
BMIH6001 
Contemporary Themes in the Hotel and Hospitality Sector 
Assignment One 
Conference Research Paper 

SUPPORTING NEURODIVERSE EMPLOYEES: WORKPLACE INCLUSIVITY FOR STAFF WITH ADHD IN THE HOSPITALITY SECTOR

STUDENT NAME: FLOR YASMIN PEREZ PAULA
STUDENT ID: 2226712


Word count: 2,644
Submission date: 30th October 2025
Lecturer: Natalie Brailsford














Abstract

This paper explores how hospitality organisations can foster inclusivity for employees with Attention Deficit Hyperactivity Disorder (ADHD), recognising neurodiversity as a key dimension of sustainable human resource management. Drawing on recent academic and industry sources, it adopts a qualitative, exploratory, secondary research approach to evaluate the challenges and opportunities surrounding ADHD inclusion. A PEST analysis identifies political support for equality, economic pressures from labour shortages, social shifts toward acceptance, and technological innovations that enable accessible workplaces. The findings highlight that inclusive leadership, adaptive HR practices, and universal design technologies are critical for embedding neurodiversity within hospitality operations. Examples from Whitbread’s Everyone Belongs and Marriott’s Pathways to Opportunity demonstrate successful industry initiatives. The study concludes that supporting neurodiverse employees is both an ethical imperative and a strategic advantage, enhancing innovation, staff retention, and organisational resilience across the hospitality sector.












Introduction
Diversity, equity, and inclusion (DEI) have become vital to organisational sustainability and innovation within the hospitality sector (Cooper and Hall, 2019). While gender and cultural inclusion are increasingly prioritised, neurodiversity, particularly Attention Deficit Hyperactivity Disorder (ADHD), remains underexplored in both research and practice. Neurodiversity, a concept introduced by Singer (1999) and later expanded by Blume (1998), recognises natural variations in human cognition, including autism, ADHD, dyslexia, and dyspraxia (Vargas-Salas et al., 2025). These differences can enrich workplaces through diverse perspectives and problem-solving abilities.
Hospitality’s fast-paced, emotionally demanding environments pose both opportunities and challenges for neurodiverse staff (Wen et al., 2024). ADHD, affecting 4–7% of the global workforce, is one of the most common yet misunderstood conditions (Hotte-Meunier et al., 2024). Though often linked with impulsivity or inattention (Jolley, 2018), individuals with ADHD frequently demonstrate creativity, innovation, and adaptability (Rollnik-Sadowska and Grabińska, 2024; Houran, 2025).
Despite growing awareness, organisational understanding and practical inclusion remain limited, leading to stigma and inconsistent support (Černickaja and Sokolová, 2024). This paper examines how hospitality organisations can better support employees with ADHD through inclusive leadership, flexible workplace design, and sustainable human resource practices that promote both equity and performance (Rollnik-Sadowska and Grabińska, 2024).

Literature Review
Neurodiversity describes the natural range of neurological differences that shape how individuals think and interact. Introduced by Singer (1999) and popularised by Blume (1998), the concept reframes conditions such as autism spectrum disorder (ASD), attention-deficit/hyperactivity disorder (ADHD), dyslexia, and dyspraxia as normal human variations rather than medical deficits (American Psychiatric Association, 2013); Vargas-Salas et al., 2025). This challenges deficit-based models and encourages management practices that value creativity and adaptability (Rollnik-Sadowska and Grabińska, 2024).
ADHD, affecting around 4% of adults globally, is one of the most prevalent yet misunderstood neurodevelopmental conditions (Hotte-Meunier et al., 2024). Symptoms such as impulsivity and inattention vary by individual (Jolley, 2018), but research increasingly recognises that people with ADHD can demonstrate creativity, innovation, and resilience (Houran, 2025). When organisations channel these strengths effectively, they benefit from enhanced engagement and performance (Wen et al., 2024).
However, workplace inclusion for neurodiverse employees remains limited. Studies highlight persistent stigma, uneven organisational support, and limited managerial understanding (Černickaja and Sokolová, 2024; Vargas-Salas et al., 2025). Although many hospitality firms promote diversity broadly, few integrate neurodiversity into recruitment or staff development strategies, leaving ADHD employees underrepresented and undervalued (Wen et al., 2024).


