


[bookmark: _Toc158686002]1.0 DECLARATION FORM

[image: Texto

Descripción generada automáticamente]
Master’s Degrees by Examination and Dissertation
Declaration Form.
1. This work has not previously been accepted in substance for any degree and is not being concurrently submitted in candidature for any degree.

Signed: 
Date: 30/11/2023 
  
2. This dissertation is being submitted in partial fulfilment of the requirements for the degree of Master in Business Administration.

Signed:
Date: 30/11/2023
 
3. This dissertation is the result of my own independent work/investigation, except where otherwise stated.
Other sources are acknowledged by footnotes giving explicit references. 
A bibliography is appended.

Signed candidate:  
Date: 30/11/2023
  
4. I hereby give consent for my dissertation, if accepted, to be available for photocopying,  inter- library loan, and for deposit in the University’s digital repository 
Signed (candidate): 
Date:30/11/2023
Supervisor’s Declaration.
I am satisfied that this work is the result of the student’s own efforts.
Signed: Ogochukwu Agunenye 
Date: 12/02/2024


TABLE OF CONTENTS 

1.0 Declaration form	2
2.0 Acknowledgement	5
3.0 Abstract	6
4.0	Chapter 1- Introduction	7
4.1 Research Background	7
4.2 Research Aim	11
4.3 Research Objectives	12
4.4 Research Questions	12
4.5 Hypothesis	13
5.0 Chapter 2- Literature Review	13
5.1 Special abilities that an employee may have as a neurodiverse person	13
5.2 Organisational Impact of Having a Work Environment that Takes into Account the Neurodiversities of its Employees	16
5.3 Difficulties that neurodiverse employees may face in the workplace	17
5.4 Strategies to ensure diversity in the workplace	22
5.5 Theoretical framework for neurodiversity	26
5.6 Research Gap	27
6.0 Chapter 3- Research Methodology	28
6.1 Design	28
6.2 Sampling	29
6.2.1 Inclusion and exclusion criteria	29
6.3 Data Collection	30
6.4 Ethics	32
6.5 Interview Questions	33
7.0 Findings, Data Analysis, Evaluation and Discussion	34
8.0 CHapter 5- Conclusion	50
8.1 Limitations	54
8.2 Recommendations for future research	55
9.0	References	56
10.0 Appendix	62
10.2 Interview schedule	62
10.3 Informed Consent Form to Take Part in the Research	63
10.4 Introduction	65
10.5 Questions	66
10.6 Interview Transcripts	67























[bookmark: _Toc158686003]2.0 ACKNOWLEDGEMENT

It would not have been possible for me to complete my MBA dissertation without the support and consideration of a large number of people around me. That is why I want to thank all of them for their support during the time I have been writing this dissertation.
The first person I would like to thank is my father, who, although he has been ill during the period in which I have been writing this dissertation, has always had the empathy and consideration for me to give me encouragement and support so that I could continue away from him. so that he could finish the dissertation before returning to her side.
Secondly, I would like to thank my mother for having been the main support of my family during the time of my absence to completing the master in business management.
Thirdly, I would like to thank my supervisor for her great help during the period that my dissertation lasted and for her support throughout the entire process, always being available for anything I needed, always answering the emails I sent to her, or offering great flexibility to schedule meeting times.
I would also like to mention my friends for having always understood my lack of availability to see each other due to my limited time due to studies.






[bookmark: _Toc158686004]3.0 ABSTRACT

The purpose of this research is to show the results of exploratory research that investigates the impact of neurodiversity in the workplace with a focus on ADHD, giftedness, and autism. An exploratory investigation was conducted, involving the collection of qualitative data and the participation of several people in conducting interviews. The sample considered in this research consisted of 10 people who have worked in companies that hire neurodiverse people. The questions asked referred to the term neurodiversity itself and the different experiences that the participants had in their previous workplaces with neurodiverse people. To find themes, the author of this study decided to use thematic analysis. The research data can be methodologically arranged thanks to the thematic analysis. Systematising the data made it easier to synthesise the various interpretations, generate new concepts, and lessen researcher bias. 
The research found that neurodiversity can have a positive impact in the workplace because of the multitude of strengths of neurodiverse employees compared to their limitations. The findings of the research have also provided insight into how neurotypical employees view neurodiversity today, with the majority still having prejudices and relying on unfounded cliches that make them unable to see the multiple abilities they have. Companies that emphasise the inclusion of neurodiversity in the workplace should have workplace neurodiversity awareness training initiatives so that employees are well informed about neurodiversity and the companies can implement strategies that help the inclusion of neurodiversity in the workplace.








EVALUATION OF THE IMPACT OF NEURODIVERSITY IN THE WORKPLACE

4.0 [bookmark: _Toc158686005] CHAPTER 1- INTRODUCTION

[bookmark: _Toc158686006]4.1 Research Background 

The term neurodiversity is used to refer to the different functionalities of the brain, taking into consideration the different ways there are to perceive the world around people without there being a right or wrong way of interpreting reality, because neurodiversity is not synonymous with not being psychologically healthy (Stenning et al. 2020).
Neurodiversity describes the different ways in which people experience and understand the world without there being a correct way of thinking or behaving with the environment and without considering these differences as deficiencies. In 1990, the neurodiversity movement emerged to accept neurodiverse people and their different ways of interacting with the environment around them, accepting their neurological differences, and promoting equality and inclusion of neurodiversity (Baumer and Frueh, 2021).
The experience that workers have in the workplace has an impact on productivity for the company, and the mental well-being of workers has a direct impact on employee performance. It is also important to consider that the workplace has a direct impact on the general well-being of the employees of a company. In the past, neurodiverse people were systematically excluded from the workplace without taking into consideration the devastating consequences for the neurodiverse people or the negative consequences of these actions for companies, which is why today the inclusion of neurodiversity is key for the future of new practices and inclusion strategies for neurodiverse employees (McDowall et al., 2023).
Currently, the human resources department has undergone an incredible change because it is now more focused on people and not only on achieving results for the company, having a greater awareness of the advantages for the company, focusing on the well-being of employees, and creating a more productive workplace (CIPD, 2023).
Creating environments where each worker individually feels important because of the security that the company gives them, making them feel valued and making them feel that they are an important part of the company, regardless of the personal insecurities they may have, making the company take them into account and be able to manage the employees with fair and inclusive practices, so that the employees reach the maximum of their potential with the flexibility of the company where they work, making it possible for the employees to meet their individual needs (CIPD, 2023).
Traditional or modern approach of the human resources department, depending on the approach of this department, it can be achieved that areas are taken into account where before with a more traditional approach they were not taken into consideration within companies, such as, for example, to take into consideration the personal life of employees with a more modern approach where it is taken into consideration to guarantee a balance between personal and professional lives of the employees, with a modern approach of the human resources departments, it is posible to create a more diverse company where also training can be offered to raise awareness to employees about different cultures, lifestyles, religion or disability, where each person has to be accepted regardless of their differences with others (Preet, 2014).
Nowadays, people want to work for companies with inclusive labour practices where they feel respected. These types of practices can increase business performance by providing greater access to the best talent (Austin and Pisano, 2017). With an inclusive culture for all employees, the company is more attractive to new talents, taking into account all professional profiles, regardless of their race, gender, religion, sexuality, or disability.
A possible consequence of inclusive labour policies within a company is to guarantee employee loyalty, giving them the opportunity to develop themselves within the company in the way they need, and being flexible to the special needs that workers may need depending on their situation (Chamorro, 2017). Having more diversity within the company can increase creativity by offering employees the freedom to think differently and promote new ideas that have never been implemented before, thus promoting productivity within the company and differentiating the brand from competitors with new proposals and business ideas (Chamorro, 2017).
Many people with neurodivergences and special neurological conditions, such as people with autism, still have special and extraordinary abilities, such as an extraordinary memory, a logical ability higher than the average of the population, or a great ability to recognise patterns. These are important skills for many companies where productivity can be increased thanks to workers with these special skills and which often do not fit the ideal employee profile for more traditional human resources departments because they do not take into account neurodivergences and possible eccentricities that a neurodiverse person may have (Austin and Pisano, 2017).
Company managers and recruiters should have knowledge of the characteristics of people with neurodivergence to be able to adapt job interviews and the culture of the company, including the adjustments that companies have to make to guarantee the inclusivity of neurodiverse people, such as during interviews, taking into consideration the special characteristics that these people may have and making them feel comfortable and able to show all the potential they can offer to the companies, feeling valued, and in a workplace where they can talk openly about their special needs, being understood, and without being criticised by others (Cooper et al. 2020). If managers or employers know exactly what the characteristics of a specific type of neurodiversity consist of, they can also guarantee that employees occupy the position that best fits their profile within the company, taking into consideration their peculiarities (Shepherd, 2023).

According to the University of Connecticut, there is a high level of unemployment among the neurodiverse population, unemployment that is between 30 and 40% without taking into account many of the skills that neurodiversity provides them, such as hyperfocus on a task, greater creativity, innovative thinking, greater attention to detail, or greater pattern recognition. These skills were discovered in neurodiverse people during a recent study carried out by Birkbeck at the University of London (The Guardian, 2023).
Currently, many companies have implemented programmes to include neurodiverse employees in their workplace, taking into account the different areas where these people may have more difficulties when they are working or during interviews, taking into account their needs and the possible difficulties they may have, giving more importance to the skills that neurodiverse people can bring to the company, and helping to achieve the proposed business objectives (Employer Assistance and Resource Network on Disability Inclusion, 2023).
Some of the pioneering companies in implementing measures taking neurodiversity into consideration have been JPMorgan, EY, SAP, Microsoft, Amazon, Ford, and DXC Technology, having been one of the first companies to become aware of this neurodiverse reality and quickly develop or implement the necessary measures for the inclusion of neurodiverse workers, having been able to demonstrate the success of these measures, achieving 50% more neurodiverse workers with autism productive than workers who were not neurodiverse, having superior skills, allowing the companies where they work to triple their income (CIPD, 2018b).
Many companies focus on neurodiversity and the inclusion of neurodiverse people, but the reality of many studies carried out today shows that there are still companies that should improve their company policies to achieve greater inclusion of neurodiverse people, with informal adjustments being those that are mostly implemented to include neurodiversity in the workplace and not so much formal adjustments, especially in larger companies, which have the most problems implementing the necessary adjustments for neurodiverse people (McDowall et al., 2023).
Some of the adjustments and measures that companies can implement in their workplace for people who are neurodiverse are: breaks at a greater frequency in the workplace compared to breaks that would be taken without taking into account the needs of the people with neurodiversities; options to work from home without the obligation to go to the office in person every day; managing time in a way that is more adjusted to the special needs of each employee and not only adjusted to the needs of the company; and the implementation of coaching sessions within the workplace to help workers in any area that they need to talk about or improve (McDowall et al., 2023).
Awareness training in companies can be helpful in raising awareness among other employees and line managers about the different needs that neurodiverse colleagues may present during the day in the workplace, helping workers who do not know exactly what neurodiversities are because they are not aware of them, and many of the employees do not know the importance of covering the different needs that neurodiverse people have, potentially having a negative image of neurodiversity if the employees of the company do not know what neurodiversity is, making it possible to implement different change strategies with an understanding of the neurodiverse reality (CIPD, 2018b).
This research shows an elaborative view on the various adaptations and adjustments that may improve the productivity and inclusion of neurodiversity employees, majorly to reduce stigmatisation in the workplace.

