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Abstract

Background: Neurodivergence, which includes conditions such as autism, ADHD, and dyslexia, is increasingly recog-
nized in workplace diversity discussions. Despite this, neurodivergent individuals face numerous barriers to accessing
and retaining employment, often influenced by stigma and inconsistent inclusion policies.

Objective: This systematic review aims to organize the literature on neurodivergent individuals and their interaction
with the work environment, identifying key challenges and opportunities for improvement.

Methods: A systematic search of multiple databases was conducted to gather peer-reviewed articles on neurodivergence
and employment. Studies were selected based on predefined criteria, focusing on hiring processes, workplace inclusion,
and long-term retention.

Results: The findings reveal significant challenges, including the impact of stigma and ineffective inclusion policies. While
some organizations have begun adapting hiring practices, inconsistencies in defining neurodivergence versus neurodiver-
sity complicate policy implementation. Key gaps remain in understanding career development and job retention for neu-
rodivergent employes.

Conclusions: The review highlights the need for standardized terminology, evidence-based inclusion practices, and fur-
ther research into long-term career outcomes for neurodivergent individuals. Addressing these gaps is crucial for pro-
moting a more inclusive and supportive work environment that values neurodiversity.
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to the neurological variability across the population, and neu-
rodivergence indicates differences from a norm.

In more detail, according to Ali et al. (2022), a neurodi-
vergent person is one whose cognitive functioning differs
from what is considered typical. For their part, Szulc
et al. (2021) cited by Coffey and Lovegrove (2023),

Introduction

In the workplace, the inclusion of neurodivergent indivi-
duals remains a persistent challenge, despite efforts to
implement inclusive policies. For Khan et al. (2022), their
high unemployment rate may be due, in part, to a lack of
understanding of how to design and manage an inclusive
work environment that supports positive employment out-
comes. In addition, stigma and discrimination continue to
exist despite the best intentions (Wen et al., 2024). A
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more in-depth analysis of the barriers and opportunities in
workplace inclusion for neurodivergent individuals is there-
fore necessary.

The current literature on the subject often uses the terms
neurodiversity and neurodivergence interchangeably, leading
to an imprecise usage of these terms. According to Legault
et al. (2021), this is a mistake, since neurodiversity refers
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consider that this term refers to the different ways of think-
ing and brain functioning in people with disorders such as
ADHD, autism, dyspraxia and dyslexia, among others.
Finally, another definition is presented by Pryke-Hobbes
et al. (2023), who considers neurodivergent individuals as
those whose neurology is different from that of the majority
of the population.

Thus, neurodivergence reflects the diversity of the
human brain, recognizing the variety of neurological differ-
ences across individuals (Mallory, 2024).

Therefore, it is used as a broad and widely debated
concept that includes conditions such as autism, ADHD,
dyslexia, dysgraphia, dyspraxia, dyscalculia and Tourette
syndrome. This has traditionally led it to be interpreted
from a disability or impairment perspective (Ali et al.,
2022), but recently a shift has emerged that challenges the
medical and deficit perspective of neurodivergence.
Although the connection between psychosocial disabilities
and neurodiversity is contested, more researchers and acti-
vists recognize now that cognitive and behavioral varia-
tions, whether congenital or acquired, are natural features
of humanity that do not require medical treatment or nor-
malization (Das et al., 2021).

Regarding their characteristics, Das et al. (2021) argues
that neurodivergent individuals tend to have specific com-
munication needs and preferences, increased sensory sensi-
tivity, and problems in executive functioning, including
metacognitive processes related to inhibitory control, atten-
tion management, cognitive flexibility, and goal-oriented
task planning.

On the other hand, for Allen et al. (2023), neurodiversity
is an evolving concept that may vary in meaning depending
on the person, the time and the circumstances. Therefore,
any study on this topic must specify how researchers under-
stand it. In their case, it is considered an expression of
human diversity that is subject to the same social dynamics
as other forms of diversity.

Szulc et al. (2021) and Szulc (2024), indicates that all
human beings are different in terms of their neurocognitive
capacity. Therefore, the term neurodiverse is used to refer to
a group of people that includes both neurodivergent and
neurotypical individuals (Ali et al., 2022).

After analyzing both concepts, it is clear that neurodiver-
sity refers to the natural variations in brain function that exist
across the entire population, encompassing both neurotypical
and neurodivergent individuals. These variations influence
how people process information and interact with their envir-
onment. However, while neurodiversity includes all forms of
cognitive functioning, the term neurodivergent is used to
describe individuals whose neurological characteristics
differ significantly from what is considered the predominant
or typical cognitive pattern within a given society or context
(Gottardello and Steffan, 2024). This distinction does not
imply a deviation from an absolute norm, but rather reflects
how certain cognitive profiles have been historically

categorized within medical, educational, or occupational fra-
meworks that prioritize specific ways of thinking and behav-
ing. Some researchers mainly focus on the management of
neurodiversity in the workplace. For instance, the study by
Rollnik-Sadowska and Grabinska (2024) reveals that the
effective neurodiversity management in the workplace
faces significant challenges, including limited career devel-
opment opportunities and inadequate supervision quality,
both of which impact on the retention of neurodivergent
employes. It also emphasizes the importance of implement-
ing more integrated approaches that increase employment
rates and job satisfaction for these individuals.

