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Abstract 

         This article explores the evolving concept of neurodiversity and its integration into 

human capital management. It examines the importance of neurodiversity for 

organizational success, highlighting how businesses can harness the strengths of 

neurodivergent employees through inclusive recruitment processes, tailored work 

environments, and personalized career paths. The article also presents a review of current 

literature on neurodiversity in the workplace and provides case studies of organizations 

that have successfully implemented neurodiversity initiatives. Insights from these case 

studies offer practical solutions for fostering a supportive and innovative environment that 

benefits both neurodivergent employees and the organization as a whole. Finally, the 

article concludes with recommendations for future research directions and the long-term 

implications of neurodiversity inclusion for business performance. 
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Introduction   

The concept of neurodiversity has evolved from being viewed primarily through a 

medical lens - focusing on disorders and disabilities - to a more inclusive perspective that 

recognizes neurodivergent individuals' unique talents and contributions. Neurodiversity 
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refers to the natural variation in the human brain and its functioning, encompassing 

conditions such as autism spectrum disorder, ADHD, dyslexia, and other cognitive 

differences. As organizations become more aware of the importance of inclusivity, the 

focus on neurodiversity in human capital management has gained traction. 

Neurodiversity is a term that, fortunately for a significant portion of society, has 

been evolving over the years. The transition from a medical approach - viewing 

neurodivergence through the lens of illness and disability - to the perspective presented 

by Judy Singer and Harvey Blume, which frames neurodiversity as natural variations in 

human brain functioning, remains fluid due to ongoing research advancements in this 

field (Singer, 1998). 

In a world where awareness of human resource diversity is growing, companies are 

increasingly compelled to adopt innovative management methods that accommodate the 

unique needs of neurodivergent employees. The scale of the phenomenon is underscored 

by estimates that neurodivergent individuals may constitute as much as 20% of the 

population (Doyle, 2020). 

Neurodiversity, representing the natural spectrum of cognitive functioning, offers a 

largely untapped source of talent that can enhance organizational resilience. Neurodiverse 

individuals often bring unique skills such as attention to detail, pattern recognition, and 

creativity, which are especially valuable in fields requiring precision, analysis, and 

innovation (Austin & Pisano, 2017). 

This article does not aim to precisely establish the origins of the concept, as, 

according to some sources, it may be inherently ambiguous (Rollnik-Sadowska & 

Grabińska, 2024). However, a review of the literature highlights a significant research gap 

in the intersection of neurodiversity and human capital management. The lack of studies 

connecting these areas hinders the development of support systems that fully address the 

needs of neurodivergent employees. Future research should aim to increase employment 

rates among neurodivergent individuals, reduce turnover, and ultimately help build 

innovative and stable organizations with a positive public image (Jefferies & Ahmed, 2022; 

Whelpley & Perrault, 2021). 
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The evolving understanding of neurodiversity in the workplace raises several 

critical questions: How can organizations create inclusive work environments that 

leverage neurodivergent employees' strengths? What best practices have proven effective 

in integrating neurodiversity into human capital strategies? How can businesses adjust 

recruitment, training, and career development processes to accommodate neurodivergent 

talent while maximizing their potential? 

This article aims to explore these questions by reviewing the literature on 

neurodiversity, presenting case studies of companies implementing neurodiversity 

initiatives, and offering recommendations for future research and practice in this area. 

Literature Review   

The concept of neurodiversity has evolved significantly since its introduction in 

the late 1990s by Judy Singer and Harvey Blume. Initially rooted in advocacy for 

individuals with autism, the term has since broadened to encompass a range of 

neurological variations, including ADHD, dyslexia, dyspraxia, and others. This evolution 

reflects a shift from the medical model, which views neurodivergent traits as deficits or 

disorders, to a more inclusive framework that recognizes them as natural variations in 

human cognition and behavior (Singer, 1998; Blume, 1998). 

