Study 1: After completing the online questionnaire, participants will receive a debrief form (Appendix D). This form will explain the purpose of the research and provide further context regarding the study’s objectives and outcomes. While initial information will be outlined at the beginning on the information sheet, the debrief form will offer more detailed insights on how the findings could be implemented in practice. Additionally, the debrief sheet will remind participants of their anonymity, confidentiality, and the right to withdraw from the study. Contact emails for both the researcher and supervisor will be included so that if participants have had any emotional reactions they would like to address, or any follow-up questions regarding this study, these can be directed to the researcher. Participants will receive feedback to reassure them that their responses were valuable and thanked for taking part.

Study 2: After the focus group concludes, the participants will be personally thanked for taking part. The researcher will explain what the purpose of the study was and will ask if anyone has any questions of final thoughts. If any participant feels that they experienced discomfort or distress during the focus group, they will be referred to the appropriate support, such as the research supervisor and student well-being. Participants will then receive a physical debrief sheet (Appendix G). The form will thank the participant for taking part and outline the purpose of the research. The participants will be assured again of anonymity, confidentiality and the right to withdraw. Feedback will be given to ensure the participant knows their contribution to the study is valuable and will be provided the emails of both the researcher and supervisor, so that if they have any questions after leaving, or wish to address any feelings or emotions that may have arisen during the focus group.



	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
[bookmark: OLE_LINK9][bookmark: OLE_LINK10]Study 1: Before participating in the study, participants will receive an information sheet that outlines the study’s purpose, objectives, and the nature of their involvement. This sheet will include information about the content of the questionnaire and any potential risks or benefits associated with participation. It will also state that participants can withdraw at any time without penalty. 

After reviewing the information sheet, participants will need to complete a consent form to confirm their understanding of the study and their willingness to participate. The consent form will specify the duration of the study, emphasise that participation is voluntary, and confirm that participants are free to withdraw at any point during or before the study concludes without penalty. Additionally, the form will address anonymity and confidentiality in accordance with the Data Protection Act (2018).

Since the questionnaire is conducted online, participants will indicate their consent by checking a box that confirms their agreement to participate. This process ensures full compliance with BPS and UWTSD guidelines, thereby safeguarding participants' rights and privacy throughout the study.


Study 2: Before participating in the focus group, participants will receive a verbal briefing on the content, purpose, and structure of the discussion. They will be informed that their participation is voluntary and confidential, and that all identifying markers will be anonymised. Following this briefing, participants will be given a physical information sheet outlining the study’s objectives and what their involvement will entail. This sheet will detail the structure of the discussion, the estimated duration of the focus group, and will clarify that participants can withdraw at any time without penalty.

After reviewing the information sheet, participants will be asked to complete a consent form to confirm their understanding of the study and their willingness to participate. The consent form will specify the duration of the focus group, emphasise that participation is voluntary, and affirm that participants may withdraw at any point during or before the discussion without consequence. Additionally, the form will address anonymity and confidentiality in accordance with the Data Protection Act (2018).

Participants will indicate their consent by ticking the relevant boxes on the consent form, confirming their agreement to participate after reviewing the information. This process ensures full compliance with BPS and UWTSD guidelines, safeguarding participants' rights and privacy throughout the study.

(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
Study 1: A variety of measures will be put in place to protect participants' anonymity and keep their responses confidential. To maintain anonymity, all collected data will be securely stored in password-protected files or encrypted databases, in accordance with the Data Protection Act (2018) and accessible only to authorised research team members. Participants will be informed about these measures in the information sheet provided before participation. Participants will also have the option to withdraw if they are uncomfortable with the terms of participation. A consent form will be signed to ensure the participants understanding of these factors. Once the study has concluded, all data will be destroyed appropriately, preventing the risk of future leaks.

Study 2: Several key measures will be implemented to ensure the anonymity of participants and the confidentiality of their contributions to the focus group. They will be informed verbally and by means of the information sheet and consent form that their input will be treated as confidential, and any insights shared in reports will be presented using pseudonyms or general descriptors to protect individual identities. The discussions will be audio recorded solely for analysis purposes, with access restricted to the research team to prevent unauthorised use of the data. Participants will be informed of these confidentiality measures in the information sheet prior to the focus group. They will also be reminded of their right to withdraw at any point without penalty should they feel the need to. Data from the focus groups will be securely stored in password protected files, accessible only to the researcher and research supervisor. Any personal information collected, such as consent forms, will be stored separately from the data to further protect anonymity. In the final report, no identifying information will be included, and any potentially identifying details will be generalised to prevent recognition of participants. Once the study is concluded, all data will be destroyed appropriately to prevent the risk of future leaks.

(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	     ☒

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	   ☒
	    ☐

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	
ASD spectrum disorder will be the primary focus of the questionnaire and focus group. However, participants will not be required to discuss their status nor personal experiences.


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☒
	☐

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☐
	☒

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	10
	“Cloud” storage or websites?
	☒
	☐

	11
	Other – specify:

	☐
	☐

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	
Study 1: To ensure the security and confidentiality of the data collected, all data will be primarily stored and uploaded to OneDrive. Access will be restricted to the research team. Data will also be stored on an encrypted hard drive on the researcher’s personal laptop which is password protected and stored at the researchers home in a safe location. Having the data in two separate locations protects against loss of data. Any identifying information such as consent forms will be stored separately from the research data in the psych labs at UWTSD to further protect anonymity.