The present systematic review aims to organize the lit-
erature on neurodivergent individuals and their interaction
with the work environment. This analysis is essential to
gain a comprehensive understanding of this aspect of
modern life, from work readiness to job permanence. By
consolidating these studies, we aim to provide a detailed
assessment of the multiple dimensions of the relationship
between neurodivergence and employment, thus contribut-
ing to a better understanding of this concept and the promo-
tion of inclusion of neurodivergent people in the labor
market (Khan et al., 2022; Legault et al., 2021;
Rollnik-Sadowska and Grabinska, 2024; Wen et al., 2024).

Materials and Methods

This systematic review was conducted following the
PRISMA (Preferred Reporting Items for Systematic
Reviews and Meta-Analyses) protocol established by
Urritia and Bonfill (2010). Moreover, the Joanna Briggs
Institute evaluation criteria were used to ensure the
quality, transparency, and generalizability of the results
(Lockwood et al., 2015).

Search Strategy

For this review, we consulted the Scopus, EBSCO, and
Web of Science databases. The articles included cover the
period from 2018 to 2024 and were published in inter-
national scientific journals.

The research question that guided the review was: What
does the scientific literature indicate about neurodivergent
individuals and their interaction with the work environment?

The descriptors used were based on the UNESCO
Thesauri, according to the ISO 25964 standard, and
included terms such as “work”, “job”, “employment”,
“occupation”, “professional”, “career” and concepts such
as neurodiversity and neurodivergence.

Based on these descriptors, two search equations were
created because of the use of the Boolean operator NOT
and the syntaxes required by each database, but the same
keywords were kept in both equations.
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Table I. Table of Criteria.

Inclusion Criteria

Exclusion Criteria

Empirical studies

Articles with topics that include neurodivergence and
the world of work

Published between 2018 and 2024

Publications in English and Spanish

Publication date prior to 2018

Research that does not include neurodivergent people as much as some aspect
related to the labor market

Articles without access to the full text

Duplicate studies of the same databases

- Studies with methodologies other than scientific articles
- Articles lacking references and/or bibliographic sources
- Articles with a hypothetical population and/or sample

Table 2. Table of Search Results According to Search Equation and Database.

Search Equation Web of Science Scopus EBSCO Sub-Total
neurodiver* AND (vocational OR *work* OR job OR employ* OR Search Error 130 3 133
occupation® OR profession* OR career) AND NOT (child* OR
adolescent* OR school)
neurodiver* AND (vocational OR *work* OR job OR employ* OR 82 Syntax Error 166 248
occupation® OR profession* OR career) AND NOT (child* OR
adolescent* OR school)
Total 82 130 169 38l

Table 3. Number of Articles Selected According to the
Inclusion-Exclusion Criteria.

Criteria Before After
Inclusion criteria 76 18
Exclusion criteria 305 363

The search equation formulated for Scopus is: neurodi-
ver* AND (vocational OR *work* OR job OR employ*
OR occupation* OR profession* OR career) AND NOT
(child* OR adolescent* OR school).

Simultaneously, for EBSCO and Web of Science it is:
neurodiver* AND (vocational OR *work* OR job OR
employ* OR occupation* OR profession* OR career)
NOT (child* OR adolescent* OR school).

Inclusion and Exclusion Criteria

See Table 1 for the inclusion and exclusion criteria.

Item Selection Procedure

To write this article we conducted a careful selection and
evaluation of articles in several phases. In the first phase,
381 articles were retrieved from the databases. In the
second phase, accessibility, age and duplicity criteria were
applied, which reduced the number to 76 articles that met
these criteria. Finally, in the third phase, the thematic

relevance of the articles was evaluated, selecting 18 that
met the review criteria.

Data Analysis

To satisfy the need for more detailed information in this
review, we made a comparative table that includes the
year of publication, research source, theoretical framework,
type of study, instrument used, perspective adopted, popu-
lation studied, objectives, conclusions, and language of
publication of the texts reviewed.

Results

In relation to the search strategy, the databases used are pre-
sented in detail together with the results obtained in Table 2.
Then, we applied the established inclusion and exclusion
criteria (Table 3). The table shows that, after applying the
defined methods, eighteen articles were selected.
Afterward, these articles were summarized, considering
the following aspects: author, year, research focus and loca-
tion (Table 4).

Description of the Publications Included

After applying the inclusion and exclusion criteria, 18 pub-
lications were selected. The databases contained 130 arti-
cles in Scopus, 82 in Web of Science and 169 in EBSCO.
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Table 4. Summary of Selected Articles.