[bookmark: _Toc158686007]4.2 Research Aim
	
The aim of this research will be to analyse the importance of having an inclusive look at neurodiversity, with a focus on autism, giftedness, and ADHD, taking into account the multitude of benefits that the talents and strengths of people with some type of diversity can offer in the workplace, creating a stronger and more productive workforce, and increasing company profits.
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1- Analyse the power of the special abilities that an employee may have as a neurodiverse person.

2- Explore the organisational performance impact of increasing the inclusivity of neurodiversity in the workplace.

3- Search for the possible difficulties that these employees may face and how to help them overcome them (or difficulties for the company).

4-  Analyse the different strategies that human resources departments can adopt to empower the individual needs of employees.
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1- What is the advantage of being able to count on the special skills of neurodiverse employees in the company?

2-   What is the organisational impact of having a work environment that takes into account the neurodiversities of its employees?

3- What are the possible difficulties that neurodiverse employees may face? 

4- What strategies can companies adopt to guarantee a work environment with a focus on inclusivity and diversity?

[bookmark: _Toc158686010]4.5 Hypothesis

“To this day, neurotypical society continues to see mostly the limitations and disadvantages of neurodiverse people, regardless of new studies that show a large number of potential benefits for companies from the neurodiverse workforce.”

[bookmark: _Toc158686011]5.0 CHAPTER 2- LITERATURE REVIEW
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-Autism
According to Ousley and Cermak (2014), autism spectrum disorder is defined as a condition that directly affects brain development, causing problems in normal interaction with others, communication, and restrictive and repetitive patterns of behaviour over time. Desinger (2015) has a similar definition, including a different way of perceiving the environment. This disorder also encompasses different conditions known as Asperger's, Rett's, and childhood disintegrative or pervasive developmental disorders.
Employees with autism show a difference between their work life and their personal life and greater self-efficacy when they are working in a job where they are successful. The traditional view of people with some type of neurodiversity has been from the point of view of the disadvantages and difficulties that the people with autism have for some specific tasks, such as social integration, because they have difficulties in this area. In the case of people with autism, it is needed to have an open-minded and integrative view without falling into the cliches that currently exist (Fitzgerald and Yip, 2017).
According to Courchesne et al. (2020), recent research has shown that in the case of people with autism, not only do they have many intact skills that they can use in the same way as neurotypical people, but they also have specific and useful abilities for specific jobs that they use better than neurotypical people. Some of the special abilities that people with autism may have more developed compared to the average population are: creativity and innovation, pattern recognition, greater memory, concentration on specific interests, attention to detail, organisation, honesty, a high sense of justice, and dedication (Cope and Remington, 2022).
Having a person with autism within the company can help create totally new and innovative ideas due to the different way of thinking of the people with autism, offering a unique perspective for the company.
To motivate autistic people to carry out tasks that are not of their interest, it can be achieved by giving them flexibility in the workplace, giving them the opportunity to mix their most intense interests with tasks that do not motivate them that much, achieving their maximum potential and turning it into an advantage, and achieving that they can also carry out tasks that do not belong to their most direct interests because they have the flexibility to do them at the same time as those things that really motivate them (Richmond and Pearl, 2008).
The intense and restrictive interests that people with autism have towards certain topics, dedicating a large amount of time to a specific topic that they are passionate about, means that they can become talents in a certain area from a very young age that they can use in adulthood as experts because they have been doing it since they were children and can be used effectively in the workplace. If companies and human resources departments take into consideration these specific interests and special abilities, a competitive advantage would be achieved, taking into account the rest of the special abilities that some autistic people have (Richmond and Pearl, 2008).
 



-Giftedness
Giftedness has a different definition depending on the type of author who is describing it, because there is no single internationally accepted definition to define giftedness, but in general terms, it can be defined as a development that is asynchronous compared to its peers in the same age, resulting in an intensity and advanced cognitive abilities that, when combined, create internal experiences and consciousness different than normal (Pfeiffer, 2018).
According to NAGC (2023), which is the national association of gifted children, giftedness is defined as higher performance compared to other people of the same age in one or several domains.
Gifted people have a series of characteristics that can be very beneficial in the workplace, such as their high degree of creativity, being able to create totally innovative ideas for their company, having a high degree of passion and commitment for their work, being able to concentrate very intensely on a specific job and being able to deal with difficult problems in an intelligent way and solve them quickly compared to other people who do not have this neurodiversity (Nauta & Ronner, 2010).
Some authors, like Aubry et al. (2021), also mention that gifted people can fit especially well in some jobs that require special skills such as working memory to solve problems at high speed, with more efficient executive control of tasks than non-gifted people.
 
-ADHD 
It is a developmental disorder that affects the structure of the brain and neurotransmission, causing attention problems on specific tasks, controlling impulsive behaviour, being excessively active, and acting without thinking about the final results. Those who suffer from ADHD can have different degrees of intensity depending on whether their ADHD has a higher degree of inattention. People who suffer from it will have more problems with organisation, planning, losing things easily, difficulty concentrating, or bad working memory. On the other hand, those who have a higher degree of impulsivity will have more problems controlling their emotions and controlling when they should remain silent and not speak at an inappropriate moment. (Scottish ADHD Coalition, 2018)
Although ADHD is still associated with a number of negative characteristics and poor progression in the workplace, the reality is that people with ADHD are still capable of making good progress in the workplace, especially in the business area, where to be an entrepreneur, it is valuable to be multifaceted, have sensation seeking, lack of premeditation, and speed of action, which are typical traits of ADHD and positively associated with entrepreneurship (Wiklund et al. 2017). In addition to what was mentioned above, Sedgwick et al. (2019) add that due to a number of positive characteristics associated with their neurodivergence, such as hyper focus or make more effort into achieving a specific task, more than other people, because having a neurodiversity that makes some areas difficult for them, they make more effort into achieving satisfactory results, trying harder with integrity and being non-conformist, having more energy than their peers, this being a characteristic of ADHD as well as the resilience that many of them show when it is difficult for them to carry out a particular job, the people who belong to this type of neurodiversity also have the ability to start conversations and have a positive attitude, being optimists by nature.

[bookmark: _Toc158686013]5.2 Organisational Impact of Having a Work Environment that Takes into Account the Neurodiversities of its Employees

Some companies are making use of the neurodiverse hiring initiative at RIT, which serves to connect interviewers from companies that are looking for talented people with some type of neurodivergence because they know that they have special skills, necessary for companies such as people with autism, because they pay greater attention to detail and can remain focused for longer than normal (Neurodiversity Network, 2022).
Companies that include neurodiversity in their workforce usually manage to improve the retention of their employees by making them more satisfied, feel integrated within the company, and feel accepted, giving them the opportunity to increase productivity with greater innovation because many neurodiverse people think outside the box in a different way, being able to solve complex problems with logic and creativity, making these neurodiverse people ideal candidates for some specific jobs such as analytics, IT, or artificial intelligence (Mahto et al. 2022).
According to Mahto et al. (2022) the integration of neurodiverse people into companies begins in the interview process, where it is necessary to change the traditional way of looking for employees, taking into consideration that some neurodiverse people will not be able to comply with basic standards or normal behavior of a someone in a personnel selection process, where for example it is necessary to maintain visual contact with the employer, this makes it necessary to train employers with a special training to raise awareness and provide knowledge about neurodivergence, so that the employers may take into consideration the special needs of neurodiverse people. 
Taking into account what has been mentioned above, employees will be aware, taking into consideration what was mentioned by Trevisan et al. (2017) People with autism have difficulty looking into the eyes of others, difficulty understanding social aspects, and difficulty understanding non-verbal information. This does not mean that they are not interested in the conversation, but unfortunately, they can create Social barriers between people with autism and neurotypical people.

[bookmark: _Toc158686014] 5.3 Difficulties that neurodiverse employees may face in the workplace 

-Autism
Tzur (2015) indicates that autistic people have less empathy, difficulty understanding ironies and jokes, and abnormalities in sensory hypersensitivity and hypersystematization, regardless of the degree of autism. Currently, there are still interviewers who, during the hiring process, have a strict way of searching for the talent of the companies. Without taking into consideration people with autism, who have a different way of communicating than the rest of the population, even in the scenario that someone with autism has been hired by a company, they have to face negative attitudes towards them without adapting the working conditions and the workplace to them, not taking into consideration their special needs (Hartman et al. 2023).
Praslova (2021) further explains that most people with autism feel alone because they do not have examples to look at because everyone around them is and thinks differently, creating a feeling of incomprehension, making them feel different and strange, and making them want to hide their autism and appear as the most possible neurotypicals to be able to face job interviews. According to Owen (2020), neurodiverse people will find, according to the latest reports from the United Kingdom, that approximately 50% of managers admit that they would never hire people with some type of neurodivergence.
Although autistic people fit perfectly into some specific roles and some specific jobs, they still have difficulty following routines with arbitrary characteristics without specific rules to follow. This is due to their inflexible personalities, making them need routines with well-defined rules from the beginning, and that has to make sense to them in a logical way and without changing the rules regularly, because autistic people have problems dealing with unforeseen changes in the workplace or any area of their life, causing their stress and anxiety levels to increase considerably compared to people who are not autistic (Jack, 2022).
People with autism also have trouble Reading the body language of other people, often making them seem unfriendly or doing things out of place, makes it difficult for them to have social interactions with colleagues, and even if they want to make friends in the workplace, they may have trouble making friends. to be able to proceed appropriately in this social area (CIPD, 2018a). Compare to what recent research has found, to be only focus on the deficits of autistic people, is a mistake, because the misunderstandings that can appear with someone who is autistic are due to a lack of communication and little understanding between individuals with  different processing and interpretation of communication, because for example something that could be an indication of poor active listening due to not looking into the eyes of someone, according to what a neurotypical person understands, but it could mean the opposite between two autistic people, having a positive meaning between two neurodiverse people with autism, being something positive in their interaction (Ezerins et al. 2023).
 
