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Abstract
This paper provides an overview of the evolving attitudes towards the recruitment and retention of neurodivergent employees in the workplace. Drawing upon older and more recent research, this review explores how societal perspectives on neurodiversity have shifted over time and how organisations are striving to create inclusive environments for neurodivergent individuals. The research will emphasise the importance of accommodating neurodivergent employees’ unique talents, skills, and needs, whilst also highlighting the challenges and opportunities associated with neurodiversity in the workplace.
Introduction 
Recruiting the next genius isn't as difficult as one may believe. In order to hire people that think differently, you must recruit differently. Organisations benefit from neurodiverse candidates due to the fact that they don't think like everyone else. That is how innovation occurs. (Slutzkin, 2019)
Recruiters play a pivotal role in the hiring process, and their awareness of the strengths and abilities of neurodiverse individuals is crucial for fostering an inclusive workplace environment. (D’Cruz & McCabe, 2018)  In recent years there has been a growing recognition of neurodiversity in the workplace, given the growing number of neurodiverse individuals, this is a significant population that cannot be ignored. Example 
Neurodiversity is a concept that acknowledges and respects the natural variation in human neurological functioning. Singer, (1998) agrees and acknowledges that these are simply variations of the human brain rather than a disorder or deficit. There are 86 billion neurons in the human brain, which is a clear indication that each of us is unique and that our genetic makeup and upbringing influence our behaviour in ways that set us apart from others. (Mitchell, 2019) The concept of ‘neurodiversity’ advocates for the recognition and acceptance of neurological differences, emphasising their value in society, whilst recognising how neurodivergent individuals bring unique strengths and perspectives that can greatly benefit organisations. However, studies suggest that neurodivergent individuals face significant challenges in gaining employment and experiencing workplace inclusion. (Brock et al, 2017).  The Society for Human Resource Management has taken consideration of the developing "inclusion revolution" (Sanchez, 2018,) and actively supports training organisations and human resource professionals analysing how to educate supervisors, managers, and employees to build inclusive work environments.
The majority of individuals have neurotypical brains, which interpret information and function in ways that are typical of society. Nonetheless it is believed that approximately 1 in 7 individuals (indicating over 15% of the population in the U.K.) are neurodivergent, which denotes that their brains learn and process information in a different way. (Faragher, 2018) That might represent a modest estimate, given identification and diagnosis of neurodiverse persons has increased dramatically over the last decade. (Loiacono & Ren, 2018). Additionally, there exists discrepancies in which disorders are considered neurodivergent. Brusie (2017) defines neurodivergent individuals as those who exhibit symptoms of one or more of the disorders covered by the umbrella term neurodiversity. This umbrella term encompasses individuals with characteristics or clinical diagnoses that incorporates three recognised conditions: autism spectrum disorder (ASD), attention deficit/hyperactivity disorder (ADHD), and dyslexia. (Brusie, 2017). 
This Academic paper provides a comprehensive definition and overview of neurodiversity in its typical forms and examines their respective strengths and challenges whilst aiming to understand the historical transformation of attitudes towards recruiting and retaining neurodivergent employees. By examining a range of academic sources to provide insight into the challenges faced by neurodivergent individuals in gaining and retaining employment, whilst identifying strategies that recruiters can adopt to become more aware and knowledgeable about neurodiverse individuals. This research project will focus on existing research and secondary data related to neurodiversity in the workplace including studies on employment barriers, workplace accommodations and the role of recruiter in fostering inclusion. Key areas of exploration will seek with the prevalence and impact of neurodivergent individuals in gaining and maintaining employment whilst including a number of top practises from several organisations to provide insights, whilst highlighting the numerous advantages of including neurodiverse individuals in particular roles as well as the modifications that should be made to enable these individuals to thrive at work. 
Although having a neurodiverse workforce is hailed as a competitive advantage (Austin & Pisano, 2017), accessing a neurodiverse talent pool demands major human resource reform and leadership retraining.  Research asserts that activists for neurodiversity have achieved achievements in reform and litigation to better the lives of persons with neurological illnesses, Studies suggest public awareness towards addressing this problem has increased within the broader domain of diversity and inclusion efforts (Lollini, 2018). To overcome the problems, this paper will identify the need for developed social support infrastructure.
The study's premise is that, once neurodiversity is recognised as a reality of natural variation in human neurocognition, organisations must identify ways to attract, adapt to, and harness this potential, since neurodiversity inclusion acknowledges that, while neurodiverse people may face specific challenges in the workplace or when performing certain tasks, with the right adaptations, they can become valuable and possess unique strengths for the organisation.

Literature Review.
Historical Perspectives on Neurodiversity.