Study 2: The focus group will be audio recorded, and the data will be immediately uploaded to OneDrive and the researcher’s private laptop as a backup and will be encrypted and password protected. Once the OneDrive file is checked to be accessible, the recording on the digital recorder will be deleted, and the recording device returned to the Psych Lab manager. Access to the study data will be limited to the researcher and the supervisor. Any identifiable information in the data will be anonymised to protect the confidentiality of the participants. When transcribing, pseudonyms will be applied by assigning each participant a unique name, ensuring that their real identities cannot be linked to the data. Additionally, any consent forms will be stored securely and separately in the psych labs at UWTSD.


(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☐

	20
	Data archiving?
	☐
	☐

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	
All data from the focus group and questionnaires will be electronically transferred to the private laptop of the researcher which will be password protected. Data will be encrypted and will also be back up to the university OneDrive account which is also password protected. Once the audio data has been transcribed and the study completed, the raw data will be deleted. Again, all data will be anonymised to protect participants identities.


	22
	List all who will have access to the data generated by the research activity:

	
	
Rebecca Suter (Researcher)
Judith Marshall (research Supervisor)


	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
Rebecca Suter (Researcher)
Judith Marshall (research Supervisor)


	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
The focus group will be recorded using a digital Dictaphone. The data will be transcribed by the researcher onto an electronic laptop and all identifiable information will be anonymised and stored on a password protected private laptop and also the universities OneDrive account as a backup. All data will be encrypted.

Consent forms and any paper transcripts will be kept separately in secure, locked containers.

Once the study has been completed, all raw data will be deleted and any paper data will be destroyed.



	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	
N/A


	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒




SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	
	Date:




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	[image: C:\Users\edu-jm3\AppData\Local\Microsoft\Windows\INetCache\Content.MSO\5F3C579F.tmp]
	Date:

04.11.2024

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.




Appendices

Appendix A

Employability Perception Questionnaire

Please answer the following statements about an individual with ASD within the work setting with: 

(1) Not a barrier 
(2) Rarely a barrier 
(3) Sometimes a barrier 
(4) Often a barrier 
(5) Always a barrier

1. Negative attitudes from co-workers, employees, and/or supervisors 
· Not a barrier 
· Rarely a barrier 
· Sometimes a barrier 
· Often a barrier 
· Always a barrier

2. Inadequate education of individuals with ASD. 
· Not a barrier 
· Rarely a barrier 
· Sometimes a barrier 
· Often a barrier 
· Always a barrier

3 Lack of related experiences of individuals with ASD.
· Not a barrier
· Rarely a barrier
· Sometimes a barrier 
· Often a barrier
· Always a barrier

4. Lack of support from significant members such as family, friends, and professionals. 
· Not a barrier
· Rarely a barrier 
· Sometimes a barrier 
· Often a barrier 
· Always a barrier 

5. Non-acceptance and lack of encouragement of employers to employ persons with ASD. 
· Not a barrier 
· Rarely a barrier 
· Sometimes a barrier 
· Often a barrier 
· Always a barrier 

6. Need for workplace modification. 
· Not a barrier 
· Rarely a barrier 
· Sometimes a barrier 
· Often a barrier 
· Always a barrier 

7. Associated disabilities or diagnoses of ASD. 
· Not a barrier 
· Rarely a barrier 
· Sometimes a barrier 
· Often a barrier 
· Always a barrier 

8. Society may change its attitude toward organisations if individuals with ASD are employed. 
· Not a barrier 
· Rarely a barrier 
· Sometimes a barrier 
· Often a barrier 
· Always a barrier 

9. Difficulty in accessibility and convenience of the workplace. 
· Not a barrier 
· Rarely a barrier 
· Sometimes a barrier 
· Often a barrier 
· Always a barrier 

10. Difficulty maintaining work-life balance.
· Not a barrier 
· Rarely a barrier 
· Sometimes a barrier 
· Often a barrier 
· Always a barrier
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Study Information Sheet 
 
This document provides vital information regarding the study and details about what will be expected of you as a participant. Therefore, please read this information carefully before consenting to participate. 
 
This study aims to explore attitudes toward autism in the workplace. 
 
During this study, you will be required to do the following: 

· Sign a consent form stating you understand the nature of the study and your expected role. 
· Complete a questionnaire. This will involve you responding to 10 questions on a scale of 1 (not a barrier) to 5 (always a Barrier). 
 
At the end of the study, you will be provided with the study debrief.  
 
If you have any questions or concerns about this study, please get in touch with the researcher, Rebecca Suter, at 0252227@student.UWTSD.ac.uk) or the research supervisor, Judith Marshall, on Judith.marshall@uwtsd.ac.uk
 
 
If you are happy to take part in this study, please sign the consent form provided. 
 
If you feel you want to leave the study, you can do so at any time by closing the browser on your computer or notifying the researcher. Once the study has ended, you will be asked if you want your data to be saved as part of the study. If you agree, your data will be anonymised and therefore untraceable to later delete. If you do not wish for your data to be used, please ensure you inform the researcher. 
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Study Consent Form
 
I understand that this research study is being carried out by a third-year psychology and counselling student for the purpose of their dissertation. 

This questionnaire will take approximately ten minutes to complete.

I understand that participation in this study is voluntary, and I am free to withdraw participation at any time during or before the end of the study without giving a reason.  
 
I understand that once I complete the study, my data will remain confidential and will not be traced back to me, as a code will be assigned in place of my name and unique EMS identification number. The data collected will be stored in accordance with the Data Protection Act (2018), and all data will be anonymised.
 