N° Author and Year Approach Location
| Aguilera-Rodriguez et al. (2024) Qualitative - Phenomenological Mexico
2 Ali et al. (2022) Quantitative - Cross-sectional Australia
3 Allen et al. (2023) Mixed - Exploratory United Kingdom
4 Branicki et al. (2024) Quantitative United Kingdom
5 Coffey and Lovegrove (2023) Qualitative Australia
6 Das et al. (2021) Qualitative United States
7 Davies et al. (2023) Mixed United Kingdom
8 Garrison et al. (2023) Mixed United States
9 Gottardello and Steffan (2024) Qualitative United Kingdom and United States
10 Loiacono and Ren (2018) Mixed United States and Europe
Il Mallory (2024) Qualitative Thailand
12 Mellifont (2019) Mixed Australia
13 Mellifont (2020) Qualitative Australia, Canada and England
14 Pryke-Hobbes et al. (2023) Qualitative United Kingdom
15 Szulc (2024) Qualitative Poland
16 Szulc et al. (2021) Qualitative United Kingdom
17 Tufino Gémez and Escalante Ferrer Qualitative - Deductive Mexico
(2023)
18 Walkowiak (2021) Qualitative - Exploratory - Australia, Canada and the United

Phenomenological

States

Of the selected articles, 17 were in English and one in
Spanish.

In terms of location, the studies originated in the United
Kingdom (7), Australia (5), the United States (5), Canada
(2), and Mexico (2), plus one article from Continental
Europe, Poland, and Thailand.

The studies are distributed by year as follows: 2023 (7),
2024 (5), 2021 (3), and one article each for 2020, 2019, and
2018.

Regarding the person who provided the information in
each article selected for review, we have the following
data: people with neurodivergence (8), neurodivergent
and neurotypical persons (2), people with a work relation-
ship with neurodivergent individuals (1), companies (1),
caregivers (1), employment data for neurodivergent indivi-
duals (1), information guides (1), leaders in neurodiver-
gence initiatives (1), people with neurodivergence and
others interested in the profession of neurodivergent
people (1), and people with neurodivergence and two
Human Resources (HR) professionals (1).

The review of these 18 articles showed similarities,
which led to classifying the objectives into the following
four categories:

1. Identifying barriers and challenges to occupational
inclusion of neurodivergent individuals: Allen
et al. (2023), Branicki et al. (2024),
Aguilera-Rodriguez et al. (2024), Mallory (2024),
and Tufino Gomez and Escalante Ferrer (2023)
investigate the difficulties and barriers faced by neu-
rodivergent individuals in the labor market. These
studies examine the difficulties that increase the

exclusion of certain groups, such as neurodivergent
veterans, neurodivergent college graduates, and
those trying to adapt to a work environment
without adequate support.

Exploring neurodivergence experiences in the work-
place: Davies et al. (2023), Pryke-Hobbes et al.
(2023), Szulc (2024), and Szulc et al. (2021) focus
on the experiences of neurodivergent individuals in
a variety of work contexts. These studies investigate
how neurodivergence affects hiring processes, rela-
tionships between neurodivergent employes and
neurotypical leaders, and specific experiences
during remote or adapting behaviors in the work-
place. These analyses are crucial to understanding
how neurodivergent individuals cope with the
work environment and what adaptations might
improve their experiences as workers.

Analyzing programs and strategies to support the
occupational inclusion of neurodivergent indivi-
duals: Coffey and Lovegrove (2023), Das et al.
(2021), Garrison et al. (2023), Loiacono and Ren
(2018), Mellifont (2019), and Walkowiak (2021)
examine a variety of programs and initiatives
aimed at improving the workplace inclusion of neu-
rodivergent individuals. These studies discuss the
implementation of pilot programs, the development
of neurodiverse workforces in large technology
companies, and how digital transformation can com-
plement the skills of neurodivergent workers.
Regarding neurodivergence, occupational health
and well-being: Ali et al. (2022), Gottardello and
Steffan (2024), and Mellifont (2020) focus on the
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relationship between neurodiversity and a variety of
occupational health and well-being factors. These
studies investigate how stigma, psychosocial dis-
abilities, menopause, and mental health issues
affect the work experiences of neurodivergent indi-
viduals. The focus on work wellness allows for the
identification of critical areas where support must
be improved to ensure a healthy work environment.

In terms of their methodological approach, 11 qualitative
articles, 5 mixed and 2 with a quantitative approach were
identified. Given that the review covers the topic of neuro-
divergence, most of the articles used neurodivergent
persons as the population or sample. However, we also
included studies that sampled people who maintain some
kind of professional relation with neurodivergent indivi-
duals such as Human Resources personnel and adult
caregivers.

Regarding the research instruments used, we identified
several, which are summarized in Table 5.