-Giftedness
Gifted people have different sensitivity and sensory processing than neurotypical people, with gifted people being more sensitive to sensory stimuli and also being more perceptive and excitable, making them feel overwhelmed more easily and need to be alone more frequently (Gucht et al., 2023).
The processing speed of gifted people is also different from that of neurotypical people because they think at a higher speed and have superior neuronal connections, making them able to identify problems that may arise when carrying out new projects in the workplace; they can see the problems earlier than any other employee (Desvaux et al., 2023). According to Vreys et al. (2016), the higher processing speed of gifted people has the disadvantage of not being able to explain themselves in a correct way, so that others cannot understand them because they have many thoughts in their heads that appear excessively quickly, making many of their neurotypical colleagues unable to understand them or directly thinking that they are exaggerating by thinking too much, causing gifted people to be ignored in most cases, even if after a while it is shown that they were the ones who were right and were not exaggerating about an issue, causing the gifted people a feeling of frustration.
Like what was mentioned above, other authors such as Elshof (2016) who also agrees that gifted people can face negative consequences in the workplace due to their giftedness, such as boredom because everything is too easy for them to do and nothing is challenging for them to feel sufficiently motivated, they also have a feeling that the rest of the employees of the company where they work cannot understand them, another of the negative characteristics they may have is being exhausted, and the number of gifted people who suffer from exhaustion has recently been increasing, currently still a topic of research for new researchers, to be able to identify exactly where this exhaustion comes from in gifted people, there are currently several studies that are trying to research the exhaustion that many gifted people suffer.
Recent research agrees with Dabrowski that people with very high intellectual abilities also have a very intense emotional response that can lead to greater anxiety or depression due to a reflective cognitive style that tends to worry more frequently (Karpinski et al. 2018).
The psychologist Kazimierz Dabrowski discovered five different areas of intensity that are innate in gifted people; these areas are: psychomotor, sensual, intellectual, imaginative, and emotional, and a gifted person may possess one or more of the areas mentioned previously (Mendaglio and Tillier, 2006).
As mentioned above, Alexopoulou and Batsou (2023) also mention that gifted people usually have overexcitability, which can cause their energy to spread inappropriately in the workplace, and are also more sensitive to the environment around them, causing stronger reactions in them than in neurotypical people with the same stimulus (Alexopoulou and Batsou, 2023).
There are some studies, such as the one carried out by Duplenne et al. (2024), that suggest that contrary to what social media shows about gifted people, showing them vulnerable, the reality is that there is some empirical research that shows the opposite, especially with regard to the anxiety or depression that gifted people can suffer, showing an inconsistency in the studies about what effect giftedness has on anxiety and depression, and there is currently a debate regarding whether giftedness protects against mood disorders or, on the contrary, makes them more vulnerable. The only meta-analysis that has been performed by Martin et al. (2010) shows that no differences have been found between gifted people in relation to the level of depression they may suffer compared to neurotypical people, but it was possible to verify a level of anxiety that was lower than the rest of people who were not gifted.

-ADHD
Adamou et al. (2013) indicate that currently, workplaces are governed by common rules, and people with ADHD can have problems being able to continue in the same company for a long time. Most studies with people with ADHD have been related to below-expected performance in the workplace, causing them to have no job stability because they are absent from the workplace more than people who do not have ADHD. Problems were also identified in all areas that are related to employment, including interviews where it is difficult for them to interact with interviewers. Brennan and Gascon (2022) also support what has been mentioned previously, adding that people with ADHD have a lack of attention, excessive restlessness, a lack of organisation, or even once working in the workplace, their relationships with colleagues can be impulsive and volatile with inadequate social skills and procrastination, which hinder their ability to collaborate in a group, managing time poorly, and having problems following instructions or following a schedule effectively.
In addition to what was mentioned above, according to Morsink et al. (2022), there are several investigations and empirical works that could indicate that people with ADHD also have motivation problems that will not only affect them in the workplace; they will affect them in any area of their daily lives, needing immediate rewards in order to be able to reach a level of performance that can be compared with the same performance of someone who does not have ADHD because it will be difficult for people with ADHD to maintain motivation in the same task for a long time. The lack of motivation in ADHD also interacts with cognitive deterioration, directly affecting the academic field and negatively affecting good performance in any other context of their daily lives.
People with ADHD may also suffer some episodes of difficulty sleeping, making them feel more tired in the workplace, not being able to rest well, causing their work productivity to be affected, and making it difficult for them to keep the same job for a long time. It should also be taken into consideration that they are people who have concentration problems and difficulties being able to properly regulate their feelings, often causing depression (Doyle, 2020).

[bookmark: _Toc158686015]5.4 STRATEGIES TO ENSURE DIVERSITY IN THE WORKPLACE 

-Inclusivity
Inclusion guarantees that everyone feels free to be themselves, understanding that each person has their own characteristics, being different from the rest of the people, being accepted and free from criticism, without being judged, thus achieving equal opportunities for all (Ferdman and Deane, 2013).
Work teams that emphasise inclusion achieve 60% better results, according to some studies, and improve business decisions in 87% of the cases. Some of the proposals that can be implemented to achieve inclusion are flexibility when making schedules or reviewing the rules of the company, not being strict when applying rules to people with neurodiversity, placing special emphasis on the type of neurodivergence of the employees of the company, and ensuring that the company will be flexible for them (Bardsley, 2023).
According to what was mentioned above, according to Khan et al. (2023), after companies have hired a neurodiverse person, they should have leadership within the company that is inclusive, with the culture of the company promoting neurodiversity and the inclusion of employees to try to resolve the difficulties that people who are neurodiverse may find in the workplace, trying to mitigate and reduce the problems that they may face in the workplace due to being neurodiverse, guaranteeing their inclusion within the company and with the rest of the employees.
Even so, some studies, such as the one carried out by Meruyert et al. (2023), indicate that some problems may arise when trying to manage inclusivity, such as resistance to change, making change management strategies necessary; bias and stereotypes, hindering inclusion processes; lack of awareness and education; inefficient leadership; sometimes leaders may have problems implementing inclusive strategies; limited representation, due to the fact that many perspectives are biassed to the lack of a clear representation of the reflection of diversity in decision-making and leadership positions; and resistance from traditional organisational structures.
In addition, according to Shore et al. (2011), in the theoretical development of inclusion, because this approach is consistent with numerous diversity studies that have established the importance of inclusion in the workplace and its perceptions, we have chosen to focus on the individual within the group. We are interested in the perceptions of the employees and their inclusion in the workplace. Apart from what was mentioned above, Sidhu (2023) mentions some of the difficult situations that people with some type of neurodiversity still have to face in the workplace, such as having to deal with managers who criticise them without basis and make jokes, laughing at the employee with some neurodiversity with other co-workers, and making these employees victims of managers who do not understand or empathise with neurodiversity in the workplace. After this type of situation, the neurodiverse people do not want to mention again in different jobs to their managers or the human resources department that they are neurodiverse people, to avoid these types of difficult situations for them.
In the opinion of Shepherd (2023), the employers of a company should be focused on supporting the employees by knowing what the personal strengths and challenges of each of them are, to create a workplace that is inclusive for all the employees and make them feel comfortable working in the company, giving the best of themselves, because many neurodiverse people can contribute with a unique value to the company in which they work, like, for example, greater retention of details, analytical thinking, creativity, and According to JP Morgan & Chase's Autism at Work programme, autistic people can be 92% more productive and 48% faster compared to neurotypical workers.
Asare (2029) gives some ideas that companies can apply in their workplace to achieve a more inclusive work environment, such as creating a work environment that is open to dialogue, implementing solutions to problems that may arise in the workplace, the frequent realisation of audits among the members of the company, highlighting the medium- and long-term objectives that the company wants to achieve during training on labour inclusion and the acceptance of all colleagues, and achieving a neurodiverse and inclusive work environment. In the same way, Dust (2021) It also mentions different ways to ensure that companies can achieve more effective inclusion, such as social inclusion, to make all workers feel integrated and participate socially, relatedness needs fulfillment, so that they work in cooperation with other colleagues and there is a work environment of authentic relationships, preventing the impact of dissatisfied relationships between colleagues, other ways that are mentioned are emotional commitment and cognitive bias trining.
 
-Trining
According to Mulang (2015), training in the workplace consists of providing practical learning so that employees can improve their skills and competencies so that they perform better in their job functions. Training is necessary because companies are constantly changing and can be changes in technology, culture, or objectives that require different skills and knowledge. The training guarantees that employees achieve these capabilities and that they can continue growing within the company, avoiding absenteeism or staff reductions and achieving productivity within the company. the company by identifying and solving the problems that must be resolved with a good training program. Like mentioned above, Elnaga and Imran (2013) also highlight the benefits of training programmes in the workplace, where the performance and different capabilities of employees can increase. Having increased their learning within the company and their performance, the productivity of the company also increases. That is why it should be taken into consideration that training programmes should be specific according to the business objectives of the company and its different needs.
According to Slavkovic and Slavkovic (2019), training within companies can help make employees feel more valued and have more security when they are going to do a specific task, ensuring that company leaders have flexibility in adapting to potential challenges, making it possible to change the organisational culture of companies by offering training to ensure that all employees have the same vision and understand the values of the company in the same way, guaranteeing inclusivity. Some training programmes, such as those offered by Hawley and Danquah (2023), help to create a diverse workforce, ensuring that the leaders of the companies have flexibility and give the necessary knowledge to all employees who do not understand diversity in the same way, because taking into account the different points of view of all employees is the best way to ensure the success of the companies.
Neurodiversity awareness training can help employees understand the different types of neurodivergence that exist, explaining the special characteristics of each neurodivergence and why they are important for the benefit of the company and teamwork, emphasising the special needs that neurodiverse people have, and ensuring that the work environment is inclusive and open to everyone regardless of their differences (CIPD, 2018a).
 
-Coaching
Coaching is a process in which the coach motivates the person who is doing the coaching to increase their motivation, improve their personal or professional skills, maximise their potential, and help them achieve objectives, solve problems, or develop their abilities. skills, with time for reflection and self-understanding (Hawkins and Smith, 2013). There are different types of definitions of what coaching is, but to define executive coaching, which is the type of coaching that refers to coaching that is applied in the workplace, Passmore and Lai (2019) define it as coaching that is used to ensure that company managers can improve their personal development and leadership, being a development intervention that focuses on relationships, so that they can improve the productivity of their company with different coaching tools that will be applied during the sessions and make it possible to achieve the objectives of the company in a more productive way.
 

Coaching is currently considered one of the interventions that are most effective, helping companies to achieve an inclusive work environment and helping to accept the differences of each employee. With the help of coaches, during the coaching sessions, it can be achieved that workers are aware of some unfounded prejudices that they may have about some group or minority and that not even the employee himself has been aware of this, making it possible to help reflect and implement change strategies to reduce inequalities (Passmore et al., 2023). According to Salihovic (2021), several quantitative academic studies carried out in the USA have also shown that coaching improves the results of the team and the individual development of employees. But instead, according to Cannon-Bowers et al. (2023), there is no empirical research that can demonstrate the benefits of coaching and know what works better, regardless of previous evaluations, demonstrating its positive effect and improving results in companies.

[bookmark: _Toc158686016]5.5 THEORETICAL FRAMEWORK FOR NEURODIVERSITY

According to Dwyer (2022), the theoretical approaches that exist to neurodiversity indicate that some of its practices or objectives may be harmful to neurodivergent people.
The models that exist with a disability focus are the medical model, which places emphasis on deficiencies; on the other hand, the social model is analogous to empiricism; and finally, the approaches that exist with an interactionist neurodiversity could be something intermediate between biological essentialism and biological denialism (Dwyer, 2022). In addition, Gillespie-Lynch et al. (2017) mention that neurodiversity has a biopsychosocial approach, with many normative statements about how people who have a different development from other people should be treated in society.