Historically, Neurodivergent individuals were often pathologized and viewed through a medical lens and this perspective focused on deficits and impairments, leading to stigmatisation and exclusion from employment opportunities. (Grandin & Panek, 2013) The vast majority of studies interpret neurodiversity as fundamentally disordered, whereas neurotypical behaviour was considered as normal. (Bertilsdottir-Rosqvist et al., 2022). However, Milton (2012) argues Neurodivergence is not inherently disordered, but rather a manifestation of biodiversity. 
 One of the main reasons for this ambiguity is the accumulation of research over the last twenty years that indicate many mental or neurological illnesses have  deficiencies and are classed as a disability. (Brune et al 2012) However  Walker (2012) challenged these theoretical assumptions that rested on a rather restricted notion  that neurological diversity is a natural and evolving cognitive paradigm shift, that needs to be developed and cultivated and adopted for further research and practice for the wellbeing of neurodivergent individuals  and towards acceptance and inclusion.
 Some branches of cognitive research are founded on similar normative assumptions, focusing on impairment rather than a demonstration of natural variations.  Although these processes have been examined in a variety of fields, including neurology, anthropology, philosophy, and information sciences, cognitive psychology was the first to investigate the impact of information processing on behaviour and knowledge acquisition. The theories about cognitive development and learning generated an authentic revolution in the scientific literature of that time, and their contributions continue significant today. (Piaget,    & Vygotsky,       )
Furthermore, more recent research, aimed to discover optimal or rational rules or principles governing the mind, rejecting medical models whilst focusing on social models that place disability in the relationship between a person and their environment with evolutionary motivations with similar or common frameworks such as Bayesian modelling, assuming rationality as a norm. The Bayesian technique, also known as Bayesian inference, is a statistical approach for updating and revising beliefs or probabilities in response to new evidence or data. (Bayes,      )
Language used to characterise neurodivergent individuals has had a prolonged and unfortunate history of becoming a slur due to connections with preexisting stigma which over time has caused bias and discrimination. This recreates ableism where neurodiverse becomes a synonym for the differences between individuals from a majority group whereas the recognition of themselves being normal compared to the diversity of their own identity. Neurodiversity is thus constructed on the notion that there are neurodiverse and neurotypical individuals. (Chapman, 2019) 
However, with the beginning of the 21st century, a subsequent challenge for equal recognition has continued to evolve with the struggle for equality within the Autistic led neurodiversity movement(            ) thus, referring to variations in the human brain and cognition in each individual such as in areas of social interaction and attention span that challenges the medical model of disability that views neurodiversity as a medical issue that needs curing or fixing. (Colella et al, 2004) In contrast to a social model framework that portrays a neurodiverse individual as being disabled by lack of understanding and accommodations. Doyle & Cleaver (2015) acknowledges that when disabilities are seen through a social lens they are regarded as a natural variant in human diversity, additionally emphasising that neurodiversity may be every bit as crucial for the human race as biodiversity is for life in general.      
Definition of Neurodiversity
Sociologist Singer, (1998) coined the term "neurodiversity," to correspond to the variations in the brain's structure and the broad spectrum of neurological capabilities that exist in society as a whole. It promotes the idea that neurodivergent individuals contribute unique perspectives, skills, and strengths to society. However, neither in practice nor research is the terminology being used in a consistent way.(         )
There are several different types of neurodiversity all unique and atypical with no two individuals the same and each will have their own experiences and frustrations to mould them into the person they have become. (D’Cruz, McCabe, 2018) The term "neurodivergent" is inclusive and may be applied to individuals with Bipolar disorder, OCD, Asperger's syndrome, Autism, ADHD, Dyslexia, Dyspraxia and more. According to estimates, 10% of individuals identify as neurodivergent in some capacity (Faragher, 2018). Over the past two decades, the percentage of individuals with disabilities has increased by 151%; this has been speculated to be partially attributable to improved early disability recognition as well as increased survival of premature infants, who are approximately three times more likely to have a disability (Eagleton, 2019). Many of the impairments that fall under the general category of .neurodiversity originate in childhood and continue throughout adulthood. However, medical research states numerous late-diagnosed neurodivergent were previously identified as having anxiety, depression, or borderline personality disorder prior to discovering their neurodiverse indicating that being misdiagnosed for an extended period could aggravate mental health issues. Additionally, there is a prevalent misconception that neurodivergent people cannot express emotions or exhibit empathy. Whilst this may be applicable to certain individuals , emotions are intensely experienced by the majority, and is displayed by a consuming sense of empathy and are simply finding it challenging to engage in conversation or articulate themselves in the manner in which a neurotypical might. (            )
Autism Spectrum Disorder (ASD)
ASD is a neurodevelopment condition characterised by difficulties in social interaction, including difficulties with non-verbal communication, perspective-taking and misunderstanding social norms and cues. Some individuals may engage in repetitive behaviours resulting in intense fixated interests. This makes it difficult to adapt to changes in routine or engage in activities that fall outside of their interests. executive functioning difficulties such as sensory sensitivities can result in being very easily overwhelmed or distressed by certain sounds, lights textures and smells. (Ashwood & Tager-Flusberg, 2014) However, these challenges are part of ‘autism spectrum disorder’ meaning that individuals can vary greatly in terms of their symptoms and impairment, it is a misconstrued notion to assume that all autistics are alike, similarly, they’re as different as a neurotypical. (O’Dell et al, 2016) Furthermore, their strengths outweigh these difficulties as ASD can include  individuals who often possess a strong attention to detail and an ability to focus on specific tasks or areas of interest with great accuracy and precision whilst recognising pattern recognition, together with an enhanced long term memory, with some having an eidetic or photographic memory which allows retaining and recalling detailed information, facts and figures,  however having such genius traits are regarded as ‘savant’ which are  rare. (Grandin, 2010) In addition to recalling information their ability on using that information provides individuals with a unique perspective on the world , allowing them to think outside the box and provide innovative ideas and solutions.(           ) Individuals with cognitive differences, particularly individuals on the autism spectrum provide an abundance of previously undiscovered advantages to an organisation, the ability to recall information whilst additionally gaining a profound expertise in their areas of interest with respect for rules and regulations, and integrity.  As a result, numerous individuals excel in managing software and data analytics that enable cutting-edge technologies like cyber, blockchain, artificial intelligence, and automation. (              )
Attention Deficit Hyperactivity Disorder (ADHD)
ADHD is a neurodevelopment condition defined by impulsiveness, hyperactivity, and inattention. (Faraone et al, 2021) However, Individuals with ADHD, frequently exhibit an abundance of energy, inventiveness, and ability to hyper-focus upon topics of interest. (Barkley et al, 2008) Recent research on the effects of ADHD in the workplace considers it an advantage as many individuals have exceptional creative thinking skills coming up with unique ideas, making connections others might miss whilst bringing fresh perspectives to problem solving situations  together with exceptional multi-tasking abilities which helps them thrive in fast paced, dynamic work environments where juggling multiple responsibilities are required. (Schartz & Bullock, 2017) Overall individuals with ADHD can offer valuable skills and perspectives. Organisations can excel by understanding and accommodating their strengths to maximise their potential. (Archer, 2014)
Dyslexia
Dyslexia is a learning disorder that affects reading and language processing. Approximately 5% to 10% of the global population has Dyslexia. (Achieve Ability, 2016). Dyslexic individuals process language predominantly the written language differently, however this doesn’t necessitate with the inability to read or write. sometimes it is getting confused when given several instructions at once, finding it hard to maintain focus, often forgetting conversations together with difficulties with personal organisation time management and prioritising tasks. (            ) Dyslexic difficulties are able to be alleviated, accommodate, and sometimes capitalised upon as no two dyslexic individuals are alike. ( Doyle & McDowall,2015)           Neurodivergent individuals with Dyslexia often exhibit strong problem solving and critical thinking skills.(Shaywitz & Shaywitz, 2003) However, when viewed  as a learning and processing style rather than a disorder, both spelling and reading challenges represent  a completely unique structure of cognitive structure that includes data processing, including exceptional pattern recognition, whilst excelling in holistic or lateral thinking and  the ability to be aware of links and associations that may escape linear or analytical thinkers gaining a  creative capacity for problem-solving. Their ability to adapt to change also is a great benefit with an ever-evolving workplace (Taylor & Vestergaard 2022)
Dyspraxia 

