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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 1in 7 people can be considered
neurodivergent

Neurodiver en’r individuals include those with Autism, ADHD,
eornln% disabilities, Tourette Syndrome, intellectual disabilities,
@ psychiatric disabilities, and acquired cognitive disabilities. -
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Neurodiverse Employment Facts

There are benefits to neurodiversity at work:

0 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)

O Favorable public opinion of a business
O We benefit from working with all kinds of minds
There are also massive disparities in employment:

O An estimated 85% of autistic college graduates are
unemployed

0 36% of people with intellectual & developmental disabilities
are paid employees (The Arc, 2017)




Neurodiversity Stereotypes

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

O Autism
a ADHD
Q Learning disabilities
0 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

“Why don’t you
understand that?
It's so easy!”

“Everybody’s
a little autistic.
We're all on
the spectrum.”

“| never would

have known if

you didn’t tell
me.”

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

are “broken” and need to be "fixed” and act more

@ neurotypical.




What If We Took a Strengths-Based Approach?

" Attention to Detail Expertise

e Thoroughness e In-depth knowledge
e Accuracy e Highlevel of skills

e Deep Focus a Integrity
e Concentration e Honesty, loyalty
e Freedom from distraction e Commitment

0 Absorb & Retain Facts @ Creativity

e Excellentlongterm e Distinctive Imagination (
memory and recall e Expression of ideas

UNIVERSITY OF LEEDS



Talking About Disclosure and Interviewing




Disclosure on the Job

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

U It depends on the person!
» The cover lefter
» The interview
* When the person has an offer
* When the person needs an accommodation

O 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-Seekerse

THE

Promote self-advocacy by 4 1 10N
discussing and providing self- DISABILITY

advocacy and disclosure resources! ~ DISCLOSURE

OOOOOOOOOOOOOOOOOOOOOOOOOOOOOO

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

Information about ODEP can be
found at
@ hitp://www.dol.gov/odep/



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

Disclosure Decisions 1o Get the Job
Virginia Commonwealth University

3. Choose HOW to Disclose:

2. Decide WHEN to Disclose:

Disclosure Decisions

TO GET THE JOB

Consider Pros and Cons

Potential Gains Potential Setbacks

General Guidelines

| How

|

Stress current involvement in a positive activity that
shows your ability to manage your disabilty.

Resume — Member of the American Blind Skiing Foundation

Ina cover letter ‘Advance time to prepare positive written disclosure ‘ Employer n hinde i
and to tailor your abilties to duties of job an interview. Unable to. RL e
b cters B syt el o Be optimisic; focus on your abilites and job Cover Letter — As an individual with a ife long physical and speech
escrpton o . qualifications. disabilty, | leamned early on o focus on my intellectual abilites and to
e
In a resume Establishes “up front” relationship and Employer may have stereotypes about disa- computer when | was 5 years 10 operate itindepe
papplication’ | | communicaton. biliies and may not offer you an interview. ently. Today | am proficient in many software applications, operafing
systems, and system troubleshooting.
Every individual with a disabifty must choose whether to disclose = - . <
- ‘When Establishes open communication and gives an May not get serious consideration Give the employer information on what he or she Telephone Call Prior to the Interview — *| am calling to confirm my
B e s e el | R - el 0
i i di 1 entr
ob or whether a disabilty s visible or hidden. Other 2 Disabilities Act of 1990 compliance information. irections, or supervision. me to find your office’s accessible
related to the employer and the company may also influence your Edocae 18 silogir by el o domm Dea
T ring the Interview ~ Have you ever heard of a screen reader? |
decision. Follow this disclosure decision guide to determine what — o oy oy Coman
; ing how you can perform the essential functions | have a disabilty and have diffculty reading in the
will work best for you. Remember,if you choose to disclose your Before the gmc;e:s:;zg&‘zegngms employer E"‘b"' has advance time to yield to his or of the job. Have resource information available for | Way. My screen ,,ad,, ‘which reads electronic information aloud using
disabity, you are protected from discrimination by federal laws interview b ot g e b A8 the employer. 3 computerzed oce, has ensbled me o succeed atcollegeand |
: it useful on this job. "
Firs, identy a NEED for disclosure, such as determining o escsich BIOpCr St of rewesh Inowedee
accesshilty, necessary accommodations, or potential job match, : Exglan he benci of you dsabity regadng your | Duingthe Inteview — “Though my dabiy, | ave leamed he
Consider your answers to questions in Chart 1 and decide if you have a reason to disclose. personal growth or perseverance. ::;: :: :“m = ;;Mm*
During the Opportunity to read employer body language, to Employer may feel uneasy and ill prepared
If you decide that disck il help you be ul, look at the d f WHE! i gl e e . -
Yo daote i Chas 3 Them, o e grerlgudlnes i Chare 0okt HON =5 tme the diocosure, and o dckse n 2 b, o epond i i il Face enployer concems by talking sbout your | Duting theInerview — “You may be wanderng how | can type eiers
disclose. ' POSENS hancr compensatory strategies or accommodation with my physical disabilty. | have a great software program that allows
solutons. the computer b type 36| sesk words, |t can b loaded an most
‘computers. | wol appy to it to you sometime.”
Effectve disclosure can estabish a positve working relatonship with your employer. e [ TTe————reer [ ey gy v L
Practicing with a close friend, family member, or career counselor can help to increase your negatively affects the hiring decision. There is dishonest in the application process, which Use general, functional terms to briefly explain the | After the Job Offer — “During the interview, you explained that work
comort level and skills fime o get accommodations in place before the may erode trust. impact ofyour dsabity on te o avod technca, | was verlly assigned ata stffmestng, | nd ha | work best when
job stars. Positive relationship has aready been medical diagnoses. instructions are both written and verbal. disabilty that makes
established with employer. processing verbal ummu\ a challenge. Couu you accommodate me
. r . 0 n this way?"
Three Steps to Disclosing a Disability _ = o —
After the job Gives opportunity to establich credibily before May take time to secure requested n a private setting, remind your employer about After the Job is — Afer disclosing your disabilty in your
" begins disdlosure. Gives freedom to talk with co-workers or may believe you have your right to confidentalty. employer's offce: “Thank you in advance for keeping this information
3. Choose HOW to Disclose el oty ke Euc el I coidontl;
Frame the disclosure around how you work best. A Few Weeks on the Job — | have noticed that | am having a difficult
2. Decide WHEN to Disclose When Difcuies may not arce (.6, you may neverneed | | Employer may have dficly changing his or T
difficulties arise to disclose). mm:dm-:'*ym work later to enable me to take more breaks? | aiways get the job done.
< < betrayed or wonder waited when | schedule in this way."
1. Determine NEED for Disclosure i =
Never ‘ Disability information is kept private. ‘ Not protected from discrimination under the
Virginia Commonwealth University —— @ 3 i o v e
umumsmwapnwymﬁﬂmwuswmsm efe Offcs of Specia Eacaion