Hameed et al. (2022) emphasise that because there is currently a lack of theoretical frameworks on neurodiversity in the workplace, it is hindering the practice that many companies want to carry out by hiring neurodiverse people and carrying out recruitment campaigns for people. with some type of neurodiversity.

[bookmark: _Toc158686017]5.6 RESEARCH GAP
Research could not find any opposing views on the issue of neurodiversity in the workplace; views are not the same but similar from different perspectives, making it difficult to find research that can clearly show different approaches to neurodiversity and how to solve the difficulties that neurodiverse people currently face in the workplace. Current literature shows a multitude of benefits that neurodiverse people can offer in the workplace, contrary to what was thought years ago, when it was considered that many neurodiverse people were only disabled. Even so, neurodiverse people still present difficulties today to be able to show their full potential in the workplace. Unfortunately, the current research does not show new and innovative ways of addressing neurodiversity to further improve their current situation in the workplace.
This research is going to fill the identified gap by exploring innovative ways in which neurodiverse people can be more included in the organisation where they work and their skills can be recognised.







[bookmark: _Toc158686018]6.0 CHAPTER 3- RESEARCH METHODOLOGY

[bookmark: _Toc158686019]6.1 Design

Qualitative methodology will be used in this research because it helps to work better when a study of the behaviour of people is going to be made, taking into consideration their opinions, limitations, feelings, or attitudes towards a particular situation (Patel and Patel, 2019).
The methodology that will be used for this research is qualitative methodology, which involves conducting interviews with adults who have been working with neurodiverse people in their workplaces and who have worked in organisations that employ workers with some type of neurodivergence, such as autism, giftedness, or ADHD, to understand the impact of including neurodiversity in the workplace. Conducting interviews can be a way to obtain information about neurodiverse people, focusing on their day-to-day work life and the different experiences they have at work. From the point of view of employees that are not neurodiverse, the main experiences that are currently living in the workplace with neurodiverse employees and the limitations that they have for their neurodiversity. Some of the interview questions are related to the strategies that companies can use to include in the workplace to help the inclusion of neurodiversity, to be able to benefit from all the potential of workers that are neurodiverse, and to make sure that the limitations they may have are not a barrier to being able to show their full potential and the benefits that this can have for companies to achieve their main objectives.
The number of participants in the interviews is 10 in the United Kingdom. According to Sutton and Austin (2015), qualitative research requires reflection during the production process so that the data and findings can be better understood. Subjectivity is inevitable, and  sometimes it could be inherently negative. The number of interviewees has been 10 people. The researcher went through the process of obtaining sufficient information to be able to arrive at conclusions about the impact of neurodiversity in the workplace. The interviews included people from different companies, knowing their point of view from different scenarios and different organisations to address neurodiversity in the workplace.
The qualitative research method used will also be reinforced with the help of a thematic analysis, which, according to Nowell et al. (2017), is used to identify, organise, and report themes that have been found within the same data set and can be used in a wide variety of research questions, producing revealing findings and providing flexible and detailed data.

[bookmark: _Toc158686020]6.2 Sampling 

In total, the size of the sample was 10 people. The sample in this dissertation has been made up of a group of adult workers from companies that have integration plans for neurodiverse people, companies that have workers with some type of neurodiversity such as autism, ADHD, or giftedness, excluding all employees who work in companies that do not hire neurodiverse people or companies that do not have plans to integrate neurodiversity in the workplace.
The author of this research sent an email to all the possible participants in the city of London, who are people who have previously worked in companies that hire and have integration programmes for people with neurodiversity, to get their point of view about this topic and their different experiences.

[bookmark: _Toc158686021]6.2.1 Inclusion and exclusion criteria
In total, the sample size is 10 participants in the interviews, having been identified as employees in the city of London and not from outside the United Kingdom and only in companies that hire people with neurodiversity. All the participants work for different companies and come from different backgrounds, regardless of whether they are men or women, their position within the company, or their years of experience within the company. The age of the participants in the interviews was not a determining factor for their participation.
Participants have also not been sought who belonged to a minority, such as, for example, people from different cultures, religions, or sexualities. The profile of the participants in this research has been about neurotypical people who could have had some past experience with neurodiverse people in the workplace and who were willing to talk about these experiences during the interviews conducted.

[bookmark: _Toc158686022]6.3 Data Collection
The method that has been used to collect data has been to conduct semi-structured interviews in order to know the different types of experiences that the people interviewed had with co-workers with some type of neurodiversity or to know what they think about the impact of neurodiversity in the workplace.
All interviews lasted 30 minutes with each person interviewed, giving them enough time to answer each question with enough time to reflect and say what they think or explain what experiences they had before giving a hasty opinion.
The interviews were carried out online and in person, with 4 of the interviews being online and 6 in person, in a quiet place where there were no interruptions from third parties or noises that could distract the interviewee, allowing them to concentrate better on their memories because they had to remember scenarios where they had been working with neurodiverse people and be able to give their opinion without interruptions.
The interviewer intended to obtain the most relevant information from all the interviews, getting the interviewees to explain their answers in detail and with as much information as possible.
The questions that were used during the interviews helped to understand the opinions and experiences that people without neurodiversity have had with neurodiverse people in the workplace and their most personal opinion on this topic.
All interviews began in the same way, with initial introductions and the explanation of basic interview guidelines, such as the duration or the fact that the interview could be stopped at any time the interviewee felt uncomfortable with a question or did not want to answer.
The interviewer remained silent right after asking the question to the interviewee, to not interrupt the interviewees at any time and to listen exclusively to their opinions and experiences without the personal opinion of the interviewer, and to not feel judged at any time about whether what they were thinking or saying about neurodiversity was right or wrong.
During the interviews, the interviewees had the opportunity to ask for a question to be clarified in more detail. Also, the interviewer, on some occasions, could ask the interviewees for more details in their answers or more clarifications in order to obtain precise information.

· Privacy and confidentiality are important and will be ensured.
· It is necessary to video record the interview to capture everything that the participants say.
· It is also necessary to take notes during the interview.
· During the research process, a transcription of the interview file will also be made. 
· Before the interviews begin, participants must read and sign the informed consent form that was given to them.
· The questions asked during the interviews of the participants were in concordance with the research.
 
Data Analysis Methods 
The purpose of carrying out thematic analysis is to be able to organise and obtain meaning from the data that has been obtained in order to reach realistic conclusions (Bengtsson, 2016).
The analysis of the data allowed the responses obtained from the interviews carried out to be grouped in order to be discussed and obtain results.
Conceptual categories were made of a formulation of themes obtained from different responses given by participants to the interviews conducted in this research.
The data obtained has been obtained through interviews that had previously been semi-structured. The interviews were carried out online and in person, depending on the personal needs of each participant. An attempt was made to make participation as easy as possible for the participants in order to obtain the greatest number of possible answers. The answers of the participants were video recorded so that they could be easily accessed and notes or analyses of the responses created.
[bookmark: _Toc158686023]6.4 Ethics 

During an investigation, researchers must take into account the ethical problems that may arise during the process, regardless of whether the method used during the research work is going to be quantitative or qualitative, because in both cases, possible ethical problems must be taken into consideration, including the privacy and maximum confidentiality of the data or information provided by the people participating in the research, ensuring the quality of the research results, with conclusions that are not influenced by any ethical concern that has arisen during the process, and the date is only going to be used for academic purposes (UK Statistics Authority, 2022).
It is important that the researcher avoid any type of sensitive question; all questions will be generalising questions. Participants will not be pressured and will have the option to stop the interview at any time they feel uncomfortable or do not want to continue.
All participants in this evaluation of the impact of neurodiversity in the workplace will be previously informed by a form, and with their prior consent, details will be given about all the necessary information about the evaluation and the interviews that will be carried out, which will be anonymous interviews. It is going to be shown to the participants the benefits of conducting this evaluation and the importance of their participation during the interviews, due to the limitations that currently exist in the literature on neurodiversity, related to the workplace, being of vital importance to the direct point of view of people who have previously been working with neurodiverse people in their workplaces, to be able to obtain results from the interviews carried out and obtain useful conclusions and results to help the inclusion of neurodiversity in companies.

[bookmark: _Toc158686024]6.5 Interview Questions

1. Do you know what neurodiversity is? 
2. Have you ever worked with someone who is neurodiverse?
3. Do you think you could identify someone with some type of neurodiversity?
4. What difficulties have you noticed in neurodiverse people, or what difficulties do you think they might have in the workplace?
5. What do you think about multiplying skills in the workplace with a neurodiverse workforce?
6. What advantages or special abilities do you think neurodiverse people have to improve the workplace?
7. Are you aware of any prejudices about neurodiversity that can negatively affect inclusion in the workplace?
8. How do you think companies can help with the integration of neurodiversity?








[bookmark: _Toc158686025]7.0 FINDINGS, DATA ANALYSIS, EVALUATION and DISCUSSION


· Findings
The data gated from the interview were all categorised into themes, and the major themes identified were:

1- The firts theme is: identification of neurodiversity in the workplace (lack of awareness in the workplace)
2- The second theme is: workplace behaviours
3- The third theme is: integration of difficulties 
4- The fourth theme is: negative characteristics and limitations

THE FIRST THEME IS: IDENTIFICATION OF NEURODIVERSITY IN THE WORKPLACE (LACK OF AWARENESS IN THE WORKPLACE)

Most of the interviewees They said things that showed they had a lack of awareness during their interviews, as shown in the table below:
	Categories or Themes 
	Sub- Theme 

	Identification of neurodiversity in the workplace (lack of awareness of what neurodiversity means in the workplace)
	· I do not really know 
· Autism, abnormal, intellectual disability
· Different behaviours
· Integrating people with different behaviours
· Brain functionality
· Negative threats that make neurodiverse people unable to have a normal life
· They work, but not like everybody else 



Questions and main answer:
· Do you know what neurodiversity is?

What is the knowledge of the people about neurodiversity? was explored with qualitative interviews, where a series of interviews were carried out and different responses were obtained from the interviewees. When asked what they understood about neurodiversity, it was observed that the majority of those interviewed knew almost nothing about the term or had many doubts and insecurity when talking about it. Only a small number of people really knew what neurodiversity is, and they could explain it broadly, but only because they had family members with some type of neurodiversity.
 
Some parts of interview number 7 indicate that:
In my opinion, neurodiversity means integrating people with different behaviours.
Another of those interviewed added that,
Neurodiversity refers to the different behaviours that have to do with the functioning of the brain.
According to interviewee number 7, interviewee number 3 also gave a similar definition of neurodiversity, referring to people with different behaviours, but neither interviewee number 7 nor number 3 made reference to the different brain functionality. In general, the majority of those interviewed related neurodiversity to negative traits that make people unable to have a normal life like other people who are not neurodiverse.
This is a different way of looking at neurodiversity than what Stenning et al. (2020) say about neurodiversity, where emphasis is placed on the different functionality of the brain without there being a right or wrong way for the brain to function.
The rest of those interviewed directly said that they did not know exactly what the term neurodiversity referred to, not wanting to give a clear answer, wanting to find out first about exactly what the term neurodiversity meant, and having genuine curiosity about its meaning.