I am aware that if I have concerns about the study, I can contact the researcher, Rebecca Suter, at any time during or after the study by emailing (0252227@student.uwtsd.ac.uk) or by contacting the research supervisor, Judith Marshall, at judith.marshall@uwtsd.ac.uk (should I have any concerns). 
 
I also understand that I will receive a debrief form at the end of the study. 
 
Please tick the boxes below to confirm:  
 
¨ I am aged 18 years of age or over  
¨ I understand I can withdraw at any time without penalty  
¨ I understand my data will be held confidentially with a code assigned in place of my name  
¨ I understand all the above information on this consent form 
¨ I consent to take part in this study  

Signed:							Date:
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Study Debrief Sheet
Gauging the perceptions of the employability of individuals with autism spectrum disorder (ASD).
Thank you for taking part in this study.    
This study aimed to gauge people’s perceptions of barriers in the workplace for people with ASD. The questionnaire seeks to identify key obstacles people with ASD encounter and examine the impact of stigma and social attitudes on their employment. The anonymised results of the questionnaire will be used in a focus group to create talking points and help focus group participants understand the subject matter to be discussed. 
If you wish to withdraw your data from the study, you must tell the researcher now.  After this point, all of your data will remain confidential, and we will not trace it back to you.  
Your contribution to this study plays a pivotal role in helping advance the understanding of the employment needs of people with ASD. If taking part in this study has raised any questions, please speak to the researcher, Rebecca Suter or contact the research supervisor, Judith Marshall, on judith.marshall@uwtsd.ac.uk
Thank you once again for taking the time to participate in this study. 
Level six student
Rebecca Suter (0252227@student.uwtsd.ac.uk)  
BSc Psychology and Counselling 
University of Wales Trinity Saint David
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Study Information Sheet 
 
This document provides vital information regarding the study and details about what will be expected of you as a participant. Therefore, please read this information carefully before consenting to participate. 
 
This study aims to explore attitudes toward autism in the workplace. 
 
During this study, you will be required to do the following: 

· Participate in a 45-minute focus group.
· Respond to the researcher's questions, although it is optional to answer if you do not wish to do so.
 
At the end of the study, you will be provided with the study debrief.  
 
If you have any questions or concerns about this study, please get in touch with the researcher, Rebecca Suter, at 0252227@student.UWTSD.ac.uk) or the research supervisor, Judith Marshall, on Judith.marshall@uwtsd.ac.uk
 
 
If you are happy to take part in this study, please sign the consent form provided. 
 
If you want to leave the study, you can do so anytime by notifying the researcher. You will be asked if you want your data saved or removed as part of the study. If you agree, your data will be anonymised and therefore untraceable to later delete. If you do not wish for your data to be used, please ensure you inform the researcher. 
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Study Consent Form
 
I understand that this research study is being carried out by a third-year psychology and counselling student for the purpose of their dissertation. 

This focus group will take approximately 45 minutes to complete.

I understand that participation in this study is voluntary, and I am free to withdraw participation at any time during or before the end of the study without giving a reason.  
 
I understand that once I complete the study, my data will remain confidential and will not be traced back to me, as a code will be assigned in place of my name and unique EMS identification number. The data collected will be stored in accordance with the Data Protection Act (2018), and all data will be anonymised.
 
I am aware that if I have concerns about the study, I can contact the researcher, Rebecca Suter, at any time during or after the study by emailing (0252227@student.uwtsd.ac.uk) or by contacting the research supervisor, Judith Marshall, at judith.marshall@uwtsd.ac.uk (should I have any concerns). 

 
I also understand that I will receive a debrief form at the end of the study. 

 
Please tick the boxes below to confirm:  
 
· I am aged 18 years of age or over

· I understand I can withdraw at any time without penalty. 

· I understand my data will be held confidentially with a code assigned in place of my name.  

· I understand all the above information on this consent form. 

· I consent to take part in this study.




Signed:							Date:
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Study Debrief Sheet    
Understanding student’s perceptions of challenges faced by autistic individuals in the workplace.
Thank you for taking part in this focus group.    
This study aimed to explore people’s perceptions of barriers in the workplace for people with ASD. The focus group seeks to identify key obstacles people with ASD encounter, examine the impact of stigma and social attitudes on their employment, and explore strategies to foster better workplace inclusivity. Additionally, the study seeks to assess the awareness of people who may work with autistic individuals, contributing to a more informed and supportive workplace environment. 

The anonymised results of the questionnaire will be used in a focus group to create talking points and help focus group participants understand the subject matter to be discussed. 
If you wish to withdraw your data from the study, you must tell the researcher now.  After this point, all of your data will remain confidential, and we will not trace it back to you.  
Your contribution to this study is pivotal in helping advance the understanding of the employment needs of people with ASD. If taking part in this study has raised any questions, please speak to the researcher, Rebecca Suter or contact the research supervisor, Judith Marshall, on judith.marshall@uwtsd.ac.uk
Thank you once again for taking the time to participate in this study. 
Level six student
Rebecca Suter (0252227@student.uwtsd.ac.uk)  
BSc Psychology and Counselling 
University of Wales Trinity Saint David
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	Case Processing Summary

	
	N
	%

	Cases
	Valid
	15
	71.4

	
	Excludeda
	6
	28.6

	
	Total
	21
	100.0

	a. Listwise deletion based on all variables in the procedure.

