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INTRODUCTION

This research is an elaborative view on the various adaptations and adjustments that may improve the productivity and inclusion of neurodiversity employees, to reduce stigmatization in the workplace, being focus on autism, giftedness and ADHD, showing the benefits and limitations that neurodiverse employees can have. An analysis of the organizational impact and the strategies that companies must introduce will also be carried out to ensure the inclusion of neurodiversity in the workplace, for the companies to be able to benefit from the benefits that neurodiversity has.


[bookmark: _bookmark1]METHODOLOGY


It is a discipline that studies different methods to achieve objectives in scientific research, describing and analyzing methods, limitations and resources, there are different types of methodologies, the qualitative one being the one that will be used in this evaluation, because it helps to work better when you want to make a study of the behavior that people have, taking into consideration their opinions, limitations, feelings or attitudes towards a particular situation (Patel & Patel, 2019). According to Williams (2007), there are different types of methodologies, with different types of approaches that can be used in research, the main ones being quantitative, qualitative or mixed.
The methodology that will be used for this evaluation is qualitative methodology, conducting interviews with people 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 from neurodiverse people, focusing on the day-to-day work life and the different experiences they have at work, being able to know from their point of view the main experiences that are currently living in the workplace to know where their limitations are or know what things are important for companies to include to help the inclusion of neurodiversity, to be able to benefit from all the potential of

workers that are neurodiverse and 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.




[bookmark: _bookmark2]RESEARCH AIM


The Aim of this research will be to analyze the importance of having an inclusive look at neurodiversity, being 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, making profits for companies increase.


[bookmark: _bookmark3]RESEARCH OBJECTIVES


1- Analyze the power of the special abilities that an employee may have for being a neurodiverse person.

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

3- Search the possible difficulties that neurodiverse employees may face and how to help them overcome them.

4- 	Analyze the different strategies that the human resources department can implement to ensure that different needs of employees are covered.



[bookmark: _bookmark4]RESEARCH QUESTIONS


1- What is the advantage of having the different skills of neurodiverse employees in the company?
2- What is the organizational 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 the inclusivity of diversity?


[bookmark: _bookmark5]LITERATURE REVIEW


The term neurodiversity is used to refer to the different functionalities of the brain, taking into account the different ways that there are to perceive the world around us, without there being a correct or incorrect way of interpreting it 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 without considering these differences as if they were deficits. In 1990, the neurodiversity movement emerged to accept neurodiverse people and their different ways of relating to the environment that surrounds them, accepting their neurological differences, promoting equality and inclusion of neurodiversity (Baumer & Frueh, 2021).


The experience that workers have in the workplace has an impact on productivity for the company, the mental well-being of workers has a direct impact on employee performance, also taking into account that work has a direct importance in the general well-being of  a company's workers; In the past,

neurodiverse people were systematically excluded from workplaces without taking into account the devastating consequences for the neurodiverse population 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 of focusing on the well-being of employees, thus achieving a more productive workforce (CIPD, 2023).
Creating environments where each worker individually feels important thanks to 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. account and be able to manage workers with fair and inclusive practices so that workers reach the maximum of their potential thanks to the company's flexibility to meet their individual needs (CIPD, 2023).
Traditional or modern approach of the human resources department, depending on the approach of the human resources 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, the take into account the personal life of employees with a more modern approach where it is taken into account to guarantee a balance between their personal and professional lives, with a modern approach to human resources we also achieve a more diverse company where training is offered to raise awareness to workers about different cultures or different lifestyles where each person has to be accepted regardless of their differences with others (Preet, 2014).


Nowadays people want to work for companies with inclusive labor practices where they feel respected, these types of practices can increase business performance by having greater access to the best talent (Austin & Pisano, 2017). With an inclusive company culture for all employees, the company is made 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 labor policies within a company is to guarantee employee loyalty, giving them the opportunity to develop within the company in the way they need, being flexible to the special needs that workers may need depending on their situation (Chamorro, 2017). Having more diversity within the company can achieve more 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, 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 recognize 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 & Pisano, 2017).
Company managers and recruiters must have minimal knowledge of the characteristics of people with neurodivergence, to be able to adapt job interviews and the culture of the organization, including the adjustments that companies have to make to guarantee the inclusivity of people with neurodivergence, such as during interviews, taking into consideration the special characteristics that these people may need and making them feel comfortable and able to show all the potential they can offer within the workplace, feeling valued and in a workplace where they can talk openly about their special needs, being understood and without being criticized by others (Cooper et al., 2020).

According to the university of Connecticut, There is a high level of unemployment among the neurodiverse population, unemployment that is between 30-40% without taking into account many of the skills that having neurodiversity provides them, such as hyperfocus on a task, greater creativity, innovative thinking. , greater attention to detail or greater pattern recognition, these skills have been discovered in neurodiverse people, thanks to a study recently carried out by Birkbeck, university of London (The Guardian, 2023).


Currently, many companies have implemented programs to include neurodivergent workers in their workplaces, taking into account the different areas where these people may have more difficulties when doing work or during interviews, taking into account takes into account their needs and the possible difficulties they may have, giving more importance to the skills that this type of workers can bring to the company, 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 o 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, 2018).
Many companies have a 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 adjustments for the inclusion of neurodiverse people. , with informal adjustments being those that are mostly implemented and to a lesser extent formal adjustments are implemented to include neurodiversity in the workplace, especially in larger companies, which are

the ones that have the most problems implementing the necessary adjustments for people. neurodiverse (McDowall et al., 2023).
Some of the adjustments and measures that companies can implement in their workplaces 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. neurodiversities, options to work from home without the obligation to go to the office in person daily, manage 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, the Implementation of coaching sessions within the workplace to help workers in any area or domain 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 workday, helping workers who do not know exactly what neurodiversities are without being aware of them. the importance of covering the different needs that neurodiverse people have, potentially having a negative image if one is not aware of this, making it possible to implement different change strategies with an understanding of the neurodiverse reality (CIPD, 2018).


[bookmark: _bookmark6]LIMITATIONS


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 to employees with some type of neurodiversity or with their managers to know the productivity of the company thanks to the neurodiverse workforce.
During the execution of this evaluation, no more than 10 interviews will be carried out. 10 interviews are too few if the aims is to carry our a large evaluation, where the opinion of many people with neurodiversity 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 being different from neurotypical people around them.

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 when formulating the questions that will be used in the interviews, to get questions that are not under the influence of any bias that could cause the results to be misinterpreted and without objetivity.


[bookmark: _bookmark7]ETHICAL CONSIDERATIONS


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, possible ethical problems must be taken into consideration, also 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 (UK Statistics Authority, 2022).
All participants in this evaluation of the impact of neurodiversity in the workplace will be previously informed by means of a form and with their consent, details will be given about all the necessary information about the evaluation and the interviews that will be carried out, being interviews anonymous. 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 on the literature on neurodiversity, related to the workplace, being of vital importance the direct point of view of neurodiverse workers and 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: _bookmark8]TIMEFRAME- GANTT CHART
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The first part of this evaluation has served to provide information on the current need that companies have to take neurodiversity into consideration in the workplace, helping to understand what neurodiversity is and the different needs that it brings with it, helping to understand the importance of having a global understanding of the needs of neurodiverse people, taking into consideration not only the difficulties, but also the strengths that neurodiverse employees can offer in the companies where they work. This first part of the evaluation also offers the questions that will be addressed in the following chapters of the evaluation, also showing the objectives for which this evaluation has been carried out on the impact of neurodiversity in the workplace.
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