THE SECOND THEME IS: WORKPLACE BEHAVIOURS
	Categories or themes 
	Sub-theme

	Workplace behaviours 
	· Negative characteristics and limitations
· Unable to identify who is neurodiverse in the workplace
· Strange behaviours
· Inefficiency, incontinence, suspicious behaviour, non-empathy, hyperactivity
· The majority of participants are confused about Asperger's syndrome




· Have you ever worked with someone who is neurodiverse? Do you think you could identify someone with some type of neurodiversity?

The interviewees were aware that once they knew what neurodiversity was, they had statistically had to work at some point in their lives, coinciding with someone neurodiverse at work. During the interviews, it was discovered that all the interviewees emphasised the negative characteristics in order to identify neurodiverse people. They looked at the limitations that neurodiverse people have or that they think they have in order to identify them. Almost none of the participants thought about positive characteristics about neurodiverse people, emphasising negative attitudes and limitations but never strengths or things for which they could stand out positively compared to the rest of their co-workers.
 
Interview number 5 said,
Yes, I have worked with neurodiverse people before, and I knew this because they had difficulties doing basic things every day.
Some parts of interview number 6 indicate that the interviewee said,
A few years ago, when I worked in a restaurant, I had a colleague who seemed to me to have autism because he had very strange behaviours; he locked himself in the bathroom for a long time or had very rude behaviour with the rest of the colleagues, giving unkind answers and being too direct.
In comparison, interviewee number 3 has had a similar experience, saying,
When I worked in customer service, I had a colleague who had some out-of-place answers with clients, had inappropriate behaviour to be able to be in a customer service position, described his behaviour as impulsive and without thinking before acting when having to give a response to a client, and thought that these types of attitudes that are inconsistent and inefficient for the workplace may have something to do with neurodiversity.
Interviewee number 1 said that,
He had never realised the neurodiversity of any co-worker until a colleague with knowledge of psychology told him that one of his co-workers had autism, and since that day he started to see suspicious behaviours as responses that were too unempathetic, as well as his socialisation difficulties. Instead, this interviewee described autism as people having an IQ above normal, attributing to his co-worker with autism a superior intelligence due to the large number of topics that exist in movies about someone who is autistic and extremely intelligent, but this interviewee also realised that his reasoning in this regard really had no basis.
The rest of the interviewees acknowledged that they have no idea how to identify neurodiversity and that if they have worked at some point with someone who is neurodiverse, they have never realised it. Because they do not have enough information about what neurodiversity is and it is normally something that they do not think about, it is not an option that they take into account when they see behaviours that could be suspicious about someone who is neurodiverse in order to identify them as such.
Interview number 10 said that,
Yes, I have worked with neurodiverse people before. I knew this because they did not know how to behave according to what was expected in the workplace, doing things out of place or strange, regardless of whether or not they were doing their job correctly. Most of the neurodiverse people I have worked with were people who had many socialisation problems and problems being able to behave normally with the rest of their colleagues in the company or even had problems doing their work correctly, but many times these neurodiverse colleagues did not face punishment from managers, who were more accommodating with neurodiverse people than with workers who were not neurodiverse, being much more severe when a neurotypical person made a mistake or had a bad attitude.








THE THIRD THEME IS: INTEGRATION OF DIFFICULTIES

	Categories or themes 
	Sub-theme

	Integration of difficulties 
	· Limitations
· Different brain functionality
· Minority of neurodiverse people in the workplace
· Prejudices
· Lack of understanding of other employees
· Specific training is needed for neurodiversity.




9. What difficulties have you noticed in neurodiverse people, or what difficulties do you think they might have in the workplace? What do you think about multiplying skills in the workplace with a neurodiverse workforce?


The interviews carried out also had the objective of being able to identify if people could identify what limitations neurodiverse people have in the workplace. The majority of participants had a negative response about the possibility that neurodiverse people have the ability to multiply skills for the workplace and what difficulties they have noticed in neurodiverse people.
The participants have expressed their opinion on the difficulties that they have believed they identified in their workplaces about neurodiverse people, showing that they were really letting themselves be carried away by prejudices and a lack of knowledge about neurodiversity. It is clear that they need awareness training about neurodiversity. Although it is true that, for example, people with autism also have difficulties reading the body language of others, often making them seem unfriendly or doing things out of place, it is difficult for them to have social interactions with colleagues, and even if they want to make friends in the workplace, they may have difficulties making friends. to be able to proceed appropriately in this social area (CIPD, 2018b).
There are also many other studies that talk about strengths, such as the case of autism, because some of the special abilities that people with autism may have more developed compared to the average of the population are: creativity and innovation, pattern recognition, greater memory, concentration on specific interests, attention to detail, organisation, honesty, a high sense of justice, and dedication (Cope & Remington, 2022). But unfortunately, many neurotypical people in companies do not take this into consideration when it comes to valuing the skills of neurodiverse people.
There are some situations where an employee presents difficulties with things that the rest of the employees can solve without difficulty. It is important to show empathy with some colleagues to avoid confrontational work situations and to be able to handle situations with someone who is neurodiverse with difficulties in a flexible way compared to a neurotypical person. The author of this research wanted to know the opinion of the interviewees about what they think of the multiplication of skills thanks to the neurodiverse workforce and whether this is possible or not according to their point of view.
Interviewee number 2 said:
I never take neurodiversity into consideration when I detect behaviour or something strange or different in a co-worker, and I personally believe that neurodiverse people are identified mainly by their limitations and not by their strengths.
Interviewee number 9 has a very similar vision to that of interviewee number 2, being especially critical of neurodiversity in the workplace, stating that,
The workplace should be a place that focuses on the objectives of the company and not on people with limitations feeling comfortable showing their strengths. It seems like a waste of time for the company and for neurotypical employees. I think that if neurodiverse people have limitations, they must resolve them before starting to work, regardless of whether they have more or fewer strengths than other people.
The response from interview number 9 also fits with the latest data from research conducted at the University of Connecticut that puts unemployment for neurodiverse people at 30–40%, with a large number of employees from the department of human resources management openly acknowledging that they would never hire someone if they detected that this person has some type of neurodiversity due to the large number of limitations they believe they have compared to their strengths (The Guardian, 2023).

THEME: NEGATIVE CHARACTERISTICS AND LIMITATIONS
	Categories or themes 
	Sub-theme

	Negative characteristics and limitations
	· A small number of neurodiverse people who can multiply skills
· Background of disability
· Belonging to a minority
· Cold people and unempathetic
· Frustrated and poor communication
· Unpleasant dealings




· What do you think about multiplying skills in the workplace with a neurodiverse workforce? What advantages or special abilities do you think neurodiverse people have to improve the workplace?

With these two questions asked to the interviewees, we wanted to know their opinion about the multiple skills that people with neurodiversity have and that could be used to increase the productivity of companies.
The interviewees were also asked to try to remember, during past experiences in their workplace, any situation that could be helping to increase the productivity of the company in which they work, thanks to the skill of a person with some type of neurodiversity.
 Most of the responses obtained have shown a genuine attempt to want to remember and say positive things about neurodiverse people who could multiply their skills in the workplace, but the interviewees  have the topic of neurodiversity very stigmatized, having stigmatized thoughts due to the lack of correct information on the topic making them focus on things that caused them limitations or negative things that were negatively influencing their workplace, without even being able to give an objective explanation of the reason why on many occasions they gave such a negative response about some attitudes of neurodiverse people or even why in some answers people gave their opinion being very negative about neurodiversity, thinking in some cases that neurodiversity is only a disability that will only slow down the work in companies that want to hire neurodiverse people.
For example, interviewee number 1 said,
I think there is a very small number of neurodiverse people who can multiply skills in the workplace thanks to their neurodiversity, because as far as I know, neurodiversity has a background of disability, therefore I think they are going to contribute more negatively  than positively to the company, causing the work of departments where teamwork is important, it is going to be negatively affected by the incorporation of neurodiverse people.
On the contrary, interviewee number 3 said,
I believe that by belonging to a minority, they will be more proactive when it comes to working and obtaining good results for the company where they work, because in many cases they will have the desire to demonstrate their worth to the world and to the people. They will surely be open to working harder than the rest to improve the results obtained in the company. I also think and have read on some occasions that, for example, people with autism are much more intelligent than the rest of the people when doing mathematical calculations or in the logical part. I also think that people with ADHD in jobs such as hospitality can be of great help to the business by not being able to be quiet, especially in very dynamic work environments where a lot of energy is needed from the workers. I think they could help a lot.

· Are you aware of any prejudices about neurodiversity that can negatively affect inclusion in the workplace?

Different answers were obtained based on this question. Although each interviewee had a different way of seeing the prejudices that can negatively affect the inclusion of neurodiversity in the workplace, the answers of half of the interviewed were similar to each other. The other half of the interviewees, who did have a different opinion about the prejudices of neurodiversity at work, also had similar answers, with a similar way of seeing how the prejudices affect.
 
Interviewee number 5 said,
I think that prejudices can negatively affect the inclusion of neurodiversity, because many times there are prejudices that have nothing to do with the reality, such as assuming that some types of neurodiversity cause the person to be more intelligent than the average of the population and there is also an opinion of these neurodiverse people as cold and unempathetic, causing the competitiveness of those who are not neurodiverse, because they may be envious, and the neurotypical people would end up frustrated and with poor communication and the neurodivergents would have to put at the same time on a neurotypical level to be able to understand each other, because their brains and the way they interact are very different, making conversations between neurodiverse people and people who are not neurodiverse very difficult.
Interviewee number 6 also said something similar to interviewee number 5, referring to the same types of prejudices about neurodiverse people, saying,
I think that the majority of employees of a company think that neurodiverse people are people who are strange and different, that although they are very talented in a particular area, such as mathematical calculation, they really are people with whom it is difficult to have a friendly relationship because the majority do not have empathy and it is difficult for them to put themselves in the shoes of others, and this can have a very negative impact in the workplace where teamwork and collaboration are essential, as is understanding between colleagues, in order to achieve business objectives easily and being as productive as possible.
Interviewee number 7 also gave a similar opinion regarding prejudices that can negatively affect the inclusion of neurodiversity in the workplace. Interviewee number 7 said the following:
I think it is important that companies increasingly take into account inclusion programs on neurodiversity or any type of minority group that needs to be visible, to make possible for the rest of the people, accept them as they are, but unfortunately I think they are still having a preconceived idea about neurodiversity and about people who belong to this type of minority because the social media and movies usually always give the same examples or talk in the same way about people who are neurodiverse, making them look like strange people or with problems and limitations in being able to adapt to the environment, causing many people, instead of being genuinely interested in the topic of neurodiversity and looking for correct or more accurate information about it, they only stay with what the social media is telling them without knowing if that is real or not, so I believe that this lack of information can really affect work environments, including also the management part, which is the one that should be more concerned about the integration of neurodiversity.
 