	

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.827
	10




	Do you percieve negative attitudes from co-workers, employees and/or supervisors to be a barrier in the workplace for people with ASD?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Rarely a barrier
	5
	29.4
	29.4
	29.4

	
	Sometimes a barrier
	6
	35.3
	35.3
	64.7

	
	Often a barrier
	5
	29.4
	29.4
	94.1

	
	Always a barrier
	1
	5.9
	5.9
	100.0

	
	Total
	17
	100.0
	100.0
	




	Do you percieve inadequate education of individuals with ASD to be a barrier in the workplace?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Rarely a barrier
	3
	17.6
	17.6
	17.6

	
	Sometimes a barrier
	6
	35.3
	35.3
	52.9

	
	Often a barrier
	7
	41.2
	41.2
	94.1

	
	Always a barrier
	1
	5.9
	5.9
	100.0

	
	Total
	17
	100.0
	100.0
	




	Do you perceive a lack of related experience of individuals with ASD to be a barrier in the workplace?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Rarely a barrier
	5
	29.4
	29.4
	29.4

	
	Sometimes a barrier
	5
	29.4
	29.4
	58.8

	
	Often a barrier
	7
	41.2
	41.2
	100.0

	
	Total
	17
	100.0
	100.0
	




	Do you perceive a lack of support from significant members such as family, friends, and professionals to be a barrier in the workplace for individuals with ASD?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not a barrier
	1
	5.9
	5.9
	5.9

	
	Rarely a barrier
	3
	17.6
	17.6
	23.5

	
	Sometimes a barrier
	9
	52.9
	52.9
	76.5

	
	Often a barrier
	4
	23.5
	23.5
	100.0

	
	Total
	17
	100.0
	100.0
	




	Do you percieve non-acceptance and lack of encouragement of employers to employ persons with ASD as a barrier in the workplace?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Rarely a barrier
	2
	11.8
	12.5
	12.5

	
	Sometimes a barrier
	5
	29.4
	31.3
	43.8

	
	Often a barrier
	7
	41.2
	43.8
	87.5

	
	Always a barrier
	2
	11.8
	12.5
	100.0

	
	Total
	16
	94.1
	100.0
	

	Missing
	99
	1
	5.9
	
	

	Total
	17
	100.0
	
	




	Do you perceive a need for workplace modification to be a barrier in the workplace for individuals with ASD?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not a barrier
	1
	5.9
	5.9
	5.9

	
	Rarely a barrier
	2
	11.8
	11.8
	17.6

	
	Sometimes a barrier
	7
	41.2
	41.2
	58.8

	
	Often a barrier
	4
	23.5
	23.5
	82.4

	
	Always a barrier
	3
	17.6
	17.6
	100.0

	
	Total
	17
	100.0
	100.0
	




	Do you perceive associated disabilities or diagnoses of ASD to be a barrier in the workplace?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Rarely a barrier
	2
	11.8
	11.8
	11.8

	
	Sometimes a barrier
	13
	76.5
	76.5
	88.2

	
	Often a barrier
	2
	11.8
	11.8
	100.0

	
	Total
	17
	100.0
	100.0
	




	Do you perceive society's attitude towards organisations, if individuals with ASD are employed, to be a barrier in the workplace?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Rarely a barrier
	3
	17.6
	17.6
	17.6

	
	Sometimes a barrier
	9
	52.9
	52.9
	70.6

	
	Often a barrier
	5
	29.4
	29.4
	100.0

	
	Total
	17
	100.0
	100.0
	




	Do you perceive difficulty in accessibility and convenience of the workplace as a barrier for individuals with ASD?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Rarely a barrier
	4
	23.5
	23.5
	23.5

	
	Sometimes a barrier
	6
	35.3
	35.3
	58.8

	
	Often a barrier
	6
	35.3
	35.3
	94.1

	
	Always a barrier
	1
	5.9
	5.9
	100.0

	
	Total
	17
	100.0
	100.0
	




	Do you perceive difficulty maintaining work-life balance a barrier in the workplace for individuals with ASD?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Rarely a barrier
	3
	17.6
	18.8
	18.8

	
	Sometimes a barrier
	7
	41.2
	43.8
	62.5

	
	Often a barrier
	5
	29.4
	31.3
	93.8

	
	Always a barrier
	1
	5.9
	6.3
	100.0

	
	Total
	16
	94.1
	100.0
	

	Missing
	99
	1
	5.9
	
	

	Total
	17
	100.0
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You perceive the question. Whatever thought comes Into your mind, that s a valid
response.

Monica: | think maybe, ke, a burden. ke, you see that the NHS i saying that the
overrun with tryns [sc) disgriose people with autism now. Umm, so1 Just think ceople.
think ts not,fike not real, but it ke, people don't really need help as much with

autsm, and, they do.

Mark: Based o that comment as well, | thirk s generally viewed a negative, n, n
1ot ofsituations such as, if someane with autism went ta paty they woud be
overstimulated, etceters, etcatera, I someone within s workplace there was a ot
going on. | think they are feeling more of a negative than a posiive, Notsaying t1ats,
in my opimion, Im Just saying that | think that's a gzneral consensus of, erm, more of 3
burden as opposed 12~ s like, I you know, you cten hear o, | don'tknow, they've
g0t autim. ke theyre ncapable, but actually they re prabably not. And that sort of

assumption. So | think t's just that negative connotation with .

Mmhmm

Meark cont: Umm, i just 1hat comes with the, yoL know, somecne wha's autsee and |

dorft necessarly agree with I, but that's my opinion.
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Thank you. Do you think autism effects how a person with autism thinks? Or do
You think it can affect them physically as well?