The application of neurodiversity to human capital management has gained 

traction in recent years. Doyle (2020) underscores that neurodivergent individuals may 

constitute up to 20% of the population, representing a significant and underutilized talent 

pool. Research has shown that inclusive employment practices not only benefit 

neurodivergent individuals but also enhance organizational outcomes. For instance, 

Krzeminska  et al. (2019) highlight that neurodiverse teams tend to exhibit higher 

creativity, problem-solving skills, and productivity levels compared to neurotypical teams. 

Neurodiversity management supports digital transformation by bridging the digital 

skills gap, shaping artificial intelligence algorithms, and driving innovation. Importantly, 

it also establishes an inclusive approach that helps counteract inequalities linked to digital 

transformation (Walkowiak, 2021). 
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On the other hand, the study of Pasarín-Lavín et al. (2024) examined Executive 

Functions (EF) and Creativity in neurodivergent students, including those with ADHD, 

Dyslexia, Intellectual Disability (ID), and Giftedness, and neurotypical peers. Among 181 

secondary school students, Creativity was assessed using the PIC-J test for verbal and 

figural divergent thinking, while EF was evaluated with Nesplora Ice-Cream, a virtual 

reality tool measuring flexibility, working memory, and inhibition. Results revealed 

significant differences in Verbal Creativity: ADHD students excelled in Originality, while 

ID students scored lowest. No significant differences appeared in Figural Creativity, 

though ADHD students scored lowest in Elaboration, and Dyslexic students showed high 

Figural Originality. For EF, ID students struggled with Flexibility, while Gifted students 

excelled in Working Memory. ADHD students displayed no notable EF difficulties. These 

findings underscore the need for personalized interventions that leverage neurodivergent 

students' strengths while addressing their specific challenges. 

Furthermore, it is estimated that up to 17% of the US workforce may be 

neuroatypical, referring to individuals whose neurological functioning falls at the 

extremes of the natural variation in human brain activity. Despite a history of 

underemployment and unemployment, the inclusion of neuroatypical individuals in the 

modern workplace, and the promotion of neurodiversity within organizations, is 

increasingly being recognized by both scholars and businesses as a crucial aspect of 

organizational diversity (LeFevre-Levy et al., 2023). 

Despite these advantages, barriers to workplace inclusion persist. A lack of 

awareness, rigid recruitment processes, and insufficient workplace accommodations often 

prevent organizations from fully integrating neurodivergent talent. As Rollnik-Sadowska 

and Grabińska (2024) note, the absence of systematic approaches to managing 

neurodiversity hinders efforts to create equitable workplaces.   

The growing emphasis on Diversity, Equity, and Inclusion (DE&I) provides a 

framework for integrating neurodiversity into organizational practices. Deloitte (2023) 

identifies three key areas for improvement: 
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1. Recruitment processes - Adapting job descriptions and interviews to better 

evaluate neurodivergent candidates' skills.   

2. Workplace accommodations - Creating environments that cater to diverse needs, 

such as quiet spaces, flexible schedules, and mentorship programs.   

3. Career development - Offering tailored career pathways that align with 

individual strengths and aspirations.   

Increasing knowledge about neurodiversity is changing the approach to team 

management, emphasizing inclusivity, adapting the work environment, and implementing 

personalized support methods. This approach not only enhances employee satisfaction and 

engagement but also contributes to increased creativity and innovation within the 

organization. Research findings suggest that neurodiverse teams are 30% more productive 

and creative than other teams (Hayashibara et al., 2023). Moreover, integrating a 

neurodiverse workforce not only improves operational efficiency but also strengthens the 

organization’s reputation (Jefferies & Ahmed, 2022; Whelpley & Perrault, 2021). 

In light of growing awareness of the diversity in the functioning of human brains, 

and consequently, the specific skills and unique traits of neurodivergent individuals, it is 

necessary to adopt a flexible approach and systematically implement policies that promote 

the inclusion of their talents and support their development. This is especially important 

in the context of an aging population in Europe (Honeybourne, 2019) and the increasing 

number of people with neurodivergent traits. Moreover, employees who are no longer at 

the peak of their working age introduce the additional necessity of managing 

intergenerational neurodiversity, which is a separate issue to be considered. 