On the contrary, interviewee number 8 said,
I do not believe that the employees of a company that takes into consideration the inclusion of neurodiversity are going to be influenced by the prejudices of neurodiversity. I believe that the employees of companies that are committed to the inclusion of any minority group need to have a minimum of respect and empathy with minority groups in the workplace, and these people working in these companies taking care of minority groups like neurodiversity would look for a way to obtain adequate information in case they need to search for information about neurodiversity to know exactly what it is about and not have unpleasant dealings with neurodiverse people. Especially because companies that have inclusion strategies for neurodiversity or any other minority group usually hire people who are tolerant, open-minded, and respectful with everyone regardless of the differences they have.
Something that has been noticed in the participants during the interviews is that although the first questions were to find out if the participants really knew what neurodiversity is and the majority of them did not have a clear and correct idea of what  neurodiversity is and how people who have some type of neurodivegency are characterized, in this question that has to do with the prejudices that people have about neurodiverse people, here it has been possible to verify that many of the participants have a fairly clear idea of the prejudices that they have about neurodiverse people, clearly saying the same prejudice that some other participant had also mentioned previously, showing that for some reason many of them have the same erroneous and unfounded idea of what a neurodiverse person is.







THE FOURTH THEME IS: INTEGRATION OF DIFFICULTIES
	Categories or themes 
	Sub-theme

	Integration of limitations and their strengths
	· There is very little information
· Correct information
· Strange and the different attitudes
· Help the integration of neurodiverse
· Open your mind and do not discriminate against people
· Respect each other regardless of their differences







· How do you think companies can help with the integration of neurodiversity?

The interviewees were asked what possible integration measures they believe could help companies integrate neurodiversity; the majority of those interviewed were quite negative about whether companies could attempt to successfully integrate strategies for neurodiversity. The participants could have thought of things that could help the integration of neurodiverse people in the companies where they worked, but on the contrary, when they gave an idea about what the company could do to help their integration, always after saying something, they added a negative comment, thinking that it will be difficult for companies to achieve the integration of neurodiversity in the workplace because it will be difficult for neurodiverse people to adapt well. Also, the rest of the colleagues who are not neuroidverse will find it difficult to work with people different from them with attitudes different from those of the majority of employees.
 
Interview number 1 said,
I think that nowadays people are very busy in their jobs and they are not going to have time to pay attention to the integration of neurodiverse people, especially because there is very little information about it, and even for companies, it is going to be complicated. I do not know what strategies could be useful for companies to integrate neurodiversity in the workplace.
 
In a similar opinion related to the information, interviewee number 3 said,
I believe that companies should take a strategy to raise awareness about neurodiversity with correct information so that it is not a topic that is strange and the different attitudes that neurodiverse people may have can be clearly identified and help their integration, but the truth is that I believe that companies will not have enough time to offer their non-neurodiverse workers adequate information about neurodiversity to ensure that the rest of the employees can have a more integrative vision of neurodiversity in the workplace.
 
Interview number 9
I think that the strategy that a company that wants to help the integration of neurodiverse people should be to hire employees who have an open mind and do not discriminate against people for being different, to achieve a diverse and inclusive work environment, even so, I believe that the integration of neurodiversity is going to be really difficult to achieve 100% because it is difficult for companies today to integrate people who belong to minorities, such as people from different cultures, religions, sexualities, all of these being minorities mentioned right now people who have the same brain functionality, I think it will be much more complicated to achieve an integration of people whose brain works differently than that of the majority of workers because even if we try to understand their way of acting and doing things, It will be necessarya lot of empathy and an open mind to be able to accept this type of difference in a workplace, where people do not have time to think about the colleague next to them, already having too much work without having time for anything.
Interview number 10,
Hire people from different backgrounds, ethnicities, and religions to create a work environment where everyone has to respect each other regardless of their differences. Creating this work environment will ensure that employees respect everyone, including neurodiverse people.
Most of the participants did have a good intention when thinking about what strategies companies can implement in the workplace to help neurodiversity, but workers in the companies of today are in environments where there are many things to do and have little hope that it will be possible to change the current dynamics of many of the companies in which they work and  do not have enough time for the integration of minority groups, especially if their strengths can be covered with other neurotypical people, even they may not have the same potential, still the companies are not going to waste time and effort with integration strategies that the company in which they are going to work has to implement for a better reception of the neurodiversity in the workplace by their colleagues.

· Discussion

The results of this research show that there is still a lot of ignorance about neurodiverse people without accurate and updated information about what neurodiversity is. The findings in this research find that there is a controversy between what the participants in the interviews think about neurodiversity or the experiences they had in the workplace with neurodiverse people and the latest studies on neurodiversity, where a more positive side is shown and inclusive about the advantages that neurodiverse people have for companies and how beneficial incorporating someone neurodiverse can be for the workplace.
Even so, people who are not neurodiverse continue to get carried away by prejudices or the lack of updated information, thinking that neurodiverse people only or mainly have limitations or negative things that will negatively affect their environment and especially the workplace. It is important to highlight that many of the participants during the interviews mentioned the same types of prejudices that they thought the population may have about neurodiverse people, showing that in some way they have created an image about neurodiversity that does not fit with people who are neurodiverse, nor with what the latest studies on neurodiversity currently show. There are a multitude of studies where it has been possible to verify the multitude of benefits that neurodiverse people can provide, contrary to what many neurotypical people continue to think about neurodiversity.
The findings emphasize the importance of giving visibility to neurodiverse people, so that companies and workplaces where it is necessary to have creative employees who think in a different way to obtain results different from those obtained so far, are able to incorporate in their companies workers with some type of neurodiversity, with the help of integration and inclusivity, because they are useful strategies, to give  all employees the opportunity to understand neurodiversity in the appropriate way, without getting carried away by the prejudices and erroneous thoughts that they may have about this group, due to the lack of information that was available years ago, because most of the studies that highlight the benefits and advantages of neurodiverse people in the workplace have been recently published.
In this research, it can also be verified after having conducted the interviews that all the participants, when they need to talk about neurodiversity, are thinking about the same types of neurodivergences, as is the case with autistic people or people with ADHD. The participants always mention these two types of neurodiversity, but no one mentions giftedness as a type of neurodiversity. Raising the question of whether it is possible that they do not even know that giftedness belongs to the group of neurodiversities. Because the vast majority of participants had a very particular way of seeing neurodiversity, thinking that it is something that is only a disadvantage and that it will create limitations in the people who are neurodiverse, without even considering that people who are considered the most intelligent in the world with IQs above the average of the population also belong to this same group of neurodiversity, where they only see limitations and negative things that will affect the workplace of the company that has hired them.
The findings reveal a great lack of understanding of neurodiversity, making it very difficult for companies that want to incorporate neurodiverse people into their jobs to easily obtain the collaboration of neurotypical employees, requiring training programmes so that neurotypical workers can understand neurodiversity in the appropriate way and help the integration of this minority, and the companies can benefit from the multitude of benefits that people with some type of neurodiversity can bring to the workplace.
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Based on the responses of the participants in this research during the interviews, there is still a need to improve the inclusivity of neurodiverse people in the workplace and improve the information about what neurodiversity is and what it means to be neurodiverse.
This research has focused on the impact of neurodiversity in the workplace, focusing only on three types of neurodiversity, which are autism, giftedness, and ADHD. This research had the purpose of research, what is the advantage of being able to take into consideration the special skills of neurodiverse employees in the companies where they work, what is the organizational impact of having a work environment that takes into consideration the neurodiversities of its employees, what are the possible difficulties that neurodiverse employees may face and what strategies can companies adopt to garantee a work environment with a focus on the inclusivity of neurodiversity, in order to see what challenges the neurodiverse people will have  in the workplace, but also what benefits they can offer to companies so that they can benefit from this neurodiverse workforce and how companies can help with their integration.
To prepare this dissertation, several interviews have been carried out with different adults who have worked in companies that hire people with some type of neurodiversity and who have had experiences in the workplace with neurodiverse people. After analysing each response of the participants in the interviews, where different themes were considered, the first theme was identification of neurodiversity in the workplace (lack of awareness of what neurodiversity means in the workplace). The fear of saying something that was not correct was an important factor that influenced the responses of the participants.
Very few participants were able to give an accurate answer, and they could only give it because they knew someone close to them who was neurodiverse, but not because they had knowledge about the topic in general, making their vision of neurodiversity biassed and influenced by the type of neurodiversity they know about a particular individual, but this does not represent reality in its entirety.
The second theme is workplace behaviours. It was discovered that all participants in the interviews took into consideration, in order to identify neurodiverse people in the workplace, negative characteristics of neurodiversity and its limitations, but never positive things or strengths of their personal talents for their neurodiversity. According to Courchesne et al. (2020), recent research has shown that in the case of people with autism, not only do they have many intact skills that they can use in the same way as neurotypical people, but they also have specific and useful abilities for specific jobs that they use better than neurotypical people. But this has never been taken into account by the participants, many of whom had no idea about it.
The third theme is integration of difficulties. The majority of participants had a negative response to the possibility that neurodiverse people have the ability to multiply skills for the workplace and to the difficulties they have noticed in neurodiverse people. The participants have expressed their opinion on the difficulties that they have believed they identified in their workplaces among neurodiverse people, showing that they were really letting themselves be carried away by prejudices and a lack of knowledge about neurodiversity, making it clear that they need awareness training about neurodiversity.
Although it is true that, for example, people with autism have trouble reading the body language of others, often making them seem unfriendly or doing things out of place, it is difficult for them to have social interactions with colleagues, and even if they want to make friends in the workplace, they may have difficulties making friends to be able to proceed appropriately in this social area (CIPD, 2018b).
There are also many other studies that talk about the strengths of different types of neurodiversity, such as the case of autism, because some of the special abilities that people with autism may have more developed compared to the average of the population are: creativity and innovation, pattern recognition, greater memory, concentration on specific interests, attention to detail, organisation, honesty, a high sense of justice, and dedication (Cope and Remington, 2022). But unfortunately, many neurotypical people in companies do not take this into account when it comes to valuing the skills of neurodiverse people.
The fourth theme is the last, and it is the integration of limitations and their strengths. With the possibility of implementing strategies to promote the integration of neurodiversity in the workplace, the participants were negative about the success of companies in trying to implement these strategies because they thought that strategies to help the inclusion of neurodiversity were not going to give good results and that companies were not going to achieve the benefits that this could give to workplaces.
Participants were not aware that nowadays people want to work for companies with inclusive labour practices where they feel respected; these types of practices can increase business performance by providing greater access to the best talent (Austin and Pisano, 2017). By creating an inclusive culture for all employees, it is possible to make the company more attractive to new talents, taking into account all professional profiles regardless of their race, gender, religion, sexuality, disability, or neurodiversity.
Finally, the responses from the interviews carried out in this research show that neurodiversity is still not well integrated in the workplace, with a majority of responses indicating that the participants in this research, even having worked with neurodiverse people in their workplaces, still do not know how to properly recognise what neurodiversity is or what the strengths or limitations of these people really are. This highlights the need for organisations to take part in the impulse that is necessary to give to minority groups, such as neurodiversity, by helping them provide their employees with awareness training about neurodiversity or by giving them different ways to report any type of discrimination they may be experiencing in the workplace from their colleagues. Currently, different studies have shown many benefits that neurodiverse people can bring to the workplace if they are allowed to be themselves and show their abilities and strengths without being judged negatively for the limitations they may present.
Companies that implement strategies for the integration of neurodiversity will not only benefit from the advantages that a neurodiverse workforce can offer; they will also achieve an inclusive workplace for everyone, including people who belong to other minority groups that are not able to show all their talents because they do not feel completely comfortable or well integrated in the companies where they work.
It can be corroborated that the hypothesis made at the beginning of this research has coincided with the results of the research, there being a difference between what the literature shows about the advantages of neurodiversity in the workplace and the way in which the employees of the companies see neurodiversity, focusing mostly on limitations.
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The main limitations that can be found during this evaluation are in the type of qualitative methodology that will be used, because interviews will be carried out with neurotypical employees who do not have any type of neurodiversity and have been working in some companies that hire people with some type of neurodiversity; therefore, all the answers obtained have been from the point of view of neurotypical people. At no time have neurodiverse employees been directly asked about their vision of neurodiversity in the workplace and, according to their point of view, what are the best strategies that companies can integrate to help them feel more integrated.
Time has also been another limitation, because there has been a limited amount of time to carry out each interview without, on many occasions, having enough time to go deeper into the answers that the participants were giving or to obtain detailed answers to some questions.
During the execution of this evaluation, no more than 10 interviews will be conducted. 10 interviews are too few if the aim is to get a large evaluation, where
the opinion of the employees of a company should be taken into account to know in a more concise and exact way how they are living the experience of working in a workplace with employees who are neurodiverse and who have different brain functionality than other employees.
The more opinions that are taken into consideration during the interviews, the easier it will be to know exactly what changes need to be introduced and where their strengths or weaknesses are as neurodiverse workers.
Another possible limitation that can be found in this evaluation is that when formulating the questions that will be used in the interviews, it is important to get questions that are not under the influence of any bias that could cause the results to be misinterpreted and without objectivity.