Ll 've looked in autism as ' Ive thought 3bout going into doing, maybe my
disertation or something on it znd, | ind that when an autistc person s having a
meltdown; thereis cases where they wilinjure themselves o they wil njure others
and it can cause physical damage to a person. Tney can take 3 physicaltol, but n, not
anly trat s the mentalside of . Ifthey hurt someane els. They don's wartt0. They
don'twant o fee ke this but they e just oo over stimlated that they kind of, have
o way of expressing it and it causes a ot of negative sef emotions and a negative seff
View, rom that perspective of On well, everyone just sees me 23 3 burden. | end up
hurting people. | should ot be around ther, I snt.. It kind of peroetuates the
Regatity around t, father than people 0king a £ with acceptance and compassion.

Ies very sad.
Great response. Thank you very much. Anybody anything to add to that one?
Claie: Yeah, | would say that It's probably mental and physical a5 well nd using
different processes n the mind to, Lmm, think about things and alsa f you're going
through overwhelm because of the way you are processing smething, then that's

g0ing 1o affect your nervous system and the way that you feel.

Thank you. Do you have an awareness of autism being linked to other disabilities?
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164 | n0tso difficul o get # ob. But | thinkfrom a person with autism apelying for fob,
165 | turming up 1o an iterview, and not being overstimulated, and suft ke that might
166 | come with challenges, Urrm, however, e known some peaple with autism i the
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Monica:| think there's — obviously €5 a spectrum, 5o €' different ke you can have.
severe autism and then not so much. So | think 1 all depends on the person really.
Just ke how you's hire anyone just depends on the person, I they have like severe

autism, then | think i would obviously be much harder to get employed.

Do you think people should disclose the fact that they have autism when they.
apply for a job?

Marks U, | think £ down to the person. | don' think it should b 2 yes or no,
meaning e, youshouldn'tbe told when you gt diagnosed “you need totellyour
employer” because in my apinin there s nothing, uless the person wants o, | mean,
Fthey're comfortable to, or fthey el it affects them daily, o i the workplace, |
don'feel ke i shoud b conversation tha should ust be needed,Jus because you
have to, And 5o think s down to personaL..personalchoice.

‘Thank you. How motivated do you think employers are to hire people with autism?

Clire: | think i’ orobabiy varied company and what they sand for. | mean, | hink
hree saic:some pecpie are very focused on one particulr thing, You can gt 2 job,
You know,they say we would't have mad it nto soace unles twas for autsic
pople 50 NASA migh sctualy prefer people o be autistic

But generally, no, | hink ' probably harder to get  job f you have a percelved
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isability I any way, and | magine a ot of employers do see autism as a disabilty.

‘What kinds of jobs might people consider to be suitable for people with autism?

Claire: *laughs™ Engineers. Computrs, | dorit mean that actualy, | think t's varied. It

Gepends on what that individual s nterested in, you know. The same as anybody else.

Anyone else have any ideas about jobs?

Rachel: some more jobs that's got 2 more quiet enviranment, that's not gonna ke too.

stimating.

Yesh

Mark: And something with a ot of reativity, umim tht keeps them simulated n 2
way tha they choose. And 5o se it as very - peole tht 've come across e,
something thatscreative, keeps them going and allows them to do wha their
nterestsare. And | dorit Just mean that 2s rming up to i (o ve, but 1 Up 1o
ine o fue of something that’s not going to over stimulated. But smilarl, it docsnit

allow themselves to be creative in trat field
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‘What challenges do you think autistic people might face in the workplace? From
getting up in the morning, to coming home at night. Wha - what challenges do you
think they might have?

Wark: Sorry, | know I spesidng ot U, | thirk everything from a routine - they
like a routine, and f,for example, they had tofinish work at or something or work
aidn't go'o plan or that, what messed up the time they got home? Therefore, food
wasn'ton the tabe. | hink that really again, it depands on where they are i the
spectrum? Some peaple, that wouldn't bother ther and then some peaple with their
routive and ther habis, their, what they know about themselves in their dally Ife s
ot going to plan that can realyspialsomeone nct in'a good way. What was the

question about struggles?

Yeal

What challenges do you think autistic people might face in the workplace?
And I can be in any kind of area getting the bus, you know, the place, the physical
place they work, the colleagues that they work with.

Mark: trink L - yeah. My, my irst thouight was the routine. And our routine can be:
broken in any partof any iob or when you wake up in the mrning stuf docsrit goto
plan ust some people with auism. | know that s a massive deal. U, < can afect
that wnole day and go 1t the day afterJust because thelr foutine s’ what the
usual i, and that goes into the workplace then of because they ve got @ bad mood and

its not going to plan their works “messed up” quote, un-quote, Tney jus, it becomes.
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T that that cycle then. But yeah, that's my opinion on that that's the frst thing | can

tell my mind.

|

Anyone clze?

Claire: | hink | wouls have a staff Members, colleagues, their lack of understanding
You know, umm, i you haven' got a social group that understands you and supports
You and you've got to meet up with these peole every single day and they don't get
what you're about orwho you are or winy you behave the way you are, i€ going to
make your fe very diffcult,

*an alarm goes of*

Laila Can | just have 2 second? My blosd sugars are zoing low.

Yeah, no problem. | can pause the recording for a minute.

*recording paused®

*recording restarted®

Laila: P 3l good to 50 now.