Currently, many companies and organizations understand the concept of DE&I 

(Diversity, Equity, and Inclusion) as it relates to neurodivergent individuals. Examples of 

companies implementing these principles include: 

- EY by adapting working conditions to the needs of neurodivergent individuals 

during the pilot implementation of the EY Neurodiversity Center of Excellence (EY, 

2021). 
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- Deloitte by creating an inclusive work environment based on respect, as well as 

programs aimed at raising social awareness and providing coaching and educational 

support (9). 

- Microsoft through the Microsoft Neurodiversity Hiring Program, providing 

training and career support (10). 

Through these initiatives, companies also build their positive reputation as 

organizations that not only adapt to global trends but also actively contribute to creating a 

diverse and accepting work environment. 

Studies on neurodiversity inclusion help identify and understand the needs of 

individuals with various unique perspectives and skills. The way neuroatypical people 

function can vary significantly across groups and include professional aspects such as: 

- Work style and problem-solving approaches; 

- Relationships with other employees; 

- Handling work under time pressure; 

- Creativity and many others. 

Research Method 

The research method involved a case study analysis of three companies: Microsoft, 

Deloitte, and EY - focusing on their approaches to neurodiversity management. This 

method allowed for an in-depth exploration of each organization's strategies, challenges, 

and outcomes related to integrating neurodivergent employees into their workforce.  

The study compared the findings from the three cases to identify shared practices, 

innovative approaches, and challenges specific to each organization. This comparative 

analysis enabled a deeper understanding of how diverse approaches can lead to similar 

outcomes, such as improved employee engagement, higher retention rates, and enhanced 

innovation. 

Case Studies of Microsoft, Deloitte, and EY (Ernst & Young) 
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The integration of neurodiversity into workplace practices has seen growing 

interest from companies across various sectors, including technology, consulting, and 

professional services. The case studies from companies like Microsoft, EY, and Deloitte 

demonstrate how embracing neurodiversity can lead to tangible benefits in terms of 

employee engagement, retention, and overall organizational performance. By adapting 

recruitment processes, offering personalized support, and fostering an inclusive work 

environment, these organizations have created models for others to follow. The following 

sections provide a deeper dive into how these companies have implemented 

neurodiversity strategies successfully. 

1. Case Study 1: Microsoft 

Microsoft’s Neurodiversity Hiring Program has been a pioneering initiative aimed 

at fostering inclusivity and improving the representation of neurodivergent individuals in 

the workforce. The program recognizes the unique skills that neurodivergent employees, 

such as those on the autism spectrum or with ADHD, can bring to the workplace, 

including problem-solving, attention to detail, and innovative thinking. 

The company has tailored its recruitment processes to better suit neurodivergent 

candidates. This includes offering extended interview times to allow candidates to feel 

comfortable and demonstrate their skills more effectively, as well as providing 

accommodations such as quiet spaces for interviews. Moreover, Microsoft ensures that 

neurodivergent candidates receive adequate support during their probation period, 

including job coaches who assist with the transition into the workplace. 

One of the most significant outcomes of this initiative has been the improvement 

in retention rates among neurodivergent employees. Microsoft has found that by creating 

an environment that emphasizes flexibility and inclusivity, employees are more likely to 

remain with the company long-term. The organization has also reported enhanced 

organizational performance, particularly in innovation-driven departments, thanks to the 

diverse perspectives and skills that neurodivergent employees bring to the table 

(Microsoft, 2022). 
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2.  Case Study 2: Deloitte 

Deloitte’s approach to neurodiversity is focused on creating an inclusive and 

supportive workplace that allows neurodivergent employees to thrive. One key aspect of 

Deloitte’s neurodiversity strategy is its emphasis on raising awareness and fostering 

understanding among all employees. The company has implemented extensive training 

programs designed to educate staff on neurodiversity and how to work effectively with 

colleagues who have different cognitive abilities. This cultural shift is designed to combat 

stereotypes and promote empathy and inclusiveness within teams. 