[bookmark: _Toc158686028]8.2 Recommendations for future research

Although in this research it has been possible to answer the questions that were intended from the beginning, it is possible that for some parts of the research, like during the interviews, it would have been more helpful to have the opinion of neurodiverse people, because only with the opinions and experiences lived from the neurotypical point of view is it possible to have a completely accurate vision of how neurodiversity impacts the workplace.
To know this information, it would have been helpful to have the opinion of neurodiverse people in collaboration with neurotypical people when conducting the interviews and knowing their answers to different questions. Being able to know exactly what they need to be able to integrate easily and be able to show all their strengths being visible and understood by people who are neurotypical and who do not know how to behave when they have a partner who is neurodiverse and asking them directly is a practical and effective way to find out.
Knowing this information directly from neurodiverse people can be of great help for company recruiting departments and knowing how they can approach neurodiverse people in an inclusive and accurate way, knowing exactly what they need, to be comfortable during the interviews without their neurodiverse condition conditioning them by having to demonstrate their worth and talents, making them feel enough confident to be themselves in a work environment where their differences are understood and they are allowed to expand their talents and be accepted by the company where they are going to work.
Inclusion programmes can also be of vital importance, as can awareness training on neurodiversity in the workplace to raise awareness among employees so that they can understand neurodiversity in the correct way. That is not only beneficial to the workplace; it is also beneficial to the academic field, where it is necessary to continue researching in depth about neurodiversity, and it is important that the author or authors of the studies have a correct vision of neurodiversity without stigmas.
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[bookmark: _Toc158686031]10.2 Interview schedule

Greetings, Participant
 Isabel Gallardo is my name, and I attend Trinity Saint David University of Wales. I would highly value your input as I am conducting research on the effects of neurodiversity in the workplace. You must meet the following requirements in order to take part in this study: 1) be 18 years of age or older; 2) work for an organization that hires people with neurodiverse backgrounds. To obtain the informed consent form, please send me an email at 1915303@student.uwtsd.ac.uk if you are interested in taking part in this study. Before signing the informed consent form, please carefully read it over. Kindly send the signed document back to me at 1915303@student.uwtsd.ac.uk after you have signed it. When I have the signed informed consent form, I will get in touch with you to arrange a time for the interview.
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[bookmark: _Toc158686032]10.3 Informed Consent Form to Take Part in the Research

All interviews lasted 30 minutes with each person interviewed, giving them enough time to answer each question with enough time to reflect and say what they thought before giving a hasty opinion.
The interviews were carried out online or in person, in a quiet place where there were no interruptions from third parties or noises that could distract the interviewee, allowing them to concentrate better on their memories because they had to remember scenarios where they had been working with neurodiverse people and be able to give their opinion without interruptions.
The questions that were used during the interviews helped to understand the opinions and experiences that people without neurodiversity have had with neurodiverse people in the workplace and their most personal opinion on this topic.
All interviews began in the same way, with initial introductions and the explanation of basic interview guidelines, such as the duration or the fact that the interview could be stopped any time the interviewee felt uncomfortable with a question or did not want to answer it.
The interviewer remained silent right after asking the question to the interviewee, to not interrupt the interviewees at any time, to listen exclusively to their opinions and experiences without the personal opinion of the interviewer, and to not feel judged at any time about whether what they were thinking or saying about neurodiversity was right or wrong.
During the interviews, the interviewees had the opportunity to ask for a question to be clarified in more detail. Also, the interviewer, on some occasions, could ask the interviewees for more details in their answers or more clarifications in order to obtain precise information.
 
Signing and Receipt 
By checking the box below, you attest that you have read the information above, that you are aware of the advantages and possible risks of this research, and that you have indicated the following three things.

· I have read this material and comprehend it. 
· I am at least eighteen years old
· I freely consent to participate in this research
· I have experience working for companies that hire neurodiverse people
· I understand that I may end the interview at any time by leaving the session

    ☐  I accept this consent form and consent to take part in the study. A copy of this consent form has been sent to me for my records.



 Participant’s Name Signature            Signature                                             Date



Researcher’s Name                                             Signature                                                   Date
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I sincerely appreciate your participation in this research about the impact of neurodiversity in the workplace. You have been one of those selected to meet with me today and conduct the interview because you have previously worked in companies that hire neurodiverse people.
The interviewer intended to obtain the most relevant information from all the interviews, getting the interviewees to explain their answers in detail and with the maximum possible information.
The questions that were used during the interviews helped to understand the opinions and experiences that people without neurodiversity have had with neurodiverse people in the workplace and their most personal opinion on this topic.
The interviewer remained silent right after asking the question to the interviewee, to not interrupt the interviewees at any time, to listen exclusively to their opinions and experiences without the personal opinion of the interviewer, and to not feel judged at any time about whether what they were thinking or saying about neurodiversity was right or wrong.
During the interviews, the interviewees had the opportunity to ask for a question to be clarified in more detail. Also, the interviewer, on some occasions, could ask the interviewees for more details in their answers or more clarifications in order to obtain precise information.
The interview could be stopped any time the interviewee feels uncomfortable with a question or does not want to answer it.
Your privacy and confidentiality are important, and I will ensure confidentiality.
In order to record everything you say during the interview, I must videotape it.
I may have been taking notes during the interview, too. Throughout the research process, a transcription of your interview file will also be made.
It is necessary for participants to read and sign the informed consent form that they were given.
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	1. Do you know what neurodiversity is? 

	

	2. Have you ever worked with someone who is neurodiverse?

		YES                   ☐
	NO              ☐





	3. Do you think you could identify someone with some type of neurodiversity?

		YES             ☐
	NO             ☐




	4. What difficulties have you noticed in neurodiverse people or what difficulties do you think they might have in the workplace?

	

	5. What do you think about multiplying skills in the workplace with a neurodiverse workforce?

	

	6. What advantages or special abilities do you think neurodiverse people have to improve the workplace?

	

	7. Are you aware of any prejudices about neurodiversity that can negatively affect inclusion in the workplace?

		YES            ☐
	NO            ☐




	8. How do you think companies can help with the integration of neurodiversity?
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[bookmark: _Toc158686035]10.6 Interview Transcripts

· Do you know what neurodiversity is?


What is people's knowledge about neurodiversity? was explored with qualitative interviews, where a series of interviews were carried out and different responses were obtained from the interviewees. When asked what they understood by neurodiversity, it was observed that the majority of those interviewed knew almost nothing about the term or had many doubts and insecurity when talking about it. Only a small number of people really knew what neurodiversity is and could explain it broadly because they had family members with some type of neurodiversity.
 

Interview number 1 indicates that
I do not know what neurodiversity really is, and I prefer to search online to find out what it is so I can continue doing the interview.
Interview number 2 indicates that
Neurodiversity is the concept used when trying to offer integration to people with cognitive limitations.
Interview number 4 indicates that,
I do not really know what neurodiversity is, but I think it refers to people with autism.
 
Interview number 5 indicates that
It is a concept that refers to people with intellectual disabilities.
 
Interview number 8
Neurodiversity is all those people whose brains work differently.
 
Interview number 9
I do not know exactly what it is, so I am going to give my opinion, not really knowing about the subject. I think they are people with different behaviours than normal people, but I do not know exactly what neurodiversity is.
 
interview number 10,
It is the integration of people with a different brain function compared to the brain functionality of ordinary people.
 
Some parts of interview number 6 indicate that:
In my opinion, neurodiversity means integrating people with different behaviours.
Another of those interviewed, number 7, added that,
Neurodiversity refers to the different behaviours that have to do with the functioning of the brain.
According to interviewee number 7, interviewee number 3 also gave a similar definition of neurodiversity, referring to people with different behaviours than most people, but neither interviewee number 7 nor number 3 made reference to the different brain functionality. In general, the majority of those interviewed related neurodiversity to negative traits that make people unable to have a normal life like other people.
This is a different way of looking at neurodiversity than what Stenning et al. (2020) say about neurodiversity, where emphasis is placed on the different functionality of the brain without there being a right or wrong way for the brain to function.
The rest of those interviewed directly said that they did not know exactly what the term neurodiversity referred to and, not wanting to give a clear answer, wanted to find out first about exactly what the term neurodiversity refers to and had genuine curiosity about its meaning.

· Have you ever worked with someone who is neurodiverse? Do you think you could identify someone with some type of neurodiversity?

The interviewees were aware that once they knew what neurodiversity was, they had statistically had to work at some point in their lives, coinciding with someone neurodiverse at work. During the interviews, it was discovered that all the interviewees emphasised the negative characteristics in order to identify neurodiverse people. They looked at the limitations that neurodiverse people have or that they think they have in order to identify them.
 
