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What is Neurodiversity?

Neurodiversity is a concept where neurological 
differences are to be recognized and respected as any 
other human variation
o All brains work differently – whether you are 

neurotypical or neurodivergent
o Neurodivergence includes differences in 

communication & thinking
o 1 in 7 people can be considered 

neurodivergent
Neurodivergent individuals include those with Autism, ADHD, 

learning disabilities, Tourette Syndrome, intellectual disabilities, 
psychiatric disabilities, and acquired cognitive disabilities. 2
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Neurodiverse Employment Facts
There are benefits to neurodiversity at work:

q Neurodiverse teams at SAP created a fix that saved the 
company nearly $40 million 

q 28% higher revenues than companies that do not employ 
people with disabilities (Accenture, 2019)

q Favorable public opinion of a business

q We benefit from working with all kinds of minds
There are also massive disparities in employment:
q An estimated 85% of autistic college graduates are 

unemployed 

q 36% of people with intellectual & developmental disabilities 
are paid employees (The Arc, 2017)
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Neurodiversity Stereotypes

What stereotypes, prejudices, or ideas do we carry with us 
about...

q Autism

q ADHD

q Learning disabilities

q Age-related disabilities

q Mental health

Why do we feel this way? 
How did we learn these preconceptions? 

Are they right or wrong?



Stigma and Microaggressions

Microaggressions are rooted in ableism. Ableism is prejudice, 
stereotypes, and discrimination against people with disabilities. A 
lot of ableism is entrenched in the belief neurodivergent people 

are “broken” and need to be “fixed” and act more 
neurotypical.

“Everybody’s 
a little autistic. 
We’re all on 

the spectrum.”

“Why don’t you 
understand that? 

It’s so easy!”

“I never would 
have known if 
you didn’t tell 

me.”

5



6

What If We Took a Strengths-Based Approach?
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Talking About Disclosure and Interviewing
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Disclosure on the Job

q When is the right time to disclose autism or 
neurodivergence?

q It depends on the person!

• The cover letter

• The interview

• When the person has an offer

• When the person needs an accommodation

q Under the ADA, the general rule is individuals 
don’t have to disclose until an accommodation 
is needed.
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Disclosure: How Can We Prepare Job-Seekers?

Promote self-advocacy by 
discussing and providing self-

advocacy and disclosure resources!

http://www.ncwd-youth.info/wp-
content/uploads/2016/10/411_Disability_Disclosure_complete.pdf

Information about ODEP can be 
found at 

http://www.dol.gov/odep/

http://www.dol.gov/odep/
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Disclosure Decisions to Get the Job
Virginia Commonwealth University

http://www.worksupport.com/documents/disclosure_decisions.pdf
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Do’s and Don’ts of Disclosure
Job Accommodation Network

http://askjan.org
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Preparing for Job Interviews

q Interviewers have a very specific set of things they 
look for and judge candidates on.

qNeurodivergent behaviors, like stimming, can be 
misinterpreted as not trustworthy or distracting

qOpen-ended questions are difficult to gauge 

qSkills-based interviews vs. question-based interviews
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Preparing for Job Interviews

Job Accommodation Network Accommodation Ideas:
q Requesting fewer interviewers

q Requesting that the first interview be conducted by phone

q Requesting a copy of the interview questions to be provided 
in advance

q Requesting that the interview occur at a specific time of day 
can also be an accommodation. 

https://askjan.org/publications/consultants-corner/vol10iss01.cfm?csSearch=2890279_1#spy-scroll-heading-1



Flipping the Script: Employer Inclusivity
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Neurodiversity Inclusion Within a Job Description

q Make the job title match the job

q Don’t include qualifications you don’t really need

q Check if the content is readable and easy to understand

q Make it approachable and clear how someone can ask for 
support or accommodations:
• “We want to help you show your talents – tell us if you need some 

support to do so”

• “If you are a person with a disability…” and accommodations 
information for applications/interviews

• Make it clear people with disabilities/neurodivergent individuals are 
encouraged to apply



16

Recruiting Neurodiverse Talent

q Once we are able to make sure our descriptions align, we 
have to encourage neurodiverse talent to apply:
• Partner with colleges, nonprofits, disability inclusion groups, or post about 

your open positions within disability communities online

• Partner with vocational rehabilitation and job coaches

• Make it clear what is happening at each stage of the application or 
recruitment process

• If you have an exclusive talent pipeline like “Autism at Work,” make that 
clear
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Support Existing Neurodiverse Talent
q Chances are, you have neurodivergent individuals working 

with you, whether you know it or not. Here are some ways to 
support them:
• Employee Resource Groups

• Company-wide trainings and events regarding neurodiversity as part of 
DEIB efforts

• Reminding people what benefits are available to them 



Encouraging Authenticity

q People feel they must disclose neurodivergence or a disability when: 
• They need an accommodation under the Americans with Disabilities Act
• They are unable to keep adapting and self-accommodating

• They need additional support 
• There are breakdowns in communication
• There is a change in life circumstances

q Others choose to disclosure voluntarily:
• They want to bring their full selves to work and take pride in their identities
• They want to be proactive and limit misunderstandings
• They view neurodiversity and/or disability as a strength

How can we encourage disclosure? How do we offer support?
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Leading With Curiosity

What to do if someone discloses to you, a manager:
q Try to understand why the person is sharing with you

• They may be trying to explain a gap in work history

• There might be a communication gap

• They may need an accommodation

• They might be at a place in their journey where they want 
to bring their full self to work

q Don’t judge and if you don’t know all the answers – that’s ok!

• “Thanks for sharing with me”

• “How can I support you?” 



Being Inclusive of Neurodiversity

q Starting from the top down with openness and 
vulnerability

q Aligning people to their strengths

q Having open and meaningful communication
• “How to work with me”

q Implementing universal design: 
• “Design of buildings, products or environments to 

make them accessible to all people, regardless of 
age, disability or other factors”

q Encouraging neurodiverse mentorship and 
leadership 
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