The Business Case for Inclusion
Inclusion is now understood as both an ethical responsibility and a business opportunity. Organisations that embrace neurodiversity report higher innovation and performance levels (Rollnik-Sadowska and Grabińska, 2024). Hyland and Connolly (2018, cited in Rollnik-Sadowska and Grabińska, 2024) found that inclusive companies achieved 28% higher revenues than competitors. Houran (2025) similarly argues that leadership commitment to neurodiversity enhances creativity and psychological safety, which are key drivers of innovation and service quality.
For hospitality, which depends heavily on staff motivation and retention, inclusion supports long-term sustainability. Flexibility and empathetic management strengthen loyalty, reduce turnover, and improve brand reputation (Wen et al., 2024). Conversely, failing to accommodate neurodiverse needs exacerbates burnout and absenteeism, already critical issues in high-pressure hotel environments (Caterer.com, 2025a; Caterer.com, 2025b). Neurodiversity inclusion thus aligns with sustainable HRM, which emphasises long-term equity and employee well-being (Rollnik-Sadowska and Grabińska, 2024).

Barriers to Inclusion: Stigma, Awareness, and Structural Challenges
Despite clear benefits, barriers persist. Stigma and misunderstanding remain common, with managers often misinterpreting ADHD behaviours (such as forgetfulness or restlessness) as poor performance (Jolley, 2018). Černickaja and Sokolová (2024) found that HR specialists frequently rely on stereotypes, discouraging disclosure and creating unmet support needs (Vargas-Salas et al., 2025).
Another barrier is inadequate leadership training. Houran (2025) emphasises that inclusive management must be intentionally developed through emotional intelligence and servant leadership frameworks. Yet many hospitality organisations still rely on generic leadership models that overlook cognitive diversity (Hotte-Meunier et al., 2024). This leaves managers ill-equipped to interpret neurodiverse behaviour constructively or provide meaningful support.
The demanding operational structure of hospitality, including long hours, noise, and multitasking, also hinders inclusion. ADHD employees may struggle with high sensory input and unpredictability (Jolley, 2018). However, research shows that predictable scheduling, quiet areas, and role matching can enhance performance and retention (Wen et al., 2024). Smaller hotels, with fewer resources, often find such interventions difficult to implement (Vargas-Salas et al., 2025).
Finally, technology can both support and exclude. Assistive tools such as scheduling apps and AI-driven systems can help manage attention and organisation, yet poor accessibility or complex design may increase stress (Varriale et al., 2023). Organisations should apply universal design principles to ensure technology supports rather than alienates neurodiverse workers (Rollnik-Sadowska and Grabińska, 2024).


Leadership and Organisational Culture
Leadership plays a central role in establishing inclusive workplaces. Houran (2025) and Wen et al. (2024) demonstrate that servant and transformational leadership styles, which are focused on empathy, trust, and empowerment, create environments where neurodiverse employees thrive. Emotional intelligence helps leaders recognise differences as assets and foster psychological safety.
Hospitality leaders also shape culture by promoting open communication and flexibility, core values in service delivery (Caterer.com, 2025b). Embedding neurodiversity into corporate social responsibility (CSR) and sustainability policies enhances both ethical reputation and employee satisfaction (Rollnik-Sadowska and Grabińska, 2024). Effective initiatives include neurodiversity awareness training, mentoring schemes, and adjustments to sensory environments.
However, inclusion should extend beyond compliance. Hotte-Meunier et al. (2024) stress the importance of reframing ADHD traits as potential strengths when supported by autonomy and creativity. Managers must focus less on controlling behaviour and more on enabling performance. In fast-paced hotel settings, this requires targeted leadership training and supportive HR infrastructure.