In terms of practical adjustments, Deloitte has introduced a range of 

accommodations for neurodivergent employees. For example, the company has created 

customized office spaces that cater to sensory sensitivities, such as quiet zones or spaces 

with adjustable lighting and provides flexible work arrangements to accommodate 

individual needs. In addition, Deloitte has set up mentorship programs to support 

neurodivergent employees in their career growth and development. 

These initiatives have had a significant impact on employee satisfaction and 

engagement. Deloitte has reported that neurodivergent employees feel more supported 

and valued, which translates into higher levels of productivity and reduced turnover. By 

investing in the neurodivergent workforce, Deloitte not only enhances its social 

responsibility efforts but also creates a more dynamic and innovative workplace (Deloitte, 

2023). 

3. Case Study 3: EY (Ernst & Young) 

EY has established the Neurodiversity Center of Excellence to support 

neurodivergent employees and further the company’s commitment to inclusivity. The 

center serves as a resource for both neurodivergent employees and the organization at 

large, offering specialized support throughout the recruitment process and during 

employment. This includes adjusting traditional interview formats to suit neurodivergent 

candidates’ needs, such as allowing for additional time and using alternative methods to 

assess candidates' skills, such as practical tasks or written assignments. 
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EY has also implemented longer trial periods for new hires, giving neurodivergent 

employees the time and space they need to acclimate to their roles and demonstrate their 

capabilities. Beyond recruitment, EY provides personalized career development 

opportunities tailored to each employee's strengths and needs. For example, employees 

may be matched with mentors or assigned roles that align with their talents and 

preferences, whether they are in analytical, technical, or creative domains. 

The Neurodiversity Center of Excellence at EY has proven effective in reducing 

turnover rates, with many neurodivergent employees reporting higher levels of 

engagement and job satisfaction. Additionally, EY has found that these employees 

contribute significantly to innovation and problem-solving in the workplace. As a result, 

the company has been able to build a more inclusive, diverse, and innovative workforce, 

which in turn enhances organizational performance and culture (EY, 2021). 

Table 1 presents a comparative analysis of the neurodiversity initiatives 

implemented by Microsoft, Deloitte, and EY. The table highlights key strategies, practices, 

and outcomes in relation to neurodivergent employees within each organization. 

Table 1.  A comparative analysis of the neurodiversity initiatives implemented by 

Microsoft, Deloitte, and EY (Ernst & Young). 

Aspect Microsoft Deloitte EY (Ernst & Young) 

Program Name Neurodiversity Hiring 

Program 

Neurodiversity Inclusion 

Programs 

Neurodiversity Center of 

Excellence 

Recruitment 

Process 

Adjustments 

Extended interview times, 

support during 

probationary period 

Customized interview 

formats, flexible work 

arrangements 

Adjusted interview formats, 

extended trial periods 

Workplace 

Adjustments 

Quiet spaces, personalized 

accommodations, tailored 

workstations 

Sensory-friendly office 

spaces, flexible work 

hours, customized office 

setups 

Sensory-friendly 

environments, personalized 

accommodations 

Employee 

Support 

Programs 

Job coaches, personalized 

support during onboarding 

and probation 

Mentorship programs, 

flexible schedules, 

awareness training 

Personalized career paths, 

mentoring, and training 

support 

Training and 

Awareness 

Focus on training 

interviewers and managers 

for inclusivity 

Extensive company-wide 

education on 

neurodiversity 

Continuous education on 

neurodiversity for all 

employees 

Retention 

Strategies 

Support during probation, 

inclusive workplace culture 

Mentorship and career 

development for 

neurodivergent 

employees 

Personalized career paths to 

suit individual strengths 

Cultural 

Initiatives 

Inclusivity-driven culture 

with ongoing employee 

Building empathy 

through awareness 

Focus on fostering inclusivity 

and reducing stigma 
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support programs, inclusive team 