Theoretical Framework

Employment and Neurodivergence

Transition to Employment and Dependence on Caregivers. The
transition from education to paid employment is a major
milestone that often generates uncertainty and anxiety.
Graduates must have professional skills in addition to
being adaptable, self-reliant, curious, and confident to
manage this process (Coffey and Lovegrove, 2023).

In Mallory’s (2024) view, neurodivergent individuals
often struggle to find employment as adults, relying
heavily on caregivers who manage various responsibilities,
including medical, social, and financial care. As support
declines with adulthood, caregivers, especially mothers,
face social isolation and health issues. Negative societal
attitudes toward neurodivergence can further hinder
employment success. However, when caregivers are sup-
portive, transitions to employment are more successful.
To improve outcomes, caregivers need support in financial
planning, behavior management, and job exploration,
though resources like vocational programs are often limited.

Advantages and Challenges of Neurodivergent Workers. A
neurodivergent worker is a person who, with full capacity
to perform, offers his or her intellectual or material services
to a person or entity in exchange for a salary, and has been
diagnosed with a disorder within the neurodivergence spec-
trum (Tufifio Gomez and Escalante Ferrer, 2023).
Neurodivergent individuals often have unique character-
istics that can be extremely advantageous. Using these skills
in the right context can improve a company’s productivity
(Ali et al., 2022). To name a few advantages, individuals
with autism spectrum disorder (ASD) often excel in

systematization, mathematical and analytical skills. Adults
with dyslexia often show a higher cognitive level than neu-
rotypical adults. Likewise, people with ADHD are often
particularly good at multitasking and generating original
creative ideas, skills that are highly valued in the work
environment (Allen et al., 2023).

Furthermore, according to the value-in-diversity per-
spective, the inclusion of neurodivergent workers improves
organizational performance by rich variety of skills, knowl-
edge and understanding of market needs. This notion has
been applied to racial and gender diversity, demonstrating
advantages such as higher profits and increased market
share. Similarly, neurodivergence is likely to offer signifi-
cant advantages because the cognitive differences of neuro-
divergent employes can foster innovation and creativity,
giving organizations that hire them a competitive advantage
in sectors where this potential is not widely recognized (Ali
et al., 2022).

In terms of the challenges they face, Garrison et al.
(2023) find difficulties such as problems with transporta-
tion, communication difficulties, problems relating to the
experiences of others, and problems adapting and concen-
trating in the face of rapid changes in work tasks, which
ultimately negatively affect the chances of getting and
keeping a job for a neurodivergent person.

Finally, other complications can be added due to the lack
of proper diagnosis and conception of neurodivergence as a
condition that is not necessarily disabling. In addition, low
schooling levels and the lack of an inclusive educational
model in higher education also limit employment opportun-
ities. In addition, poverty restricts access to diagnosis, treat-
ment, and essential resources, perpetuating a cycle of
vulnerability and exclusion (Tufifio Gémez and Escalante
Ferrer, 2023).

Factors Contributing to Low Employment in Neurodivergent
Individuals. For Ali et al. (2022), unconscious biases of
hiring managers, systemic biases in recruitment and selec-
tion processes, and exaggerated perceptions about high
adaptation costs are the main factors contributing to the
low employability of neurodivergent individuals.

In contrast, Davies et al. (2023) argue that there are dif-
ficulties in finding suitable employment due to limited
social networks and job descriptions that prioritize generic
skills over specific competencies, which may discourage
them from applying. Also, the initial job application can
be challenging due to a lack of previous job opportunities
and the inability of automated systems to consider their
individual experiences. Job interviews represent another
significant hurdle, as autistic individuals may have pro-
blems with communication and impression management
and might require more time to process information. They
also face practical barriers, such as anxiety about changing
their routine and sensitivity to sensory stimuli during inter-
views. Interviewers’ lack of understanding of autism and
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Table 5. Research Instruments Used.

No

Author and Year

Objective

Instrument

Aguilera-Rodriguez et al.
(2024)

Al et al. (2022)

Allen et al. (2023)

Branicki et al. (2024)

Coffey and Lovegrove
(2023)

Das et al. (2021)

Davies et al. (2023)

Garrison et al. (2023)

Gottardello and Steffan
(2024)

Loiacono and Ren (2018)

Mallory (2024)

Mellifont (2019)

Mellifont (2020)

Pryke-Hobbes et al. (2023)

Identify resources, needs, and challenges related to
transitioning to the world of work according to
reports from neurodiverse psychology majors and
alumni with neurodiverse conditions.

Understand how neurodiversity in the retail workplace is
linked to advantages and obstacles, analyzing them
using theoretical approaches that explore diversity,
stigma and intergroup interactions.

Investigate barriers to employment and how they are
intensified when it comes to being a neurodivergent
veteran (NDV).

Analyze the impact of neurodivergence on various
employment outcomes, such as employment status,
underemployment, job instability, job tenure and
hourly wages.

To examine a pilot Career Development Learning (CDL)
program, grounded in the principles of social
constructivism and the Students as Partners (SaP)
approach, that was designed to provide
neurodivergent college students with the skills and
knowledge necessary to develop meaningful careers
and job opportunities.