H’Kfﬂvlﬂm

lock & unclegonole

ack
st





image19.png
5

%7
258
259
0
n
m
m
m
275
27
7
8
279
20
21
)
23
24
285
26
w7
25
20

Yeahi
Laila: yeah. | just might be a it qicter than before.

Okay. fyo0 need togo,you can eave anytime you ke, oksy? Everyone okay?
“everyone nods in agreament®

OK 50 how might newroty pical Co-workers experience working alongside a person
Ware: id you press record?

Yesh, yeah. How might neurotypical coworkers experlence working alongside a

person with autism?

Laila: | think

ey might find 1 hard 25 people with autism can kind of have a set way of
how they like things done and if a neurotypical person cannot achere to that, they
may find that s difficult to comprornise and work with a colleague with autism.

Sothere's a disparity between ke how, how they think and communicate maybe?
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Lauren: f like 'cause, they're routine, they're routine, and that person s, you know,

it it's diferent routine to them, they might strugele.

o, what ~what more specfic dificulties do you think  neurotypical person
would struggle with, with somebody who's autistic?

Claire: Communication, maybe? Ifyou're trying to have a conversation with someone
‘and you're not communicating with ther in the same style that youre used to
communicating with other peopl, that might mean there's barriers there. You might

not want to approach someone who is conversing with you differantly.

What strengths do you think individuals with autism might bring to the workplace?

Emma:  hink that people with autism are quite in‘elligent and like | think they can be.
quite creative and they can be faced with a ot of things that they can do. And | think
theyre a bit misunderstood in that way in which people underestimate them, But
actually they can do 3 ot more things than peoble think they can do.

Rachel: | think people with autism can be uite passionate about stuff they enjoy, so it

meanslike they l put ik, altheir effort o being hard working.
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Ciaire: Diversity. You know, different ideas, ifferent processes of thinking and doing
things might actually change things up in the workalace to be more productive fike

Youknow..yeah.

How do you think these strengths could benefit a team or a workplace
environment?

Wark: 1 hink

25 different for every person with autism, and on spectrum, but  think
they think very logically. And | think sometimes even when you have a neurotypical
team, they might not be a5 logical as someone with autism. And therefore, that
person with autism will bing lot more than probably a ot of the team would anyway.
in terms of ke the logical thinking, they just see lie & clear route/path sometimes.
And that's sometimes what you need. Especially involved with ke management. And |

think tcouldbe

Iy seen as a positive.
Monica: Im agreeing with Mark. | think they bring a different outlook to situations and
You know, problem solving and whtever you deal with in a workplace like = new.

outlook on things.

Yeah. So there seems to be a pattern of thinking that because autistic people may

thinkin a different way that can benefit the team environment, then?

Monica: yean

heephs of Ok

ot
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Mark: absolutely, yeah.
‘What might some people misunderstand about these perceived strengths?

Lail: With the kind of clear ke way of thinking. Some peosle may ind that to be like,
stubborn, rather than ik, i being 3 strength of being able o kind of get to the point.
They might - other people may see it a5 well, “They/re not willng to comprormise.
“They're ot willing t0 work as a tear”. It Just kind of their way or the highway, and
that can sometires be miscommunicated and cause a lot of ssues

S0, a miscommunication between these two thinking styles?

Laile: eah,

What kind of support or adjustments do you think neurotypical employers and
colleagues could make to hel

dividuals with autism thrive in the workplace?
Mark: | hink 3 lot of companies can, but maybe choose not -not maybe not-choose
ot te, it the wrong word, but things ke, give then a tablet with an app on It which
makes their work easier, To make notes instead of writing or yping. So ke the
accessibiity of i, Sorme things that they may strugale with can be made easier. There's
alot oflie technology these days. Like having some people refer to it as ke 2 stylus

0 tablet as opposed ta writing pen and paper. But these things will make their lfe 3
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1ot ea5er. Yes, there was 2 cost 1 these things that make things more accessible, That
woulc help them excel a bitbetter in their roe, | think. And ke flxible work patterns:
maybe around a outine. That coulc be realy benefical. And | ik 1 comes witn the
understanding 52 wel, i youve got  workelace, which says they re sbout equelty
and dversity and Inlusion, but they don't ve and breathe t, Then tha'snot going o
b the shown in the workplace. Whether f yoLrve got  work place that does
demonstrate these values and these e things adaptation tha can be mad willbe

ot dificult to make, i that makes sense. Does that make sense?

S0 s0me technological kind of —

Mark cont:'m going down the tech route of a tech and accessibilty ke apps.
Justto make things easier. Like planners... Note taking.. Umim, yeah.

‘What about environmental kind of changes in the workplace?

Claire: | think stimulation s an ssue, | don't know. Maybe allowing peaple to wear
headphones. Nofse cancellation. Also, | thought that education would be uite:

important for other scaff memoers educating others.

If adjustments were made in the workplace, specific work, specific adjustments,
how might the autistic person feel about those adjustments?

Claire: 'd say ¢ depends on the indvidual again. | mean that some people right see.
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that s huge progress, and see that benefcial, feel ng Included, Other peaple might
feel ke they've been singled out and made an example of and might fee! ke they re

being judged or getting special treatment. Urnm, Yeah,

Lauren: And f, lie their collegues have some training and are aware of all types
autsm, might el ke, you know, more comfortable with working with these people

because they know, maybe, how to deal with the better?

How do you think neurotypical employees can help create a more inclusive and
supportive work environment for people with autism?