Developmental coordination disorder (DCD) frequently referred to as ‘Dyspraxia’, a condition that impairs motor learning difficulties, perceptual-motor dysfunction affecting parts of the brain responsible for processing movements and spatial awareness. (Vaivre-Pouret, 2014) Research shows that 10% of individuals have some degree of dyspraxia whist approximately 2% have it severely and four out of five being male however some debate as to whether it might be under diagnosed in females.(ONS 2019) Dyspraxia may have the following implications to routine competencies, including dressing oneself retaining knowledge and acquiring additional abilities to regulating emotions scheduling and prioritising time management affecting the ability to follow sequences of instructions as well as fine motor control and balance. individuals with dyspraxia often have language problems and sometimes a degree of difficulty with thought and perception. (Dyspraxia foundation.org.)
 Studies suggest Dyspraxia characteristics may vary between individuals and may evolve over time resulting in simple daily tasks proving challenging however it does not affect intelligence .(nhs.uk).  However whilst Dyspraxia is commonly associated with difficulties in coordination and movement, there are many strengths associated. The majority of  individuals have exceptional creativity and are able to think outside the box , often producing innovative solutions whilst offering unique perspectives. (       ) individuals managing this condition often require a great deal of resilience and determination and are able to face challenges head on, although coordination may prove difficult. However, their attention to detail becomes an asset in employment which requires thoroughness and accuracy by fostering creative problem skills and discovering ways to overcome difficulties to achieve their goals. Therefore, it is crucial for organisations to provide reasonable accommodations to support and ensure they are able to thrive by flexible working arrangements, assistive technology, and clear communication (Dyspraxia Foundation.Org)
Barriers to Employment
Neurodiversity encompasses a variety of conditions that may influence an individual's cognitive, sensory, perceptual, and motor abilities. Despite their strengths and abilities, neurodiverse individuals frequently confront significant barriers in their employment.(           ) Examples of these challenges include discrimination, a lack of accommodations, and the repercussions of these concerns. The primary objective of accommodations seeks to equalise the playing field through eliminating disadvantages as opposed to introducing or enhancing advantages, a crucial element of an inclusive workplace environment, ensuring that all employees are treated similarly and appreciated.(Bruyere, 2019)
Inclusion in the workplace is of the utmost importance for the reason that it generates a sense of belonging which benefits neurodiversity, that they are recognised for whom they are. This not only encourages equal practises, but additionally encourages an array of perspectives and personalities. Inclusive environments are able to better accommodate the requirements of neurodivergent employees, enabling them to fully utilise their capabilities. This willingness to be transparent may contribute to meet the demands of neurodivergent employees, allowing them to maximise their abilities. (Pryor & Harper, 2017) However, Current research has found significant self-imposed barriers as neurodivergent employees rarely disclosing their neurodivergence to employers. (McDowall, Doyle,        ) 
 This inclusiveness can result in an increased inclusive and competitive workplace, reinforcing the positive advantages of diversity. (D’Cruz & McCabe, 2018) Recent research has likewise highlighted the benefits of diversity in the workplace with neurodivergent individuals, as they bring unique problem-solving skills, creativity, and attention to detail. (Grant & Kara, 2021) By overlooking neurodiverse candidates, organisations miss out on valuable talents and perspectives. (Anderson et al, 2020)
Discrimination is the biggest challenge for the neurodiverse community, whilst discrimination during recruitment further limits their employment opportunities. (Doyle et al, 2022)  older Studies demonstrate that neurodiverse individuals are frequently overlooked during the hiring process due to biases and misunderstandings about their capability. (Baldwin et al, 2012) Statistics indicate,  individuals with neurodivergence have the highest rates of unemployment among any group of people with and without ‘disabilities.(ONS,2019)  However whilst traditionally defined as a disability, the strengths and limitations of neurodiversity are now recognised as valuable differences and need to be increasingly harnessed by employers in the workplace as their skills are essential to meeting current and future workforce needs. (Ball,2017)
Research has shown that neurodiverse individuals often face stereotypes and prejudice in the workplace. Negative assumptions and biases regarding their abilities can hinder their chances of securing employment and receiving fair treatment within the organisation (               ) Traditional recruitment methods such as competency-based interviews, may pose a challenge for neurodiverse individuals due to difficulty in understanding and responding to social queues, (Smith et al, 2019)  This suggests limited accommodations during the hiring process can exclude highly talented candidates whilst discrimination and a lack of adequate accommodations can have a substantial influence on the mental health and well-being of neurodiverse persons, resulting in stress and anxiety caused whilst contributing to lower work satisfaction and higher job turnover., (Cridland et al, 2014)
Best Practises for Recruitment.