culture 

Outcomes Improved retention, higher 

organizational performance, 

innovation 

Higher employee 

satisfaction, reduced 

turnover, more diverse 

teams 

Increased employee 

engagement, innovation, and 

reduced turnover 

Unique 

Contributions 

The Neurodiversity Hiring 

Program is a highly 

structured initiative to 

bring in neurodivergent 

talent 

Deloitte's focus on 

educating all employees 

on neurodiversity to 

foster empathy and 

understanding 

The Neurodiversity Center of 

Excellence provides a 

dedicated resource for both 

recruitment and employee 

support 

Overall Impact Enhanced job satisfaction, 

creativity, and 

organizational performance 

Higher productivity, 

better team dynamics, 

improved employee well-

being 

Increased diversity, 

innovation, and employee 

retention 

Source: Own elaboration. 

By comparing these companies, it can be observe that successful neurodiversity 

programs require tailored approaches that suit the unique needs of neurodivergent 

individuals and align with the company’s broader organizational goals. Table 2 presents 

key insights from the comparative analysis. 

Table 2. Key insights according to the comparative analysis. 
Key insight Desription 

Recruitment process adjustments All three companies emphasize adjusting the recruitment process to be 

more inclusive of neurodivergent candidates. However, Microsoft and 

EY place a heavier focus on extending the probationary period to give 

employees more time to settle into their roles. 

Workplace adjustments Deloitte and EY offer similar adjustments such as sensory-friendly 

office spaces and flexible working arrangements, whereas Microsoft 

focuses on quiet spaces and personalized accommodations to help 

neurodivergent employees thrive. 

Employee support Deloitte and EY go beyond the recruitment phase, offering extensive 

mentorship programs and personalized career paths, which contribute 

to higher employee retention and job satisfaction. Microsoft also 

provides support, but with a stronger emphasis on job coaches and 

probationary support. 

Cultural initiatives While all three companies work on creating a culture of inclusion, 

Deloitte stands out for its extensive employee-wide education 

programs aimed at raising awareness and fostering empathy within the 

organization. 

Outcomes and impact Each company has seen positive results from their neurodiversity 

programs, with significant improvements in employee satisfaction, 

retention, and organizational performance. The specific outcomes 

vary, with Microsoft particularly noting higher levels of innovation 

and organizational performance, while EY emphasizes employee 

engagement and retention. 

Source: Own elaboration. 
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The case studies of Microsoft, Deloitte, and EY illustrate the practical benefits and 

potential of embracing neurodiversity in the workplace. These organizations have 

demonstrated that creating an inclusive environment for neurodivergent employees not 

only improves retention rates and job satisfaction but also contributes to innovation and 

enhanced organizational performance. By making small yet impactful changes to 

recruitment processes, work environments, and career development strategies, companies 

can unlock the full potential of neurodivergent employees. Moreover, these efforts have 

broader implications for the workplace as a whole, contributing to a more diverse and 

inclusive culture that fosters collaboration and creativity. 

As the understanding of neurodiversity continues to evolve, more organizations are 

likely to follow the example set by these companies, integrating neurodivergent 

individuals into their workforce and adapting practices to meet their unique needs. This 

shift toward inclusivity will be crucial in building resilient and innovative organizations 

that are better equipped to navigate the challenges of the future workplace. 

 

Conclusions   

The integration of neurodiversity into human capital management is an evolving 

process that requires continuous adaptation and learning. The case studies reviewed 

highlight the importance of improving recruitment processes, creating inclusive work 

environments, and personalizing career pathways to support neurodivergent employees. 

These efforts not only help organizations tap into the unique strengths of neurodivergent 

individuals but also contribute to improved employee engagement, productivity, and 

retention. 

However, there are several challenges that remain. Many organizations still lack 

the knowledge and understanding necessary to create fully inclusive environments for 

neurodivergent employees. Further research is needed to identify the most effective 

strategies for implementing neurodiversity in the workplace, especially in smaller 

businesses and emerging markets. 
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Future research could explore the impact of neurodiversity inclusion on 

organizational outcomes such as innovation, creativity, and financial performance. It 

could also investigate how different industries approach neurodiversity and the specific 

challenges they face in implementing inclusive practices. Additionally, research could 

focus on the intersectionality of neurodiversity with other diversity dimensions, such as 

gender, ethnicity, and age, to further understand how these factors influence workplace 

inclusion. 