Mk ducation sy seskingup- U, st v b sfrid o gosgarst e (24 o a—

crowd is what ' saying. But some people have this perceived negative view of
people with autism. 3ut, | think everyone should make a contriburion on the
‘workplace to be one team and then speak up with maybe those who can't speak up.
‘about autism,

Mm hmm,

Mark cont: So justlike agan, that word of mouth, that heling each other out.

Communication?
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Wiark: yeah, definitely

‘amongst colleagues?

Meark: feah, but | mesn, I coming from the basis of peoble that are neurotypical to
Speak up and make £ a conversation that shouldn's be a negative or ike a taboo in the
workplace. it should be encouraged to speak up and help everyone, regardless of

cisabilty, something like that.

Laila: Ona simiar point, | think it ust | mean - there needs o be more compassion
and st patience from neuro-typicelpeople. That kind of understand. | find a ot of
people can be very auick to]ucige and very setn thelr ways and, ust the world in
general could do a e it more compassion and patience, and understand each

other.

That was golng to be my next question. How important do you think empathy is in
the workplace towards people with ASD?

Rachel: | think it very important ‘cause i¢l make them feel understood and they can

feel sean. People can understand their reeds.

What role do you think education and workplace training on autism or

ﬂﬂomh» ﬁﬁwﬁe
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[ neurcdiversity plays in improving workplace Inclusion?

Mark: Can you repeat the question?
What role do you think education - 5o even from childhood education ~and
workplace training on autism or neurodiversity plays in improving the workplace

inclusion for people with ASD?

Monical: | think it'd be

ally beneficial f they educated employees and emplayers
‘about autism. Ifyou're employing autistic people or whatever, and just i general

actually because pecple nesd £ be 3 bit more educated on 1, ! think.

veah

Laila: Just to kind of play dei's advocate, | do think some people would be a it lke:

“well, why do | have to attend for me f s not going to improve my work?” Soa

what

the-point kind of thing.. And while | don't agree with that kind of thinking.
I think there i a ot of people out there who do think ke that and may intentionally
miss work or skip that eetings Just because they'r like: *| don't see the pointn it

father than being accepting of it

If autism was more openly discussed in the workplace, what effects do you think

almmia(%

fecl o
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there could be?

Mark:Inclusivity. Understanding again more empathy, and more Inclusion. | think
more opan communication, with or without peoe with ASD, S, i there was no

workplace with anyone that was autistic inthe workplace, what' the probiem with
having a conversation about £? You know, what's th problem with having an open
conversation abous people with ASD i the warkplace? Even f you've g0t no one on
Your team,. And this is what goes back t,like, t shouldn't be a taboo, o a negativ.

Butin conclusion, i they just see it as il positives.

Anyone have anything to add? We've got a few minutes left. Does anybody have
any more comments or thoughts regarding what's been discussed today?

Claire: | think it the perspective that neurotypical s “the norm”, and autism “isn't the.
norm", whichis the case like number wise, but you kniow, | think neurotypical people
are sl together quite weird themselves anyway.

*Laughs In the room*

Claire cont: They're Just don' have like, an agreed diagnosi, yeah (laughs)

é‘\ wm%@ %@m

kot 51/\%&4





image28.png
2

Jididh

4

(eleglese O ofeke)
o\mjAM
oy

D
a5
76
an
78
a7
150
a1
82
a8
84
s
186
187
g8
89
450
a1
a0
409
a4
as5
16

‘There's quite a lot of emphasis on 2 diagnoss, isn't there? When perhaps the
number of diagnosis that we have statistically doesn't reflect the true number of
neurcdivergent people in the workplace.

Meark: Based on the comment made by Monica earler about the NHS and the media.
They sirmply can't cope with the amount of referrals, support system diagnosis.

That shouldn't be the case, and 'm relating based off your [points at Monica)
comment that people that are undiagnosed and there's big emphasi on ciagnoss, |
shink the syster i

coping atall Trerefore, mayie the rate at which workplaces can
change, they re st not changing auick enough; because we're aleady delayed on the
amount of ciagnosis o reatment orhelp and support i healtheare. Therefore, | hink
workplaces may be a bit slower again.

Claire: 'm wondering s well, whether a disgnosis should be that important. If
someone's coming into workplace and saying these are the areas that I'm struggling
in, maybe employers should be taking it serious with her and implernent it n things to
make up lives easier, whether they've got 3 disgnosis or ot t's what makes
Workplace more nclusive than and more comfortable.'m sure a ot more peopl with
autism would want t go nto work or anyorie with any disablity f they feel ke their
employeris going to be empathetic and considerate of the struggles even neurotypical

groups you know, everyone struggles n some way.

Mark: and Based on what Clai just said, | thin the COVID-1 panderic was massive

o Ut
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i ters of workplace and workplace changes and they were quick to make changes
around, you know, iybrid work in or work frorm home policy etcerers, etcetera. But

don'tsee the same change as being made with people with ASD or ADHD.

Laila: As someone with a disability being iabetic. Just n general, not only with ASD o
with, ess, but with probably, less wel-known disabilties, the work plac in general
an be just not  very nice place to be, as 3 disabled person. 1ind | sometimes need
breaks. | sometimes need to check my bloods to do some insuln 1o just, keep myself
alive, and a ot of places aren't very accepting of that, or very accommodating to that
Its ind of “well, we've 80t to do this now. It needs to be done”. ik “we can't make
that time for you”. And | think with, with, autism, - can be even worse, because if
youre already overwhelmed and then you have your boss fike!well know, this nesds
to be done, you have 1o get it done. We have 3 deadIine. We have this, we e that:”

Itcan cause a meltdown in seconds

Mrmhmm,

Laila cont: and again, i’ ust the empathy and patience that needs to be more of it

Soin the direction that Claire sald earller on about how workplaces are kind of

geared towards neurotypical, kind of, “healthy people”. And it sounds like If there

was a greater understanding that people are all different, it would benefit
everybody then yean?
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Laila: yeah.