If employers are overly rigorous in homogenising the descriptions of competency-based jobs, there is a danger of eliminating neurodivergent individuals who thrive in certain domains but perform poorly in others. This is why, when recruiting, companies must ensure that job descriptions are as clear and concise as possible, ensuring a clear demarcation between skills and experience the applicant should possess or would prefer to possess, and facilitating easy identification of the basic competencies the job requires from the applicant. (CIPD, 2018). Another issue that may arise is that traditional face-to-face job interviews are frequently a measure of "social skills" (Lindzon, 2019).
This kind of assessment type may penalise neurodivergent people by making it more challenging for them to demonstrate their abilities and, in reality, removing them from roles they may have had. A persuasive example of this situation is that candidates with Asperger's syndrome may have difficulty looking the interviewer in the eye, and many autistic people have a different tone of voice or a different cadence than the rest of the world, and all of these things can be misinterpreted (Morgan, 2018) Declaration of diversity and inclusion in the job description, which proclaims that the organisation is open to discussing appropriate workplace modifications, is one method the company may declare itself open to accepting people with varied ways of thinking (CIPD, 2018).
Organisations must develop new criteria if they are to attract and retain neurodivergent applicants and employees, considering that neurotypical norms have historically governed the recruiting and development processes. As a consequence, organisations need to capitalise on their ability to advocate whilst additionally utilising the opportunities and unique skills to foster and maintain diversity inclusion.  Therefore, now is a great opportunity for both academics and professionals to explore strategies and approaches to embrace and advance neuro minority or neurodivergent persons, since the neurodiversity movement is still in its infancy but gaining traction (den Houting, 2019).
Examples of programs developed by companies to support neurodiverse workforce.
Neurodiverse employees, with autism, ADHD dyspraxia or dyslexia, have begun showing up on the lists of employers in large organisations, for example, SAP, Microsoft, , JPMorgan Chase & Co., which sponsor programs to bring the autistic talent to the workforces. The following literature will investigate  in what manner these organisations offer support.
SAP Company
In 2013, the SAP Company developed the autistic at Work project with the purpose of recruiting persons on the autism spectrum. The organisation was able to recruit around 175 personnel primarily in part to the intervention of this framework. To establish an environment that was more welcoming, the organisation had to extensively examine its recruiting and leadership practises for the purpose to recognise instances where neurodivergent individuals and employees may have encountered challenges. The organisation understands that recruiting someone on the autism spectrum is merely the initial phase towards establishing an atmosphere of acceptance for neurodivergent employees, as leaders may need to modify a number of their practises to make an employee on the spectrum feel more at ease in the workplace. with the objective of recruiting 650 people on the autism spectrum
 According to organisational studies of ‘ Autism to Work Program’ indicates in 2017 the organisation rethought the way it recruits by replacing conventional job interviews with recruitment discovery workshops, as an alternative to submitting CVs and participating in standard job interviews, the company requires applicants to fill out a questionnaire in which they enter their interests and experience outside of work, based on the idea that using traditional methods makes evaluating people on the autism spectrum difficult.
After reviewing applications, candidates who meet the job description are invited to a discovery workshop within the company, which consists of completing as many tasks as possible, with all activities designed to create a comfort zone around each individual, allowing their strengths to be determined. As a result, the emphasis shifts from basic communication and socialisation skills to specific traits and competencies required to do the assignment. This approach allows the organisation to market the way possible candidates begin, solve problems, and interact in the context of the job. Hiring managers are not present at recruiting workshops, allowing applicants to work on a project without feeling rushed, however at the end of the session, they are given a resume. SAP's Autism at Work programme achieved a 90% retention rate for recruiting employees on the autism spectrum, in addition to establishing a support system for these employees, which is manifested by the presence of mentors whenever they are required, and by the organization's ability to connect and share experiences.
Microsoft

