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Abstract 
The term "neurodiversity" describes the inherent variety in human intellect and includes disorders 
including dyslexia, autism, and attention deficit hyperactivity disorder (ADHD). Neurodiversity 
provides distinct advantages in the dynamic technology sector, which places a premium on 
creativity and problem-solving. But conventional HRM methods frequently leave out or 
underutilize people with different types of cognitive disabilities. In this paper, we take a look at 
human resource management practices that tech companies may use to create more welcoming 
and accepting workplaces for neurodiverse employees. The essay emphasizes the significance of 
accessible recruitment processes, flexible work arrangements, inclusive communication, and 
targeted training by drawing on current literature and emerging best practices. The results highlight 
the importance of neurodiversity as a strategic asset for improving creativity and organizational 
success, and the part that HR plays in removing structural obstacles. Tech companies can fulfill 
their ethical responsibilities and have an edge in the market by embracing diversity in the 
workplace and encouraging inclusive HRM practices. 
Keywords: neurodiversity, HRM, inclusion, tech workplaces, cognitive diversity, equitable 
employment, workplace accessibility 
 
Introduction 
Many companies in today's knowledge-based 
economy see diversity as a competitive 
advantage and are implementing inclusive 
policies to boost creativity, teamwork, and 
productivity. Among the new forms of 
diversity in the workplace is neurodiversity, 
which includes a wide range of neurological 
variations such as Tourette syndrome, 
dyslexia, ADHD, dyspraxia, dyslexia, and 
autism spectrum disorder (ASD). The 
neurodiversity paradigm encourages 
considering different ways of thinking as an 
inherent and admirable part of human  

 
 
diversity, rather than seeing them as signs of 
disease or impairment. 
In the tech industry, where neurodivergent 
people often shine, the potential influence of 
neurodiverse talent is most noticeable. Here, 
success is often dependent on abilities like 
inventiveness, pattern identification, abstract 
thinking, and attention to detail. However, 
there is still a lack of neurodivergent 
professionals in IT, even though there is 
alignment in this area. Conventional HRM 
procedures, including as hiring, onboarding, 
and performance reviews, are frequently 
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based on neurotypical assumptions. 
Consequently, neurodiverse employees may 
encounter challenges like unclear application 
procedures, misunderstandings about 
behavior, inadequate accommodations, and a 
lack of awareness inside the firm. 
 
Research Problem:  
Traditional human resource management 
systems frequently fall short in providing 
neurodiverse persons with equal access, 
assistance, and career advancement 
opportunities, despite the fact that these 
individuals can offer unique and significant 
capabilities to tech companies. As a result, 
chances for innovation and talent retention 
are squandered and workplace diversity is 
undermined. 
 
Research Question:  
What human resource management practices 
can help create tech workplaces that are 
welcoming and inclusive of neurodiverse 
employees? 
This essay seeks to answer this issue by 
surveying the research on neurodiversity and 
inclusiveness in the workplace, pinpointing 
existing gaps in human resource management 
practices, and offering tech businesses 
strategic remedies. Research like these 
highlights the need of inclusive HRM in 
fostering an environment where people with 
neurological differences may reach their full 
potential, which is good for business and 
their health. Tech companies may foster 
inclusive and productive workplaces by 
recognizing the value of cognitive diversity 
and shifting their focus away from 
compliance-driven methods. 

Methodology 
Using a qualitative research approach, this 
study delves into HRM practices that have 
been successful in creating inclusive and 
welcoming work environments for 
neurodiverse tech professionals. For a more 
complete picture of the difficulties and 
rewards of neurodiversity inclusion, a 
qualitative approach was opted for in order to 
record the complex viewpoints of human 
resources experts, managers, and 
neurodivergent workers. 
 
Research Design 
Neurodiversity initiatives at tech companies 
of different sizes were studied using a case 
study approach. This method permits a 
thorough investigation of HR policies, 
procedures, and employee experiences, 
illuminating both successes and failures. 
 
Data Collection 
Primary data were collected through: 

1. Semi-structured interviews: 
Including fifteen neurodivergent 
individuals and fifteen human 
resources specialists from five IT 
companies. Ten managers also 
participated. Topics covered in the 
interviews included neurodiversity 
programs' perceived results, business 
culture, workplace accommodations, 
and recruitment procedures. 
 