@ hitp://www.worksupport.com/documents/disclosure_decisions.pdf




Do’'s and Don'ts of Disclosure

Job Accommodation Network

JAN

Job Accommodation Network

Practical Solutions ¢ Workplace Success

Effective Accommodation Practices
(EAP) Series

Dos and Don’ts of Disclosure

Job Accommodation Network

PO Box 6080

Morgantown, WV 26506-6080

(800)526-7234 (V)

(877)781-9403 (TTY) —ll
jan@askjan.org ODEP

askjan.org Otcs o sty

A service of the U.S. Department of Labor’s Office of Disability Employment Policy

INTERVIEWING TIPS FOR APPLICANTS WITH

AUTISM SPECTRUM DISORDERS (ASD)

Consultants’ Corner: Volume 10, Issue 01

From the desk of Melanie Whetzel, MA., CBIS, Lead Consultant -
Cognitive/Neurological Team

Interviewing

Interviewing for a job can be a very stressful experience for anyone looking for employment, but for
job applicants with Autism Spectrum Disorders (ASD) who may have social difficulties, the
experience can be paralyzing. This kind of social anxiety could cause individuals to freeze up and be
unable to think on the spot, and ultimately be unable to respond in ways that communicate their

knowlec d experience.

This artide is intended to assist job applicants with ASD in positively representing themselves and

their abilities, and to help employers understand the kinds of accommodations that can be made
duringthe job int w process so that individuals with ASD can do their best to represent
themselves and their skills. The information and tips included here will also be useful to employment

olved in assisting individuals with ASD do

ialists, job coaches, parents, and anyone else who is i

their best when it comes to job interviewing skills and practices.

Disclosure

One interviewing question that job applicants with ASD have relates to disclosure. Disclosure is the

divulging or giving out of specific, personal information about a disability. When disdosing as part of
an accommodation request, it is important to provide information about the nature of the disability,
the limitations involved, and how the disability affects the ability to participate in the interview
process.

tis a good idea for job seekers to have a strategy, which simply means that they will want to think

ime and haw about when and how much information they are

about disclosure ahea:

willing todisclose. This strategy could also include having the medical information from their doctors
or health care providers so that the accommodation request and disclosure can be substantiated

ns that they

with the facts. Applicants should provide any accommodation sugges

http://askjan.org

Home Publications / Consultant

On This Page

Interviewing
Disclosure
Accommodation
Knowledge
Preparation
Restraint

Confidence




Preparing for Job Interviews

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

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

QOpen-ended questions are difficult to gauge

dSkills-based interviews vs. question-based interviews




Preparing for Job Interviews

Job Accommodation Network Accommodation Ideas:
0 Requesting fewer interviewers
0 Requesting that the first intferview be conducted by phone

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

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

https://askjan.org/publications/consultants-corner/vol10iss01.cfm2csSearch=2890279_1#spy-scroll-heading-1
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Flipping the Script: Employer Inclusivity




Neurodiversity Inclusion Within a Job Description

O Make the job title match the job
d Don't include qualifications you don’t really need
O Check if the content is readable and easy to understand

O 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

(0



Recruiting Neurodiverse Talent

0 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 jolb 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 i\@ ¥ ® a@ .
!foA




Support Existing Neurodiverse Talent

O 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 frainings and events regarding neurodiversity as part of
DEIB efforts

« Reminding people what benefits are available to them

i\@ ¥ @@o
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Encouraging Authenticity

d 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
Qd 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?




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

0 Don't judge and if you don't know all the answers — that's ok!
 “Thanks for sharing with me”

« "How can | support youg”

(0



Being Inclusive of Neurodiversity

A Starting from the top down with openness and
vulnerability

Q Aligning people to their strengths

d Having open and meaningful communication
» "How to work with me”

d Implementing universal design:

» “Design of buildings, products or environments to
make them accessible to all people, regardless of
age, disability or other factors”

d Encouraging neurodiverse mentorship and
leadership

The d

needs
different
kinds of minds

working
together.

Temple Grandin
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