According to a case study of Microsoft's Diversity and Inclusion programme, the core concept of allyship, characterised as "a conscious commitment to acknowledge, empathise, and demonstrate an effort to help those around them," correlates to an attitude of growth to the promotion of and diversity and Inclusion (D&I).
Microsoft accepts that having a diverse workforce broadens perspectives, accelerates innovation, and increases competitiveness. Furthermore, it has been clearly demonstrated that the lack of diverse viewpoints is caused by communication constraints rather than a lack of expertise. This forces organisations to be creative in order to broaden access to technology employment opportunities, revolutionising the process by giving alternative avenues for employment for individuals who are unlikely to pursue standard educational institutions or professional paths.
Microsoft recognises that having a workforce with a wide set of backgrounds, talents, and experiences broadens perspectives, accelerates innovation, and boosts competitiveness. Furthermore, it has been clearly proven that the absence of different perspectives is triggered by communication limits rather than a lack of expertise. This compels us to innovate in order to extend access to technology job prospects, altering the process by providing alternative routes to work for those who do not generally follow traditional educational or professional paths.
Microsoft objective is to attract, develop, and up-skill individuals who would not otherwise have access to professional opportunities in technology. The curriculum is intended to provide an integrated learning environment that blends education in person or via distance learning with hands-on experience. Atypical individuals with various backgrounds, gifts, and life experiences are prioritised by Microsoft, as are those that display creativity, tenacity, endurance, and problem-solving aptitude.
Few businesses in the world recruit at the rate of employment that Microsoft does by concentrating on inclusive recruiting, which intended proactively abandoning outdated assumptions regarding the various kinds of experiences that employees should have, while simultaneously opening up new opportunities in technology.  However, Microsoft recognises that everyday actions to support others lead to inclusion, yet typical diversity and inclusion training has severe limits.  Therefore, collaborating with top academics towards building  a one-of-a-kind staff learning programme, based on neuroscience and habit formation was utilised to support the development of inclusive behaviours through personalised learning paths that enable the achievement of all employees. (Strickland, 2019)
 JPMorgan Chase & Co
JPMorgan Chase & Co, an American global investment bank and financial services holding corporation, has concentrated on recruiting neurodivergent individuals after analysing the ongoing requirement for exceptional personnel, particularly in sectors connected to technology.

Based on this concept, the firm developed an effort called ‘Autism at Work’, a programme focusing on recruiting individuals on the autistic spectrum and has hired over 30 people with autistic spectrum disorders, with hopes to hire hundreds more in the coming years. In order to attract exceptional employees, the organisation intends to explore beyond the conventional interview process, forming various connections with organisations that are more experienced in working with people with autism spectrum illnesses. It also collaborates with senior management to identify employment best suited to individuals with autism spectrum disorders and to ensure that these employees have an inclusive work environment that allows them to succeed. In this regard, the company's quality assurance analyst claims that their main characteristic is to examine problems and come up with the finest feasible solution. According to organisational studies, autistic people outperform their non-autistic fellow employees in specific positions, thus, the company demonstrated that including this untapped workforce enabled it to enjoy a unique mix of talents provided by individuals who are focused regarding details, rules, logic, and independent thinking (Mahoney, 2017).
Recruiters play an important role in the recruiting process, and their understanding of the skills and abilities of neurodiverse individuals is critical for creating an inclusive working environment. To conclude, we may say that there is a series of practices which can apply to all employees in general, not just the ones with neurological conditions, as such that both sides benefit from it: providing clear instructions, management assurance that the staff is not overloaded, ensuring a beneficial work environment, free from distractions, allowing employees to channel on duties where they can excel, rather than mandating the continuous carry out of duties for which they are less suitable (Morgan, 2018).