Summary
The literature confirms that embracing ADHD inclusion is essential for sustainable and ethical hospitality management. Although awareness has grown, implementation remains inconsistent due to stigma, limited managerial capacity, and operational rigidity. Evidence consistently shows that inclusive leadership, adaptive HR policies, and well-designed workplaces enhance performance, innovation, and resilience. Recognising ADHD as part of human diversity allows hospitality organisations to leverage unique talents, improving both employee well-being and service excellence.


Theme Impact Analysis
Overview
Supporting neurodiverse employees with ADHD in the hospitality sector is increasingly recognised as both a strategic necessity and an ethical responsibility. Although awareness of neurodiversity has improved, its integration into hospitality management remains limited. The industry’s dynamic, guest-focused, and high-pressure nature presents both opportunities and challenges for inclusive practice (Caterer.com, 2025a). This section applies the PEST framework (Aguilar, 1967) to analyse external influences shaping ADHD inclusion and examines key organisational implications for leadership, human resources, and sustainability.

PEST Analysis of Neurodiversity in Hospitality
Political Factors
Governmental and institutional frameworks increasingly support inclusive employment. The Equality Act (Legislation.gov.uk, 2010) and the UN Convention on the Rights of Persons with Disabilities (United Nations, 2008) legally require reasonable workplace adjustments for individuals with neurological differences (Wen et al., 2024). Enforcement through bodies such as the Equality and Human Rights Commission (2025) encourages hospitality businesses to strengthen accessibility and fairness. However, compliance alone does not guarantee inclusion. The translation of policy into everyday practice relies on informed leadership, adequate funding, and awareness across management levels (Černickaja and Sokolová, 2024). National initiatives such as Hospitality Action (2025) and The Burnt Chef Project (2025) have begun to link mental health and neurodiversity within broader wellbeing strategies, creating a supportive policy climate for change.

Economic Factors
Hospitality remains labour-intensive, with ongoing labour shortages and high turnover, issues worsened post-pandemic (Caterer.com, 2025a). Recruiting and retaining neurodiverse staff can help close these gaps while enhancing innovation and brand image. Inclusive employers achieve better retention and productivity (Rollnik-Sadowska and Grabińska, 2024). Nevertheless, smaller businesses often cite financial limitations when implementing adaptations or training (Caterer.com, 2025b). While low-cost measures such as flexible scheduling or clear communication are feasible, sensory modifications or specialised software may require targeted investment. Public funding or tax incentives could accelerate progress, particularly for SMEs.

Social Factors
Societal attitudes toward neurodiversity are shifting from stigma to acceptance. Younger employees increasingly expect inclusive, psychologically safe workplaces (Hotte-Meunier et al., 2024). In hospitality, where collaboration and emotional labour are essential, encouraging empathy and openness can improve team cohesion and retention. Yet, traditional hierarchical structures, particularly in kitchens and front-of-house operations, can discourage disclosure (Jolley, 2018). Promoting open dialogue and neurodiverse role models helps normalise discussion and reduce stigma. Training in emotional intelligence and inclusive communication equips leaders to manage diverse teams more effectively (Houran, 2025).

Technological Factors
Digital innovation is transforming hospitality and provides new ways to support ADHD employees. Artificial intelligence and automation can relieve cognitive load by streamlining repetitive tasks, allowing employees to focus on creativity and service quality (IDeaS, 2025). Assistive technologies such as scheduling tools, reminders, and voice-recognition software enhance time management and focus (Varriale et al., 2023). However, limited training and inaccessible design may undermine these benefits. Universal design principles should underpin digital transformation, ensuring tools are usable for all staff, including neurodiverse individuals (Rollnik-Sadowska and Grabińska, 2024). Technology, when implemented thoughtfully, can empower staff and improve operational efficiency simultaneously.
Organisational Implications
The PEST analysis demonstrates that inclusion in hospitality depends on coordinated action across political, social, economic, and technological dimensions. Legislative frameworks establish a foundation, but leadership remains the catalyst for real progress. Economically, inclusivity helps reduce recruitment costs and improves retention, contributing to sustainable growth (Wen et al., 2024). Socially, a supportive culture enhances creativity and collaboration, essential qualities in hospitality teams. Technologically, accessible systems strengthen consistency and engagement.