Does anything? Anybody else have anything to add? Well, that's the end. I'll end —

*recording finishes*
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Focus group: Exploring factors affecting motivation in undergraduate students.

Participants:

e 1-Laila, female, 18 years old.

® 2-lauren, female, 20 years old.
e 3>Mark, male. 25 years old.

e 4-Claire, female. 40 years old.

e 5-Rachel, female, 19 years old.
® 6-Emma, female, 19 years old.
o 7-Monica, female, 20 years old.

Key: Interviewer in bold, participants in plain font.

There we go, we are recording now. Yeah, just a reminder to say your number
before you say something. Umm, try not to speak over one another and try and
speak clearly and as loud as you feel comfortable so (ineligible) picks it up, ok?
So this is a focus group, uhh, about, uhh, students perception of autism in the
workplace. I’'m going to go through my questions, umm if, feel free, you are

welcome to withdraw and any time, all your information will be confidential. If you

want to get up and go at any point, you can, that’s no problem, just let us know. If

you have any questions as well, you can ask me now before we start, or, if you've

© W N DU AW N e

got any questions at the end, feel free to come and speak to me. And, uhh, we can
10 | have a chat then. And there is support available for anybody if they need it as well
11 | asthe end. Alright?
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4 [ Ok, 50 the focus group I talking about autism in the workplace, and what we can
15 | dototry and make it  bit better for people with and without autism in the
16 | workplace. Alright?

18 | Okay,so, question one: How do you think, people in the general public would
15| define autism?

» | ‘
21° | Mark: Umm, | hink people in general would describe Autism as a spsctrum disordedd Pusp«ﬁm /‘)m(

22| The more we're leaming abalt it nowadays compared to what t was even five years -

o e

24| definition of autism, but I think mainly would put it as 2 spectrum disorder.

Cephons N
QIVMM AU [MUAT

26| Mmhmm. Anybody else.. Like to..?

i Gaire: | think some people sl use out-d s wel 1 know tat, o, )
PR —— ik some people sl se outdaed terminlogyes wel know that um, (Lol 4 fen gy
v

29| autism used to have another name called “aspergers" as well, and not a ot of people.

“peteees’ 2
50 | now thataspergers i sed s el

&
| NS ———
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LAA‘IWA 34 | Laila: | would say that they would clarify more some. Well, they would define it zs.
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| Mm hmm.

Lsila cont: And someone who is very.. Urnm, how do | put this..?  believe the general

public have quite 3 negative view..

ok

Laila cont: of autism,

Mm hmm

Laila cori: Unless obiiously they are someone who has dealt with it first hand.

ok.

Lallacont: They see the kind of stuffonline and in media, which sn't necessarily the

best portrayal of t.

Does anyone have anything to add to that?

Claire: Maybe umm &, Sorry | aidt do that last time. Someone that has a social

deficit, someane that migh not be sble to pick up on other peosle's sacial cues or be.
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60| 2ble to communicate, n, | suppose, ways that peosle consider normal and maybe

61 | people consider ther as people th get quite overwhelmed by sort of noises and.

62 | Other sumulus that's going on In the environment, say, might not be able to cope well,
63 | maybe ina workplace because you now, workplaces do have a lot of social

64| interactions, 2ot of things going o, a ot oflie averwhelming, | guess

6
66| How well do you think people understand the needs of Individuals with autism.
67
68 | Mark: 1 don't think many people understand the needs of peosle with autism unless
69| they have been, umm, they've got close family rrember or, you know, the best

70 | friend has augsm. | conft think unless, I going to use the word exposed, but | dor't
7L | meanit in bad context. Unless you're exosed to i, And you've had longevity around
72| someane with autism. | donft think seople know how to umm, help that persan, deal
73| with them, cal them down i they have a bit of 3 moment. And also as | don't think,
7¢ | people understand the, | suppose, the other side of autism, which i lice they're very.
75| strong in other ways, sort o they normaly attach themselves to. Therstr‘/ammc
76| they can be very, like inteligent. An | think some deaple just lie it was mentioned
77| earlier about media. They percelve them as bad. They 2 lot of pecple just fob people.
78| off wih autism f that makes sense?

7
8 | Mmhmm.
81
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Mark conts So | think nos many pecple know how to handle, dal, or be around people

with autism.

Mmhmm..

Mark cont: As well, but saying that it got a ot better from, say, 10-5 years ago.

m just talking bases off now, but sl don't think we're there, e

Giaire: there's a lot of meda on, oh four sorr, on autism t the moment. | think that's
Kind of a general “neligible* as well like of “everyone's autistc these days":

“Everyone's got ADHDY. I'slke it's nota real thing then.

Isee lot of nods going on there, like to to share your thoughts on that?

Emima: | think that s not looked ot enough. | don' think that people fully understand
because, they don', ke we haven'tlearned enough about it 1o understand, lic,
peaple with autism. | tink that it s misunderstood and umm, 3 ot more needs to be

done ta support people with autism,

‘That's a really great perspective. Thank you. How do you think people with autism
are generally viewed in society? There's no wrong answers, by the way. However,
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