Recommended strategies for inclusive employment:

Education and awareness- 
More
promoting education and awareness about neurodiverse conditions in the workplace can help dispel stereo types and reduce discrimination. Training programs and awareness campaigns can foster an inclusive and accepting work environment. 
Environmental barriers: 

Neurodiverse individuals may require workplace adaptions such as a sensory-friendly environment, inclusive of flexible working arrangements, to optimise their productivity and wellbeing. Many employers fail to provide these necessary accommodations which can exacerbate the difficulties faced by these individuals, (Pryor & Harper, 2017)

Accommodations 

Modifications are interpersonal, rather than transactional, making certain that a customised procedure exists whilst Co-occurrence is prevalent in emphasising the significance of adapting and accommodating individual requirements. The following demands a proactive, as opposed to a reactive, approach.(Patton, 2019)
Providing only accommodations might not be sufficient; ensuring  organisations exhibits specific approaches as well as criteria for recognising and nurturing employees, in addition to reviewing performance. The calibre associated with the modification is vital. For instance, the effectiveness of assistive devices will ultimately be dependent on the level of training provided. Mentoring with an evident neurodiversity approach may prove far more successful than standard well-being counselling.(Kirchner & Soukup, 2016) Studies suggest  investigating and  recognising an individual’s impression of being accommodated may ultimately prove to be far more significant, however, more crucially, the manner in which managers  gain knowledge regarding accessibility whilst additionally accepting the significance of informal modifications, while individuals encourage another while exchanging knowledge.(            )
Methodology
The objectivity of this research project will seek to enhance awareness of neurodivergent employees for increased employment inclusion. It provides an overview in order to contextualise the umbrella term neurodiversity or neurodivergence, which combine multiple neurological disorders.
Research Questions

The paper will seek to answer the following questions.
A) Historical perspectives on neurodiversity  
B) How can awareness of neurodiversity be improved and how can organisations become neurodiverse to support an individual’s employment?
C) How can neurodivergent employees best be recruited trained supported and retained?

D) What makes for the most effective management of a neurologically diverse workforce?
E) Does the issue of disclosure raise issues within organisations? 
F) What are the potential benefits for employers to attract and maintain a neurodiverse workforce? 
G) Recommended strategies for an inclusive environment. 
H) Examples of strategies developed to support a neurodiverse workforce. 
This research project will utilise secondary data analysis approach drawing from existing quantitative and qualitative studies, reviews, reports and articles related to neurodiversity in the workplace. The secondary data sources will be collected through academic databases, university library, several case studies such as SAP, Microsoft, JPMorgan Chase & co. organisational websites such as Autistic society, including a recent study from the Birbeck Research centre for neurodiversity research institutes and reputable publications. 
The secondary data analysis will involve a systemic approach to organise, synthesise, and interpret the collected information. Thematic analysis will be employed to identify common themes and emerging patterns related to the challenges faced by neurodivergent individuals, strategies for recruiters’ awareness and the impact in employment inclusion. The analysis will be guided by research objectives and help establish connections between different aspects of the topic.

Results
The majority of individuals have neurotypical brains, which interpret information and function in ways that are typical of society. Nonetheless it is believed that approximately 1 in 7 individuals (indicating over 15% of the population in the U.K.) are neurodivergent, which denotes that their brains learn and process information in a different way. (gov.uk) However, just 21.7% of autistic individuals are in employment within the U.K., whilst additional data  further indicates that neurodivergent individuals are the least likely to be in employment of any other disabled group. Neurodivergent individuals have an unemployment rate of 30-40%, which is three times greater than those of people suffering from disabilities and eight times higher compared to people without disabilities.(ONS)
Organisations benefit when they provide support to neurodivergent employees. According to JPMorgan Chase's Autism at Work programme, neurodivergent workers are up to 140% more productive than neurotypical employees when matched to the right job. Within six months, the findings were astounding, with autistic employees exhibiting 48% faster reaction speeds and up to 92% more efficiency than non-autistic colleagues. Superior visual acuity, awareness to detail, and an enhanced capacity for concentration were among the comparable characteristics. Whist also maintains a 99% retention success rate. The overwhelming majority of employment encompass science and technology, including corporate analysts, software engineers, and app creators. Furthermore, interview methods for assessment might require be revised or adjusted. The organisation  recently introduced a series of plyometrics’ games, which are behaviour-based neuroscience games that objectively measure neurological activity.
A recent study from the Birbeck Research centre for Neurodiversity surveyed 1117 individuals, 127 employers, comprising of 990 neurodivergent employees, responded to questions between November 2022 and January 2023 on work adjustments including accommodation requests whilst additionally the barriers and opportunities they experience. Answers were analysed by demographics, neuro minority diagnosis, gender, and age. Responses indicated a high level of engagement and suggest the capture of best practices currently in the U.K. (Mc Dowall & Doyle.    )
Results show that men present with neurodiversity more than females, however this could be due to under diagnosis and the notion that females are able to mask better than male counterparts whilst, additionally refraining from informing their employers regarding their neurodiverse diagnosis.  However, an overwhelming majority of those surveyed chose to disclose to a few, but not to all colleagues, whilst half of those interviewed declared they only disclosed their diagnoses shortly after beginning their employment.  coincidentally one-third of those indicated they told everyone with approximately a third of participants were of the opinion that disclosing to a supervisor or coworker had a positive influence. A limited percentage of respondents claimed their coworkers' adhering to adaptations proved highly beneficial.
Additional findings show that both employers and staff members equally concur on neurodivergent employee strengths such as innovative thinking, ingenuity, and attention to detail, implying that neurodivergent people are recognised at work. Competencies have the potential to be actively cultivated and encouraged. The challenges that have been observed across neurodivergent disorders vary and necessitate the issue to be addressed, creating an opportunity which requires particular adaptation and support. 