Leadership and Culture
Inclusive leadership is fundamental to creating supportive workplaces. Houran (2025) found that servant and transformational leaders (those who demonstrate empathy, empowerment, and trust) build psychological safety and loyalty. Jolley (2018) adds that ADHD employees thrive when managers allow autonomy and focus on outcomes rather than control. Such leadership aligns with hospitality’s service ethos and can be cultivated through tailored professional development programmes. Mentoring and reflective leadership training can help line managers understand neurodiversity and adapt their communication styles accordingly.

Human Resource Management (HRM)
HR policies must move from compliance to proactive inclusion. Job carving (adapting roles to individual strengths) combined with flexible scheduling and sensory-friendly design can significantly enhance ADHD employee satisfaction and performance (Hotte-Meunier et al., 2024). Training HR professionals to view ADHD as a form of ability diversity fosters better recruitment and appraisal practices. For example, ADHD employees’ creativity and problem-solving skills can be channelled into guest experience or innovation-focused roles (Rollnik-Sadowska and Grabińska, 2024). The Hospitality Heroes Report (Cateter.com, 2025b) confirms that diverse workplaces experience stronger morale and service innovation.

Sustainability and CSR Integration
Embedding neurodiversity within corporate sustainability and CSR frameworks supports ethical leadership and global goals such as SDG 8 – Decent Work and Economic Growth (Vargas-Salas et al., 2025). Leading hotel groups like Whitbread and Marriott integrate inclusion and well-being into their sustainability strategies. Whitbread’s Everyone Belongs initiative promotes inclusive recruitment and training, while Marriott’s Pathways to Opportunity programme links diversity to global leadership development (Whitbread, cited in Hospitality Heroes Report, 2025; Marriott International, cited in Houran, 2025). These cases demonstrate that neurodiversity can be embedded within broader sustainability agendas, reinforcing both employee welfare and corporate reputation.

Technology and Accessibility
Digital inclusion complements HR strategies. Cloud-based scheduling and visual task boards can help ADHD employees manage focus and routine (Varriale et al., 2023). However, training is crucial to ensure technology enhances rather than replaces human support. Accessible digital systems not only improve performance but also demonstrate a company’s ethical commitment to equitable working conditions.

Summary
Overall, the external and organisational environment presents both opportunities and responsibilities for advancing ADHD inclusion in hospitality. Political and social frameworks increasingly encourage equality and psychological safety, while economic and technological trends highlight the tangible benefits of engaging neurodiverse talent. To realise these benefits, hospitality firms must adopt inclusive leadership and sustainable HR practices that transform compliance into genuine cultural change. As competition for skilled labour intensifies, hotels that embrace neurodiversity as a strategic advantage will be better equipped to innovate, retain staff, and deliver superior guest experiences.