Analyze home-based work placements for
neurodivergent professionals with autism spectrum
disorder, attention deficit hyperactivity disorder,
learning disabilities (such as dyslexia), and psychosocial
disabilities (such as anxiety and depression).

To define the experiences of autistic people in
recruitment processes in the UK and compare these
with those of non-autistic neurodivergent people and
neurotypical people.

Assess the feasibility of data annotation work for
neurodivergent workers.

Examining the complex relationship between menopause
and neurodivergence in the workplace.

To describe the experiences of two large high-tech
companies in developing a neurodiverse workforce.

Examining the views of caregivers in Thailand who
prepare neurodivergent individuals for integration into
the labor market.

To determine the existence of a significant relationship
between type of disability (physical or psychiatric) and
long-term employment, as well as to identify
evidence-based measures that can improve long-term
employment for neurodiverse clients of disability
employment services (DES).

Ciritically investigate how specialized and general mental
health promotion guidelines can help prevent or
address workplace bullying toward diverse employes in
the mental health industry.

To compare the experiences of mask use in the
workplace among autistic, non-autistic
neurodivergent, and neurotypical adults to identify
experiences unique to each group and to determine
how mask use in the workplace differs from use in
other settings.

Interviews

Online survey

Self-administered survey and
semi-structured interviews

Statistical analysis of the Labor Force
Survey (LFS) (Office for National
Statistics, 2022)

Workshops

Semi-structured interviews

Diverse Minds Survey

Semi-structured interviews and surveys
Semi-structured interviews
Analysis of websites, Twitter and

interviews
Focus group and interviews

Chi-Square analysis and bibliographic
search

Case Study

Diverse Minds Survey

(continued)
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Table 5. Continued.

N°  Author and Year Objective

Instrument

15 Szulc (2024)

To investigate the particularity of the relationship
between neurodivergent employes and their

Semi-structured interviews and
unstructured focus groups

neurotypical leaders, using the leader-member
exchange (LMX) theory approach.

16  Szulc etal. (2021)

Understand how neurominorities experience remote

Semi-structured interviews

work during crises and what implications this has for
Human Resources (HR) professionals.

17  Tufifo Gomez and
Escalante Ferrer (2023)

Propose an addition to the law that warrants
neurodivergent persons, who are entitled to decent

Documentary file

employment, the protection of their rights to health,
an adequate standard of living and nondiscrimination.

18  Walkowiak (2021)

Examine how digital transformations, autistic workers’

Interviews

skills and neurodiversity management complement
each other in the work environment.

the specific needs of autistic candidates can compound
these challenges.

From another perspective, employer attitudes and unpre-
paredness regarding disability issues significantly hinder
neurodivergent individuals’ employability. Emphasis on
adaptability and teamwork, combined with conventional
hiring practices, often excludes them. Interviews, challen-
ging due to socio-cognitive barriers, highlight this gap.
Educational institutions should support graduates by
addressing discriminatory hiring practices (Coffey and
Lovegrove, 2023).

Beyond systemic barriers in hiring, neurodivergent indi-
viduals may also underestimate their own skills, discour-
aging them from applying for suitable jobs. A key
question arises: is the main challenge the hiring process,
with its structured interviews and social expectations, or
is it job performance and retention? While interviews can
be difficult due to biases and unstructured communication,
workplace adaptation and long-term retention also pose
challenges due to limited support and rigid environments.
A truly inclusive approach must address both entry into
employment and sustained success in the workplace.

Stigma and Masking of Neurodivergent Characteristics in the
Work Context. Stigma theory is central to the study of diver-
sity in the workplace because it analyzes how negative con-
notations associated with certain characteristics can
discredit a person’s social identity. These connotations are
generally based on pervasive stereotypes present in
society, yet often inaccurate. Stigma thus impacts how
employes perceive and interact with stigmatized indivi-
duals, which can result in conscious discrimination or
unconscious bias (Ali et al., 2022).

In line with the above, Pryke-Hobbes et al. (2023) state
that stigma remains a major barrier to gainful employment,
even though employers and employes recognize the

positive qualities of autistic people at work, such as reliabil-
ity and creativity. Consider that more than half of autistic
employes have experienced some form of discrimination,
which explains why many people are afraid to disclose
their diagnosis. Additionally, differences in the communi-
cation style of autistic people contribute to stigma and
hinder social relationships in the work environment.

As during the hiring process, stigma may arise from self-
disclosure or observation by other employes. Branicki et al.
(2024) argue that neurodivergent individuals are often stig-
matized and stereotyped in the workplace, where what is
routine for neurotypicals can be particularly challenging
for them. For example, autistics may be seen as rude
because of their atypical use of affective expressions,
which can lead them to become socially isolated and there-
fore negatively impact their job satisfaction. Consequently,
neurodivergent individuals must hide their condition
because of these stereotypical beliefs.