Interview number 2 said,
I do not know if I have worked with someone neurodiverse before, because the truth is that I do not know how to identify them.
 
Interview number 4 said,
Yes, I have worked with neurodiverse people before, but I have known about it because a colleague has told me directly; otherwise, I would not know about it.
 
Interview number 5 said,
Yes, I have worked with neurodiverse people before, and I knew this because they had difficulties with basic things every day.
 
Some parts of interview number 6 indicate that the interviewee said,
A few years ago, when I worked in a restaurant, I had a colleague who seemed to me to have autism because he had very strange behaviours; he locked himself in the bathroom for a long time or had very rude behaviour with the rest of the colleagues, giving unkind answers and being too direct.
In comparison, interviewee number 3 has had a similar experience, saying,
When I worked in customer service, I had a colleague who had some out-of-place answers with clients, had inappropriate behaviour to be able to be in a customer service position, described his behaviour as impulsive and without thinking before acting when having to give a response to a client, and thought that these types of attitudes that are inconsistent and inefficient for the workplace may have something to do with neurodiversity.
Interviewee number 1 said that,
He had never realised the neurodiversity of any co-worker until a colleague with knowledge of psychology told him that one of his co-workers had autism, and from then on he began to see suspicious behaviours as responses that were too unempathetic, as well as his socialisation difficulties, but instead this interviewee related autism to having an IQ above normal, attributing to his partner with autism a superior intelligence due to the large number of topics that exist in movies about someone who is autistic and extremely intelligent, but this interviewee also realised that his reasoning in this regard really had no basis.
The rest of the interviewees acknowledged that they have no idea how to identify neurodiversity and that if they have worked at some point alongside someone with neurodiversity, they have never realised it.
 
Interview number 7 said that,
Yes, I have worked with neurodiverse people, and I normally look to see if they have behaviours similar to those of someone with autism, but if they have another type of neurodiversity, I would not know how to identify it unless it is a very obvious case of hyperactivity, for example.
 
Interview number 8 said that,
Yes, I have worked before with a neurodiverse colleague, and I have been able to identify him as neurodiverse due to small details that made him do some things in a strange way, but it was nothing very obvious, and I could not have 100% assured it either.
 
Interview number 9 said that,
I do not know if I have worked with neurodiverse people before, because I do not really know what neurodiversity is.
 
Interview number 10 said that,
Yes, I have worked with neurodiverse people before. I knew this because they did not know how to behave according to what was expected in the workplace, doing things out of place or strange, regardless of whether or not they did their job correctly.

· What difficulties have you noticed in neurodiverse people or what difficulties do you think they might have in the workplace? What do you think about multiplying skills in the workplace with neurodiverse workforce?


The interviews carried out also had the objective of being able to identify if people could identify what limitations neurodiverse people have in the workplace. There are some situations where an employee presents difficulties with things that the rest of the workers can solve without difficulty. It is important to show empathy with some colleagues to avoid confrontational work situations and to be able to handle situations with someone who is neurodiverse with difficulties in a flexible way compared to a neurotypical person. We also wanted to know the opinion of the interviewees about what they think of the multiplication of skills thanks to the neurodiverse workforce and whether this is possible or not according to their point of view.
 
Interview number 1 said,
I think they might have integration difficulties; I am not sure it is possible to multiply skills in the workplace thanks to the neurodiverse workforce. To be honest, I do not think so.
 
Interview number 2 said:
I never take neurodiversity into consideration when I detect behaviour or something strange or different in a partner, reacting the same in all situations regardless of the partner, and I personally believe that neurodiverse people are identified mainly by their limitations and not by their strengths.
 
Interview number 3 said,
The only neurodiversity that I could identify is autism, and I think they have a long memory that remembers very specific data, and that could help companies a lot.
Interview number 4 said,
The truth is that I have no idea what particular difficulties neurodiverse people may have, nor do I know what abilities neurodiverse people may have to be able to help the company where they work.
Interview number 5 said,
My neurodiverse colleagues had difficulty with basic things like maintaining a fluid conversation, but I am sure they can be an important force for the company.
Interview number 6 said,
I have noticed strange things in some colleagues who I think were neurodiverse—well, not strange but different and unusual—and I am sure they have many skills that would multiply the skills of the workforce in the companies because their brains work differently.
Interview number 7
 
The truth is that I do not know much about the different types of neurodiversity because I cannot differentiate them, but I think that people with different functionings of the brain will have much more creativity and new ideas than people who are not neurodiverse.
 
Interview number 8 said,
I think they can lead a normal life with only a few limitations; they may not have any problems if the company has neurodiversity integration plans. I do not know if they can multiply skills, but they will be able to give their best like the rest of the employees, and they may even do the work better by feeling different and wanting to fit in to be recognised and valued.
 
Interviewee number 9 has a very similar vision to that of interviewee number 2, being especially critical of neurodiversity in the workplace, stating that,
The workplace should be a place that focuses on the company's objectives and not on people with limitations feeling comfortable showing their strengths. It seems like a waste of time for the company and for neurotypical workers, I think. If neurodiverse people have limitations, they must resolve them before starting to work, regardless of whether they have more or fewer strengths than other people.
The response from interview number 9 also fits with the latest data from research conducted at the University of Connecticut that puts unemployment for neurodiverse people at 30–40%, with a large number of human resources personnel openly acknowledging that they have never They would hire a person if they detected that they had some type of neurodiversity due to the large number of limitations they believed they had with respect to their strengths (The Guardian, 2023).

· What do you think about multiplying skills in the workplace with a neurodiverse workforce? What advantages or special abilities do you think neurodiverse people have to improve the workplace?

   With these two questions asked to the interviewees, we wanted to know their opinion about the multiple skills that people with neurodiversity have and that could be used to increase the productivity of companies. The interviewees were also asked to try to remember if during past experiences in their workplace any situation that could be helping to increase the productivity of the company in which they work thanks to the help of some skill of a person with some type of neurodiversity. Most of the responses obtained have shown a genuine attempt to want to remember and say positive things about neurodiverse people who could multiply their skills in the workplace, but the interviewees  have the topic of neurodiversity very stigmatized, having stigmatized thoughts due to the lack of correct information on the topic
For example, interviewee number 1 said,
I think there is a very small number of neurodiverse people who can multiply skills in the workplace thanks to their neurodiversity, because as far as I know, neurodiversity has a background of disability, therefore I think they are going to contribute more negative thing than positive in a company.
 
On the contrary, interviewee number 3 said,
I believe that by belonging to a minority, they will be more proactive when it comes to working and obtaining good results for the company, because in many cases they will have the desire to demonstrate their worth to the world. They will surely be open to working harder than the rest to improve the results obtained in the company. I also think I have read on some occasion that, for example, people with autism are much more intelligent than the rest when doing mathematical calculations or in the logical part. I also think that people with ADHD in jobs such as hospitality can be of great help to the business by not being able to be quiet, especially in very dynamic work environments where a lot of energy is needed from the workers. I think they could help a lot.



· Are you aware of any prejudices about neurodiversity that can negatively affect inclusion in the workplace?

Different answers were obtained based on this question; similar answers were obtained. Although each interviewee had a different way of seeing the prejudices that can negatively affect the inclusion of neurodiversity in the workplace, the answers of half of the interviewees were similar to each other.
For example, interviewee number 5 said,
I think that prejudices can negatively affect the inclusion of neurodiversity because many times there are prejudices that have nothing to do with reality, such as assuming that some types of neurodiversity cause the person to be much more intelligent than the average of the population, and there is also an opinion of these people as cold and unempathetic, causing the competitiveness of those who are not neurodiverse because they may be envious, and the neurotypical people would end up frustrated and with poor communication, and the neurodivergents would have to put at the same time on a neurotypical level to be able to understand each other.
 
On the contrary, interviewee number 8 said,
I do not believe that the employees of a company that takes into consideration the inclusion of neurodiversity are going to be influenced by the prejudices of neurodiversity. I believe that the employees of companies that are committed to the inclusion of any group have a minimum of respect and empathy with minority groups and would look for a way to obtain adequate information in case they needed to search for information about neurodiversity to know exactly what it is about and not have unpleasant dealings with neurodiverse people.

· How do you think companies can help with the integration of neurodiversity?

Interviewees were asked what possible integration measures they believe could help companies integrate neurodiversity. The majority of interviewees were quite negative about whether companies could attempt to successfully integrate strategies for neurodiversity.
Interview number 1 said,
I think that nowadays people are very busy in their jobs, and they are not going to have time to pay attention to the integration of neurodiverse people, especially because there is very little information about it, and even for companies, it is going to be complicated, and I do not know what strategies could be useful for companies.
Interview number 2 said,
maybe some seminars for the employees of the company to try to raise awareness among employees about neurodiversity.
Interview number 3 said,
I believe that companies should take a strategy to raise awareness about neurodiversity with the correct information so that it is not a topic that is strange and the different attitudes that neurodiverse people may have can be clearly identified and help their integration.
 
Interview number 4 said,
 
I think it is difficult for companies in the short term to achieve full integration of neurodiverse people, but I think that carrying out activities outside the workplace with all workers, including neurodiverse ones, could help them get to know each other better on a more personal level and understand better the attitudes that each employee has in the workplace.
 
Interview number 5 said,
I think that promoting teamwork must be essential to not only integrating neurodiversity, because any type of minority group could benefit in the workplace of a company.
 
Interview number 6 said,
In my opinion, I think that currently the integration of neurodiversity will be easy because companies are very aware of making sure that each worker feels comfortable in the company, especially following group coaching strategies to know the opinions and ways of thinking of all colleagues.
 
Interviewee number 7 said,
I think it will be difficult for companies to identify when someone is neurodiverse because how will companies know if they cannot ask directly to them?
 
Interview number 8
I think that companies could hold seminars or give online training to workers to help raise awareness and provide information on how to act and what exactly neurodiversity consists of, because I think that currently there are still too many people who do not know about people with some type of neurodivergence.
 
Interview number 9
I think that the strategy that a company that wants to help the integration of neurodiverse people should use is to hire employees who have an open mind and do not discriminate against people for being different from them, to achieve a diverse and inclusive work environment. Even so, I believe that the integration of neurodiversity is going to be really difficult to achieve 100% because it is difficult for companies today to integrate people who belong to minorities, such as people from different cultures, religions, sexualities, all of these being minorities mentioned right now people who have the same brain functionality, I think it will be much more complicated to achieve an integration of people whose brain works differently than that of the majority of workers because even if we try to understand their way of acting and doing things It will take too much empathy and an open mind to be able to accept this type of difference in a workplace where people do not have time to think about the colleague next to them, already having too much work without having time for anything, only to be focused on oneself and not on the rest of the colleagues.

Interview number 10,
Hire people from different backgrounds, ethnicities, and religions to create a work environment where everyone has to respect each other regardless of their differences. Creating this work environment will ensure that employees respect everyone, including neurodiverse people.
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