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Abstract

Imagine working in an environment where your cognitive abilities are a strength rather than a limitation. Most
businesses still create jobs for "typical" brains, missing out on exceptional talent, even though 15-20% of people are
neurodivergent. This study demonstrates how

workplaces for employees with autism, ADHD, and dyslexia can be transformed by making small adjustments (such as
doing away with traditional interviews or providing

noise-cancelling headphones). With the help of 102 HR professionals and real-world case studies from Microsoft, SAP,
and JPMorgan Chase, we demonstrate that neuro-inclusive

policies are not only equitable but also reduce turnover costs and increase productivity by up to 48%. These tactics,
which go beyond sentimental diversity initiatives, support global sustainability objectives and foster work
environments where diverse perspectives coexist.

The message is unmistakable: improving environments rather than people is the key to the future of work.

Introduction:

How does one marry the two concepts of sustainability and humanity while handling an organisation’s human
resources? It is an all-too-common dilemma in the 21st-century workplace. While ESG (Environmental, Social, and
Governance) criteria seem to monopolise corporate attention, ESG neurodiversity (the incorporation of atypically
neurologically wired personnel, e.g., autism, ADHD, dyslexia) does not get the same consideration. Prevalent human
resource frameworks tailored to “neurotypical” individuals operate on the presumption that the 15-20% of the globe’s
population that is neurodivergent (Doyle 73) does not exist.

This paper proposes that neuro-inclusive human resources policies are not just social responsibilities; they are strategic
actions toward innovation for sustainability. Cognitive diversity not only enhances problem-solving, lowers turnover,
and improves hiring in

companies like SAP, Microsoft, and JPMorgan (Austin and Pisano 32), but also serves as a model to suggest
change. This study seeks to develop a model of core HR functions—from recruitment and retention to neuro-
inclusion—while furthering the United Nations

Sustainable Development Goals (SDGs), particularly SDG 8, “Decent Work and Economic Growth,” and SDG 10,
“Reduced Inequalities.”

Thesis Statement:

HR policies inclusive of neurodiversity, and the provision of sensory-friendly workspaces, non-interview-based
evaluations, and tailored mentorship programs, could transform
workplaces into sustainable ecosystems that harness cognitive diversity for long-term organisational resilience.

Literature Review:

Neurodiversity: From Pathology to Competitive Advantage Neurodiversity is a term first brought to light by Judy
Singer in 1999. She emphasised that neurologically divergent traits should not be viewed merely through a
pathological lens (Singer 64). More recent scholarship highlights neurodivergence as a source of creativity and
reinvention:

° Autistic individuals excel in pattern recognition (Baron-Cohen 112).

© 2025, ISJEM (All Rights Reserved) | www.isjem.com | Page100



2

Y1s3EmY, International Scientific Journal of Engineering and Management (ISJEM) ISSN: 2583-6129
Yo j‘,’ Special Edition: Volume: 04 ESEH - 2025 DOI: 10.55041/ISJEM.ESEH016
1{ An International Scholarly || Multidisciplinary || Open Access || Indexing in all major Database & Metadata

° ADHD correlates with hyperfocus and creativity (White 89).

However, there is a stark contrast in the available workforce—85% of autistic individuals are either unemployed or
underemployed (Doyle 74)—showcasing a failure of systemic HR processes.

The Connection to Global Sustainability:

The literature on sustainable human resource management (SHRM) concentrates on enhancing human capital over
extended periods (Ehnert 56). Neuro-inclusion aligns with SHRM’s core three pillars:

° Environmental: Resource waste due to attrition (e.g., SAP’s neurodiversity program reduced
attrition turnover by 30% [Austin and Pisano 35]).

° Social: Meeting societal equity expectations and corporate social responsibility (CSR) commitments.
° Economic: Diverse talent niches, such as autistic programmers at Microsoft.

Historical Overview of Neurodiversity in the Workplace:

The medical model of disability, which framed autism, ADHD, dyslexia, and related

conditions as deficits to be hidden or corrected, has historically framed how neurodivergent people are treated in the
workplace. The majority of organisational practices up until the late 20th century mirrored this pathologising lens,
with hiring procedures and workplace cultures placing a strong emphasis on adhering to "neurotypical" productivity
and communication

standards (Singer 64).

An important turning point occurred in the late 1990s when Judy Singer popularised the term "neurodiversity" and
promoted the social model of disability, which reframed cognitive

differences as a natural part of human variation rather than as diseases that needed to be eradicated. Though unevenly,
corporate practices were gradually impacted by this conceptual shift. Diversity and inclusion initiatives in the early
2000s tended to marginalise cognitive diversity in favour of overt identity categories like gender and race (Ehnert 57).