According to Allen et al. (2023), this process of hiding is
called masking. This refers to how neurodivergent indivi-
duals hide their natural characteristics to adapt to more
acceptable social norms. Some resilient individuals
choose masking to cope with the social environment,
although this strategy may involve forgoing reasonable
adjustments and have personal costs.

Although common in the work environment, neurodiver-
gence masking can be mentally taxing and, over time,
impair individuals’ mental and physical health, causing dis-
comfort, stress, and burnout (Gottardello and Steffan, 2024,
Pryke-Hobbes et al., 2023).

Harassment of Neurodivergent Employees in the Workplace.

According to Mellifont (2020), workplace bullying includes
covert actions like rumors and unfair criticism, as well as
physical or verbal abuse, often involving repeated patterns
aimed at controlling vulnerable individuals. This behavior
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harms victims’ mental health, causing stress, anxiety, and
depression, and undermines job performance and morale.
Group bullying, or mobbing, can also damage both indivi-
duals and organizations. Companies should address these
issues by implementing mental health plans that support
neurodivergent and neurotypical employes, fostering an
inclusive and respectful work environment that prevents
harassment.

Another suggested strategy to mitigate workplace mis-
treatment of neurodivergent individuals is the use of inter-
group contact theory, although its specific efficacy in this
context requires further empirical validation. This theory
states that interaction between members of different
groups can decrease differences and improve relationships.
Empirical studies have supported this hypothesis, showing
that contact increases knowledge and empathy and
reduces anxiety. The theory has expanded to include
virtual, vicarious, and imaginary forms of contact, although
it originally focused on face-to-face interactions. This sug-
gests that while structured efforts to create inclusive envir-
onments can enhance understanding and reduce bias,
meaningful progress can still occur in less-than-ideal condi-
tions. Even informal interactions, exposure through media,
or shared virtual spaces may contribute to breaking down
stereotypes and fostering more inclusive workplaces (Ali
et al., 2022).

Impact of Employment on the Wellbeing of Neurodivergent
Individuals. The importance of economic inclusion for
people with mental diversity should not be underestimated,
as integrating them into the labor market has a profound
impact on their overall well-being. Employment not only
improves their physical and mental health, but also contri-
butes to greater security and quality of life. For neurodiver-
gent adults, work offers a sense of purpose that is crucial to
their personal well-being and professional development
(Mellifont, 2019; Pryke-Hobbes et al., 2023).

Consequently, to ensure the well-being of neurodiver-
gent individuals, their work experiences must be influenced
by a variety of factors. These include organizational charac-
teristics such as policies, practices, type of work, norms,
and values, as well as individual characteristics of both indi-
viduals with disabilities and of their supervisors and cowor-
kers. Furthermore, environmental characteristics, such as
current legislation, also impact those experiences by
shaping workplace policies, accessibility standards, and
legal protections against discrimination. Laws that
mandate reasonable accommodations, inclusive hiring prac-
tices, and anti-harassment measures can foster more equit-
able work environments. Conversely, inadequate or
poorly enforced regulations may leave neurodivergent
employes vulnerable to exclusion, bias, or a lack of neces-
sary support (Branicki et al., 2024).

Adaptations, Policies and Practices of the Business
Sector Towards Neurodivergent People

Inclusive Leadership. According to Szulc (2024), leadership
is defined as a social process of influence in the context
of an interaction between two or more people. Leaders
play a crucial role in fostering inclusive work environments,
which directly impact employes’ work experiences and
overall well-being. An inclusive leader not only sets the
tone for workplace culture but also ensures that policies
and practices support diversity, equity, and accessibility.
In addition, leaders should have neurodivergence aware-
ness, i.e. an understanding of how neurodivergent indivi-
duals experience the workplace and what support they
may require. Because neurodivergent conditions are often
invisible and not always disclosed due to fear of stigma,
supervisors play a key role in recognizing and addressing
potential barriers. Through access to confidential informa-
tion and diversity training programs, leaders can implement
reasonable accommodations, advocate for flexible work
arrangements, and promote open communication that
fosters psychological safety (Ali et al., 2022).

Role of the HR Area in the Inclusion of Neurodivergent
Employees. Szulc et al. (2021) asserts that, the evolution
of work and employment was already changing before the
COVID-19 crisis due to technical disruption, demographic
changes, and increased diversity, which increased the role
of human resources. This transformation was accelerated
by the pandemic, which emphasized the importance of
HR adapting to current changes to address inequalities
and foster a more humanistic perspective that focuses on
respect for diversity and individual needs.

In this regard, Ali et al. (2022) argues that implementing
neurodiversity practices can help organizations better
understand neurodivergent conditions and reduce exclusion
and discrimination. These practices disseminate accurate
information and demonstrate the value of neurodivergent
employes and help fight stigma. In addition, awareness
campaigns and actions aimed at eliminating mistreatment
have been shown to be effective in reducing prejudice
and improving perceptions towards neurodivergent indivi-
duals, which benefits the organization.