Methodology
This paper adopts a qualitative, exploratory, secondary research approach to investigate how hospitality organisations can develop inclusive workplaces for employees with ADHD. The method aligns with the BMIH6001 module’s emphasis on critically analysing contemporary industry themes through existing academic and professional sources rather than primary data. As Saunders, Lewis and Thornhill (2019) note, secondary research enables the integration of diverse perspectives, supporting conceptual development on emerging topics such as neurodiversity in employment.
A desk-based review of peer-reviewed studies, industry reports, and organisational documents published between 2018 and 2025 was undertaken. Key academic sources included systematic reviews and empirical studies (Hotte-Meunier et al., 2024; Houran, 2025; Vargas-Salas et al., 2025), while industry reports such as The Future of Hospitality Recruitment (Caterer.com, 2025a) and the Hospitality Heroes Report (Caterer.com, 2025b) provided practical insights into current workplace inclusion strategies.
The data were analysed using thematic analysis, identifying recurring ideas such as stigma, inclusive leadership, and sustainable HRM (Braun and Clarke, 2006). This interpretive method allowed for the exploration of patterns and relationships across disciplines, providing a holistic understanding of ADHD inclusion. All sources were cited following UWTSD Harvard referencing standards (UWTSD, 2023) to ensure academic integrity.


Conclusion and Recommendations
Conclusion
This paper examined how hospitality organisations can promote workplace inclusivity for employees with Attention Deficit Hyperactivity Disorder. The analysis found that although awareness of neurodiversity is rising, practical implementation within the hospitality sector remains inconsistent. Inclusive leadership, flexible HR systems, and accessible technologies are essential for transforming awareness into action. Supporting neurodiverse employees is not merely an ethical obligation but also a strategic opportunity to enhance creativity, staff retention, and innovation. Sustainable inclusion ultimately strengthens organisational resilience, aligning with hospitality’s social responsibility and long-term competitiveness.
Recommendations

Leadership Development and Awareness Training
Hospitality organisations should embed neurodiversity awareness into management development programmes. Training should focus on emotional intelligence, communication, and the application of servant and transformational leadership approaches (Houran, 2025). Policymakers and industry associations such as the Institute of Hospitality could mandate neurodiversity training for all supervisory roles. This would build the leadership capacity required to reduce stigma and foster inclusive workplace cultures.

Inclusive Recruitment and Onboarding Policies
Hotels should develop transparent recruitment procedures that allow neurodiverse applicants to demonstrate their abilities in alternative ways. Job descriptions should emphasise key competencies rather than rigid behavioural expectations. Trial shifts, work samples, or situational interviews can be used to assess practical skills (Černickaja and Sokolová, 2024). Policymakers could incentivise inclusive hiring by offering tax credits or recognition schemes for employers demonstrating measurable progress.

Flexible Job Design and Workplace Adjustments
Hospitality businesses should adopt job carving, namely designing roles to match employee strengths, and create flexible scheduling systems that reduce overstimulation and fatigue (Hotte-Meunier et al., 2024). Managers should be encouraged to provide structured feedback, quiet workspaces, and predictable routines to enhance focus and productivity. Industry bodies might include neurodiversity-friendly design standards in workplace certification schemes to encourage consistent practice across the sector.

Technological Support and Universal Design
Digital transformation should be guided by universal design principles, ensuring that scheduling tools, learning platforms, and internal communication systems are accessible to all employees (Varriale et al., 2023). Hotels should provide training on digital task management and productivity tools tailored to neurodiverse needs. Industry regulators could establish accessibility benchmarks for technology providers serving the hospitality market, ensuring inclusivity from design to deployment.

Integration into Sustainability and CSR Strategies
Neurodiversity inclusion should be embedded within corporate social responsibility and sustainability policies. Leading examples such as Whitbread’s Everyone Belongs initiative and Marriott’s Pathways to Opportunity programme demonstrate how inclusion and leadership development can coexist (Whitbread, cited in Hospitality Heroes Report; Marriott International, cited in Houran, 2025). Including neurodiversity goals in annual sustainability reports and performance appraisals would enhance transparency and accountability.

Sector-Wide Collaboration and Research
Collaboration between hotel groups, advocacy organisations, and universities is essential for developing evidence-based inclusion models. Sector-wide working groups could share data, develop inclusive policy guidelines, and publish best practice toolkits. Further academic research should examine departmental experiences, such as housekeeping and food service, to refine future policy recommendations.
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