 The study focused on the following results: employee desire to leave/stay in an organisation, in addition to retention and well-being. This sample's measures of fulfilment are staggeringly insufficient and demand swift intervention. A forward-thinking reassessment is required to put employee well-being and inclusivity at the forefront of the business's objectives, additionally observing that professional development and psychological safety proved far more crucial for recruitment and wellbeing compared to simply implementing accommodations. The findings indicate an emphasis on organisation education and offering those in the frontline with the required resources.
Considering the umbrella term neurodiversity or neurodivergence groups combining multiple disorders, there are currently no worldwide statistics with comprehensive records, and research and statistical analyses concentrate upon individual conditions. Furthermore, the prevalence of autism, for example, is unknown in numerous countries with low or middle incomes. Add more 
.

Discussion
Neurodivergence is often framed as "abnormal" due to eugenics, which dehumanises and justifies interventions that harm neurodivergent people. Cognitive science should develop better theories of neurodivergence to avoid injustice and promote inclusion. Deficit-based accounts of neurodivergence often talk in monolithic terms, which does not replicate reliably. Cognitive science should empower neurodivergent standpoints in research and develop more robust accounts of cognitive diversity that situate it in social contexts. Empowering neurodivergent standpoints in research can help avoid injustice and promote understanding of neurodivergence. (Silberman,2013) 
Organisations must develop new criteria if they are to attract and retain neurodivergent applicants and employees, considering that neurotypical norms have historically governed the recruiting and development processes. As a consequence, organisations need to capitalise on their ability to advocate while also utilising the opportunities and unique skills to foster and maintain diversity inclusion. since this has occurred, now is a great opportunity for both academics and professionals to explore strategies and approaches to embrace and advance neurominority or neurodivergent persons, since the neurodiversity movement is still in its infancy but gaining traction (den Houting, 2019).
Thus, while these individuals may be very well-educated academically, they are often wholly unprepared for competitive work by the time they finish their education. The lack of these soft skills can also impact the educational experience. For example, ASD high school and college students frequently report having difficulty working as part of group, as they have been given inadequate tools to navigate this social environment (Adreon, 2007) 

 Neurodiversity is a concept that has just begun to be acknowledged, therefore further investigations and awareness are necessary to obtain data that is more precise. However, large businesses have collaborated in order to acknowledge the distinctive attributes of neurodivergent individuals, and this bodes positively for engaging their hidden strengths. Their employability is vital for their development. According to research, job occupations that foster independence minimise autistic symptoms while enhancing daily life abilities. In a comparable manner early intervention is essential in providing the greatest an opportunity to support optimal growth while offering positive benefits across the course of one's life. (               )
The primary conclusion to be drawn from this study demonstrates that the field of employment needs to be exposed for autistic individuals to develop and enhance their professional lives, however it may be dependent on their job role.. Discrimination against individuals may still persist in certain areas of the workplace, but its prevalence is diminishing as inaccessible employment possibilities for members of the neurodiverse community have recently become more accessible than previously.
 Research Limitations
Limitations of this study ensued by variables  to those identified by prior research as being most relevant to the research topic. Many other demographic and psychological variables exist that may have had some relevance to this study, including self-efficacy, personality, race, education level, ADHD sub-category (inattentive vs. hyperactive), and socioeconomic status. These could be considered for inclusion in future.
furthermore, we propose potential avenues to help academics address several fundamental concerns, deficiencies, and barriers associated with maximising organisational recruitment and retention of neurodiverse personnel in ways that better promote neurodiversity (Volpone et al.). Considering neurodiversity is a relatively recent issue, it is evidently understudied in academic research (Haney, 2018); this is also apparent in management literature. Promoting future research on the issue of neurodiversity is essential, as the current dearth of research on the topic follows a tendency in management research to examine visible conditions rather than nonvisible kinds of diversity (Santuzzi et al., 2014).
As the topic of neurodiversity continues to gain attention, several areas of management research will benefit from the many available opportunities (Richards et al., 2019). When examining how defining diversity will benefit an organization's diverse climate, it is vital to remember that many applicants and employees who identify as neurodivergent might additionally possess characteristics that are considered to have limitations (Baron-Cohen, 2019; van Houting, 2019). As an example, more than 95% of autistic children have at least one ailment in addition to autism; some of these conditions may be referred to as disabilities, while others are not (Baron-Cohen, 2019; van Houting, 2019). Organisations require working definitions of what constitutes an impairment and what does not. However, this could impede efforts to promote inclusion since the terminology and meaning around the term ‘disability' puts the medical paradigm as well as associated terminology into effect. Future research on the use of the terms ‘disability’ and ‘neurodiversity’ would be useful, especially in cases where employees have both a disability (or disabilities) and belong to the neurominority. Ultimately, the phrases disability and neurodiversity have different significance (Brown & Leigh, 2018), therefore when both terms are used, professionals and employees might become misinformed with regard to the authenticity of organisations' diversity and inclusion efforts.
Subsequently, with the objective to foster organisational inclusivity, future research should seek to explore all of the neurodivergent conditions covered by the neuro-divergence umbrella. The majority of current research on neurodiversity has concentrated on one specific condition: autism (and, by extension, Asperger's). Similarly, the majority of companies with neurodiversity programmes have focused on employing and keeping people with autism (Austin & Pisano, 2017). Because of the variety of disorders that belong under the neurodiversity umbrella, attempting to generalise the influence on organisational climate that one type of disease has to other forms of neurodiversity would be futile. Future work in this area will strive to be more applicable and valuable to professionals..
Furthermore, scholars would benefit from investigating the implications of how neurodivergence definitions adopted by organisations impact the ethical climates of those organisations by researching how opportunities afforded to neurodivergent employees may vary depending on where they fall on the spectrums within their condition(s). Most neurodiversity-related disorders (e.g., Autism, ADHD, Dyslexia, Dyspraxia) exist on a continuum (Patton, 2019). To illustrate this more practically, even if two workers are on the same ADHD spectrum, one employee's ADHD might manifest as inattention while another employee's ADHD manifests as hyperactivity (Hendrickx, 2010). To decrease the number of possible variations and appearances of various neurodiverse disorders, researchers are required to simplify the descriptions of neurodiverse conditions using the categorizations of 'high functioning' and 'low functioning' (Lorenz et al., 2017).