Therefore, to employ a neurodivergent workforce, it is
important for companies to create an inclusive environment
that accommodates neurodivergent workers. Thus, seven
key elements are identified to integrate neurodiversity in
the workplace: collaborate with neurodiversity experts,
design non-stereotypical recruitment processes, train
employes and employers, customize the supervisory eco-
system, manage the career path, and develop methods to
scale and integrate the program (Walkowiak, 2021).

However, these elements are general guidelines that
should be adapted to each sector. Thus, the emphasis in
this review is on remote work and the IT sector because
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these areas have been studied more extensively in relation
to neurodivergent employment strategies.

Remote Work for Neurodivergent People. Branicki et al.
(2024) highlight how organizational policies and practices,
such as flexible work schedules and configurations, are
essential to the inclusion and success of employes with dis-
abilities, including neurodivergent employes. These accom-
modations help balance responsibilities and enhance work
participation without the need for stigmatizing disclosures,
especially benefiting those who face specific challenges in
the work environment.

One of these practices to be considered by organizations
is remote work. Das et al. (2021) indicate that remote work,
also known as telecommuting, involves using telecommuni-
cations technologies to work outside a conventional office.
The advantages of this model include greater flexibility and
better work-life balance. However, it also presents chal-
lenges, such as the tendency to work longer hours to dem-
onstrate dedication and a decrease in social interactions,
which can make the individual feel lonelier. Still, many
employers are reluctant to offer remote work to people
with disabilities because of liability and performance
issues, despite the benefits, such as avoiding commuting
and accommodating schedules.

With regard to neurodivergent individuals, telework is
often considered a useful solution because it can alleviate
cognitive load and avoid crowded work environments.
Also, telework may offer neurodivergent individuals a
more suitable work environment, reducing noise and the
challenges of commuting. However, it has been shown
that working from home can limit the type of tasks as
well as opportunities for interaction and social development
for people with disabilities (Branicki et al., 2024).

Neurodivergence in the IT Sector. The management of neuro-
divergence has been particularly focused on the IT industry,
where skill shortages are a frequent problem due to rapid
technological advancement. This situation encourages the
adoption of initiatives to integrate neurodivergence into
the industry. However, some experts suggest that the
skills shortage is not an external phenomenon, but is
instead caused by the companies themselves, as they fail
to provide adequate training and are biased in their selection
processes (Walkowiak, 2021).

For Loiacono and Ren (2018), neurodivergent people
bring useful skills to high-tech environments. They often
excel in skills such as concentration, creativity, logical
and visual thinking, and problem solving from different
points of view. For instance, people with ADHD are par-
ticularly creative, while people with dyslexia are excellent
in spatial reasoning and dynamic situations. In fields such
as programming and cybersecurity, where innovation and
creative problem solving are essential, these skills are par-
ticularly useful (Walkowiak, 2021).

In light of these important skills, employment opportun-
ities for neurodivergent workers emerge, such as work on
digital platforms or crowd work. This type of work,
which often involves data annotation tasks, allows
employes to work remotely and select the tasks they wish
to perform (Walkowiak, 2021). In these types of tasks,
the strengths of neurodivergent workers, such as attention
to detail, memory, and information processing, may be par-
ticularly useful. However, studies have discovered legitim-
ate concerns about underpayment and lack of interaction on
these platforms. Many workers earn less than minimum
wage and have difficulty finding and completing the tasks
they need to do. So, although these platforms may contrib-
ute to lowering unemployment for the neurodivergent popu-
lation, it is necessary to improve working conditions and
adapt digital environments to their demands (Garrison
et al., 2023).

Discussion

A review of the literature on the interactions between neu-
rodivergent individuals and the world of work has yielded
significant findings that provide a comprehensive view of
the problem. The analysis of existing studies reveals that
there is a clear understanding that adaptations and personal-
ization in the work environment are crucial to improving
outcomes for neurodivergent employes. Several studies,
including Branicki et al. (2024), Das et al. (2021),
Garrison et al. (2023), Szulc (2024), Szulc et al. (2021)
and Walkowiak (2021), highlight that flexibility, task cus-
tomization and remote work can reduce barriers and
improve work performance. This is in line with the theory
of value in diversity and universal design, which support
inclusive environments that consider diverse needs (Ali et
al., 2022).

Another point of consensus is the negative impact of
stigma and masking on the work experience of neurodiver-
gent workers. According to Ali et al. (2022), Davies et al.
(2023), Mallory (2024), and Pryke-Hobbes et al. (2023),
neurodivergent-related stigma can lead to a hostile work
environment and the need to hide skills and behaviors to
avoid discrimination, often resulting in significant emo-
tional exhaustion. Masking has been linked to decreased
job satisfaction and overall well-being. This finding high-
lights the need for cultural and organizational changes to
create a more welcoming and inclusive work environment.