References   

Austin, R. D., & Pisano, G. P. (2017). Neurodiversity as a competitive advantage. Harvard Business 

Review, 95(3), 96-103. 

Deloitte (2023). Inclusion and Neurodiversity: Moving from Awareness to Action. Deloitte 

Insights.  https://www.deloitte.com/pl/pl/about/people/social-

responsibility/neurodiversity-at-deloitte.html 

Doyle, N. (2020). Neurodiversity at work: a biopsychosocial model and the impact on working 

adults. British medical bulletin, 135(1), 108-125. 

EY (2021). Neurodiversity Center of Excellence: Enhancing Inclusion in the Workplace. Ernst & 

Young.  https://www.ey.com/pl_pl/corporate-responsibility/ey-neurodiversity-center-

of-excellence 

Hayashibara, E., Savickaite, S., & Simmons, D. (2023). Creativity and neurodiversity: Towards an 

inclusive creativity measure for autism and ADHD. 

Honeybourne, V. The Neurodiverse Workplace: An Employer’s Guide to Managing and Working with 

Neurodivergent Employees, Clients and Customers; Jessica Kingsley Publishers: London, 

UK, 2019. 

Jefferies, J.G.; Ahmed, W. Marketing Neurodiversity for Well-Being. J. Consum. Mark. 2022, 39, 

632–648 

Krzeminska, A., Austin, R. D., Bruyère, S. M., & Hedley, D. (2019). The advantages and challenges 

of neurodiversity employment in organizations. Journal of Management & Organization, 

25(4), 453-463. 

LeFevre-Levy, R., Melson-Silimon, A., Harmata, R., Hulett, A. L., & Carter, N. T. (2023). 

Neurodiversity in the workplace: Considering neuroatypicality as a form of diversity. 

Industrial and Organizational Psychology, 16(1), 1-19. 

https://www.ey.com/pl_pl/corporate-responsibility/ey-neurodiversity-center-of-excellence
https://www.ey.com/pl_pl/corporate-responsibility/ey-neurodiversity-center-of-excellence


ECONOMICS, BUSINESS AND ADMINISTRATION       ეკონომიკა , ბიზნესი და ადმინისტრირება 

 
 

28 
 

Microsoft (2022). Microsoft Neurodiversity Hiring Program. https://www.microsoft.com/en-

us/diversity/inside-microsoft/cross-disability/neurodiversityhiring 

Pasarín-Lavín, T., García, T., Abín, A., & Rodríguez, C. (2024). Neurodivergent students. A 

continuum of skills with an emphasis on creativity and executive functions. Applied 

Neuropsychology: Child, 1-13. 

Rollnik-Sadowska, E., & Grabińska, V. (2024). Managing Neurodiversity in Workplaces: A Review 

and Future Research Agenda for Sustainable Human Resource Management. 

Sustainability, 16(15), 6594. 

Singer, J. Odd People in: The Birth of Community Amongst People on the Autism Spectrum: A 

Personal Exploration of a New Social Movement Based on Neurological Diversity; 

University of Technology: Sydney, Australia, 1998. 

Walkowiak, E. (2021). Neurodiversity of the workforce and digital transformation: The case of 

inclusion of autistic workers at the workplace. Technological Forecasting and Social 

Change, 168, 120739. 

Whelpley, C.E.; Perrault, E. Autism at Work: How Internal and External Factors Influence Employee 

Outcomes and Firm Performance. J. Gen. Manag. 2021, 46, 210–219 

 

 

 

 

 

 

 

 

 

https://www.microsoft.com/en-us/diversity/inside-microsoft/cross-disability/neurodiversityhiring
https://www.microsoft.com/en-us/diversity/inside-microsoft/cross-disability/neurodiversityhiring