To have strong climates that support neurodiversity,  these oversimplified dichotomies lead to neurodiversity stereotypes, stigma, and misinformation. Organisations' ethical environments may deteriorate if they fail to account for the complexities of their employees' experiences throughout the range or ignore the 'low functioning' end of the spectrum entirely. For example, organisations with excellent intentions about improving their diversity and inclusion cultures may congratulate themselves on employing neurodivergent staff and making their HRM practises more inclusive. But, if the efforts are limited to individuals deemed 'high functioning’,  how ethical is that? Organisations require neurodiversity definitions which promote every spectrum of behaviours attributed with neurodivergent disorders, regardless of whether individuals might classify some behaviours as low functioning. Overall, future studies essentially need contribution to research by identifying construct definitions that are sufficiently detailed to account for an extensive spectrum of neurodiverse condition while continuing to encompass the range of behaviours that are anticipated in neurodivergent individuals and employees.
The neurodiversity literature, which employs person-environment fit theories, suggests that there are professions and organisational cultures that are particularly accommodating of individuals who perceive differently. Fostering cultures in where individuals can be themselves, regardless of whether their behaviour is perceived as strange or nerdy (Austin & Pisano, 2017), may imply that employees who are neurodivergent will find greater acceptance in the more diverse, inclusive, and ethical organisations. Fit theories, in contrast, have some limitations considering organisations can misuse the concept of 'fit' by attempting to 'fix' deficits (e.g., differences in communication or work style preferences) by having the neurodivergent employee fit the organisational environment (assimilation) rather than modifying organisational environments so that employees' strengths can be utilised (adaptations). This suggests that future research in this area would benefit from theories and frameworks to understand the experiences of employees that are  also neurotypical employees around having increased support for neurodiversity in their workplaces.
An additional potential limitation of this investigation is that we did not intend to investigate differences based on specific areas of neurodivergence or diagnoses, instead categorising the population as a whole into autistic, non-autistic neurodivergent, and neurotypical participants. It was also not intended to imply that neurodivergent persons should be perceived as a single homogeneous group. However, by distinguishing the participants in this way, we were able to emphasise the (dis)similarities in the perspectives of recruitment processes of autistic, non-autistic neurodivergent, and neurotypical persons, as well as relevant topics for future study.
Conclusion

This study highlighted the differing recruitment experiences of autistic persons in the United Kingdom. While there were qualitative comparisons in experiences, autistic people appeared to experience greater obstacles to successful recruitment than non-autistic neurodivergent and neurotypical people. While all participants were dissatisfied with the evident excessive reliance on social skills and personality traits within conventional recruiting procedures only autistic individuals acknowledged being required to disguise their genuine selves for the purpose to get selected. Similarly, despite being aware that the majority of those surveyed stated that declaring a diagnosis or access need was acceptable, autistic participants reported specific concerns regarding the possible stigma and discrimination associated with their diagnosis.
Employers play a vital role in decreasing such disparities in recruitment experiences. Employers may be certain that they are not only supporting their autistic candidates but also that the experiences of otherwise neurodivergent and neurotypical candidates will improve if they significantly provide and implement adjustments for all applicants. Indeed, by developing more inclusive and accessible hiring processes, organisations can ensure that their employees become the best version of oneself.
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Appendix A 

Strengths reported by neurodivergent people
Hyperfocus
80.0%
Creativity
78.1%
Innovative thinking
75.0%
Detail processing
71.0%
Authenticity
64.4%
Visual reasoning
58.3%
Long-term memory
55.3%
Entrepreneurialism
46.0%
Verbal comprehension
44.1%
Cognitive control
40.1%
Visual-spatial skills
33.4%
Numeracy
30.1%
Short-term memory
14.8%
Table 2. Strengths reported by neurodivergent people.
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