The last ten years have seen a faster change, thanks to the global tech industry. SAP's "Autism at Work" program
(2013) and Microsoft's neurodiversity hiring program (2015) showed that neurodivergent employees can not only fit
into corporate settings, but they can also change how companies think about efficiency, innovation, and sustainability.
These

programs changed the way we think about workplace inclusion by putting neurodiversity into ESG frameworks.
Instead of just being a way to follow the rules or give to charity, they showed that it can also help businesses be more
resilient in the long run. This historical trajectory illustrates the evolution of the workplace from exclusion to tentative
inclusion, and presently towards the active acknowledgement of cognitive diversity as a competitive advantage.

Methodology:
This study employs a mixed-methods approach:

Qualitative: Policy document and employee testimonial analysis from neurodiversity hiring program case studies in
three Fortune 500 companies—SAP, Microsoft, and JPMorgan Chase.

Quantitative: Evaluation of organisational neuro-inclusion preparedness by 102 HR professionals in a LinkedIn survey
conducted in June 2024.

Ethical Note: Neurodivergent interviewees’ identities were anonymised by using descriptive labels (e.g., “Participant
A, autistic software engineer”).
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Findings:

1. Recruitment Barriers and Innovations

Issue: Based on interviews with human resources teams, 92% of them used standard

interviews as their primary method of candidate evaluation. This posed significant challenges for autistic candidates
(“Participant B”: “I can’t make eye contact, so I was labelled ‘disinterested’”).

Remedies:
] Skills-based assessments: Microsoft’s “hackathon” hiring (no interviews) increased neurodivergent
hires by 25% (Microsoft 12).
° Job descriptions: Removing vague terms like “good communicator” increased applications

by 40% at JPMorgan Chase (JPMorgan Chase 7).

2. Workplace Adaptations

. Sensory adjustments: SAP introduced noise-cancelling headphones and dimmable lights, reducing
sensory overload. Employees noted, “I can finally focus” (‘“Participant C”).

° Flexible communication: Dell’s ADHD employees had Slack-based check-ins instead of mandatory
meetings (Dell Technologies 19).

3. Retention Challenges

° Disclosure stigma: Neurodivergent employees carried the highest stigma, with 68% fearing
disclosure of their conditions (Survey Data 2024).

. Resistance to accommodation: “We don’t have time for special treatment” (HR Manager,
Survey Response 42).
Discussion:

Neuro-inclusion is not just about helping people; it is a strategic way to maximise talent. For instance, JPMorgan
Chase’s Autism at Work initiative has maintained a 90% retention rate and increased productivity by 48% in teams
with neurodivergent members (JPMorgan Chase 9).

Looking at costs, the initial accommodations—such as $500 for noise-cancelling

headphones—are minimal compared to the $3,000 it typically costs to replace an employee (SHRM 2023).

For real change to occur, organisations need:

° Leadership training to address biases.

° Peer support groups for coworker connection.

Limitations of the Study:

This research underscores the strategic and sustainable advantages of neuro-inclusive HR policies, yet it possesses
certain limitations. First, the data is limited to case studies of three Fortune 500 companies: SAP, Microsoft, and
JPMorgan Chase. These organisations have the resources and visibility to start big neurodiversity programs, which
small and medium-sized businesses (SMEs) with tight budgets may not be able to do.
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Second, the survey sample size of 102 HR professionals gives a good picture, but it doesn't show the full range of HR
practices around the world, especially in areas where workplace inclusion laws and cultural norms are different.
Furthermore, because the survey was done on LinkedIn, it may have too many professionals who are already interested
in diversity-related topics.

Third, this study does not adequately examine the intersectionality of neurodivergence. Although participants shared
their perspectives on obstacles associated with autism and ADHD, this study does not thoroughly investigate how
overlapping identities—Ilike gender, race, or socioeconomic status—exacerbate difficulties with workplace inclusion.

Last but not least, the quickly changing role of Al and technology in hiring presents both opportunities and risks that
were only briefly discussed in this analysis. To determine whether they lessen or strengthen cognitive bias, future
research should broaden to include

cross-cultural comparisons, longitudinal data, and the incorporation of Al-driven HR tools. Conclusion:

Integrating neuro-inclusion into human resources benefits both people and the environment. By making evidence-
based adjustments, companies can uncover hidden talent while supporting the Sustainable Development Goals
(SDGs). Future studies should explore the intersectionality of identities (e.g., neurodivergent women of colour) and
the use of Al for bias-free hiring. As “Participant D” pointed out, “My autism isn’t a problem—your office is.” The
message is clear: the work environment must change, not the individuals.
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