Despite these similarities, the literature presents notable
disagreements that confirm the complex nature of the
subject. The most significant discrepancy is found in the
definition of both neurodivergence and neurodiversity.
These terms have been erroneously used as synonyms.
Studies such as those by Aguilera-Rodriguez et al. (2024),
Loiacono and Ren (2018), Mellifont (2019), Tufifio
Gomez and Escalante Ferrer (2023) and Walkowiak
(2021), refer to a concept of neurodiversity that would
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rather fit within the definition of neurodivergence. Also
noteworthy is the introduction of a new term, neuromin-
ories, used by Szulc et al. (2021).

Among other differences, there are differences in the
effectiveness of the suggested solutions and modifications.
For example, some studies, such as Garrison et al. (2023)
and Walkowiak (2021), highlight the effectiveness of
certain adaptations such as remote work and crowd work,
while others, such as Mallory (2024) and Mellifont
(2020), find that legal, cultural, and social barriers may
limit the impact of these adaptations in particular contexts.
This variability demonstrates that adaptations may be
highly dependent on the cultural and organizational envir-
onment, while at the same time necessitating specific regu-
lation for neurodivergent individuals, and fostering their
inclusion and respect in society, recruitment processes, neu-
rotypical managers and employes (Allen et al., 2023;
Loiacono and Ren, 2018; Mellifont, 2019; Tufinio Gémez
and Escalante Ferrer, 2023).

Despite the topics covered in the selected articles, there
are several other areas that require attention. First, there is
a need to examine the existence and effectiveness of gov-
ernment employability policies on neurodivergent people,
as they mostly focus on people with disabilities or, exclu-
sively, on autistic people. Second, it is critical to address
the lack of data on the work experience of neurodivergent
people in other industries, as part of the studies reviewed
focused on highlighting the strengths of neurodivergent
workers in the technology sector. Third, one of the least dis-
cussed aspects of the neurodivergence and employment lit-
erature is the process by which employers identify
neurodivergent candidates in hiring. In most countries, dis-
closure of neurodivergence is entirely up to the candidate,
as legal frameworks prevent employers from asking direct
questions about medical or cognitive conditions during
the screening process. However, it cannot be concluded
that recruiters infer based on the candidate’s behavior or it
is the candidates themselves who make this information
known.

Regarding the limitations found, we may begin by men-
tioning that the results of the studies reviewed may be
affected by the organizational and cultural diversity that
surrounds them. In addition, most of the studies focus on
short-term interventions, which limits the understanding
of long-term effects. These limitations highlight the import-
ance of additional research to improve understanding of the
interaction between neurodivergent individuals and the
world of work.

Conclusions

It is clear that social and structural barriers hinder the inter-
action of neurodivergent individuals with the workplace.
Studies show that lack of awareness and the presence of
stigma remain significant obstacles, despite organizational

accommodations and policies to promote inclusion.
Reasonable accommodation and job integration methods
have been shown to be effective in some cases; however,
inconsistent application and variability in the support pro-
vided often limit their impact.

In contrast, this study confirms that best practices and
strategies for workplace inclusion of neurodivergent indivi-
duals can benefit both employers and employes. Diversity
and innovation in the workplace can increase with effective
implementation of inclusive policies and appropriate aware-
ness. However, to move forward, it is critical to overcome
the barriers that have been identified and to promote a
more inclusive environment that accommodates the specific
needs of neurodivergent individuals. Current evidence indi-
cates that the relationship of neurodivergent people to the
workplace can be significantly improved with a combin-
ation of thoughtful policies, inclusive practices, and
ongoing support.

While this review highlights the role of workplace pol-
icies and leadership in fostering inclusion, it is also essential
to recognize the importance of self-determination among
neurodiverse individuals. Equal access to employment is a
shared responsibility, requiring not only organizational
adjustments, but also initiatives that empower neurodiverse
employes to navigate the workplace with confidence.
Developing strategies for self-advocacy, career readiness,
and professional growth is a crucial complement to inclu-
sive workplace practices. Thus, further research could
explore how training programs, mentoring, and peer
support networks contribute to improving the self-
determination and long-term career success of neurodiver-
gent individuals.

We also recommend additional studies that address the
gaps identified in the current literature. It is crucial to
conduct long-term research that investigates the experi-
ences of neurodivergent individuals throughout their
career trajectories, from job preparation to retention and
development in the work environment. In addition, case
studies that analyze the effectiveness of various inclusion
policies and practices in a variety of sectors and regions
should be encouraged. Later, the need for future research
comparing the relative impact of interview difficulties
versus challenges on job performance and retention arises.
Understanding which of these factors represents a greater
obstacle would allow the development of more effective
strategies for the inclusion of neurodivergent individuals
in the labor market. Finally, we urge the scientific commu-
nity to reach a consensus on the definitions of the terms neu-
rodivergence and neurodiversity, thus avoiding their
interchangeable use and ensuing confusion and harm to
the promotion of neurodivergent individuals.
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