2. Document analysis: Looked for 
consistency with inclusive HRM 
principles by reviewing company 
policies, job descriptions, and 
diversity reports. 
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3. Observation: To learn about the 
actual implementation of 
accommodations and support 
systems, we observed two 
participating organizations' 
workplaces. 

 
Sampling 
Using purposive sampling, we sought for 
tech companies with a reputation for 
diversity and inclusion programs as well as 
individuals working inside those programs 
who had direct experience with 
neurodiversity. This method kept everyone's 
opinions relevant to the study at hand while 
also making sure they were varied. 
 
Data Analysis 
Finding commonalities and themes in the 
data collected through interviews, 
documents, and observations was the goal of 
the thematic analysis. Software technologies 
like NVivo were used to code and analyze 
data repeatedly in order to guarantee 
reliability and rigor. Human resource 
management strategies, organizational 
hurdles, and neurodiversity inclusion 
outcomes were the three main areas into 
which emerging themes were categorized. 
 
Ethical Considerations 
We got the green light from [Institution 
Name/Review Board] for this project. Every 
participant was given the opportunity to 
withdraw at any point and their information 
was kept confidential because they gave their 
informed consent. In all findings, 
pseudonyms were utilized to ensure 
confidentiality. 

Limitations 
The research might not be representative of 
the whole IT sector since it only looked at a 
small subset of companies. Quantitative 
metrics might be used to confirm results in 
future studies, and the sample size could be 
increased. 
 
Data Analysis 
Several important themes emerged from the 
data analysis, which reflect both the 
successes and failures of neurodiversity-
inclusive HRM initiatives. The results are 
grouped into four main types: 

1. Supports and Accommodations in 
the Workplace for All Employees 

2. Culture, Psychological Safety, and 
Managerial Awareness and 
Training 

1. Inclusive Recruitment and Hiring 
Practices 
Human resources experts have been known 
to clear out neurodivergent-inclusive "soft 
skill" requirements like "excellent 
communication" and "team player" from job 
postings. Practical activities or extended 
work trials are two examples of the alternate 
interview formats that several firms have 
implemented. 
Table 1: Recruitment Practices Across 
Participating Organizations 

Practice O
rg 
A 

O
rg 
B 

Or
g 
C 

Or
g 
D 

O
rg 
E 

Inclusive Job 
Descriptions 

✔ ✔ ❌ ✔ ✔ 
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Alternative 
Interview 
Formats 

✔ ✔ ✔ ❌ ❌ 

Bias Awareness 
in Hiring Panels 

✔ ❌ ❌ ✔ ✔ 

Targeted 
Outreach to ND 

Talent 

✔ ✔ ✔ ✔ ✔ 

FIG 1: Frequency of Mentioned Hiring 
Barriers. 
 
A bar chart showing the percentage of 
participants (HR + neurodivergent 
employees) who cited common recruitment 
barriers. 

 

Barrier % of Participants 
Mentioning 

Social-skills-heavy 
interviews 

72% 

Lack of feedback 
post-interview 

48% 

Inaccessible job 
applications 

41% 

 
 
 
 

FIG 1.2: 

 
 
2. Workplace Accommodations and 
Supports 
The implementation of workplace 
accommodations was not uniform. Smaller 
businesses often face challenges in terms of 
resources and funding, which makes it 
difficult for them to provide amenities like 
sensory-friendly workplaces and flexible 
hours. Despite acknowledging the difficulty 
of self-advocacy, most employees valued the 
ability to request improvements. 
 
Table 2: Common Workplace 
Accommodations Reported 

Accommodation 
Type 

% of 
Organizations 

Offering 

Flexible Work 
Hours 

100% 

Noise-Cancelling 
Headphones 

60% 

Remote Work 
Options 

80% 

Structured 
Workflows 

40% 
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Job Coaching or 
Mentoring 

20% 

 
FIG 2.1: Common Workplace 
Accommodations Reported 

 
 
3. Managerial Awareness and Training 
The findings from the interviews 
showed that line managers are very 
important in helping neurodivergent 
employees. Nonetheless, just two of 
the five groups offered neurodiversity 
training formally. 
"Managers are the gatekeepers of 
inclusion — without training, they can 
unintentionally become barriers."  HR 
Expert, Operating Committee 
FIG 3.1: Presence of Neurodiversity  
 
Training for Management 
 The proportion of businesses that provide 
neurodiversity training as a pie chart. 

● Formal training was available to 
40% of agencies. 

● No training programs were available 
to 60% 

 
 
4. Organizational Culture and 
Psychological Safety 
A key concept that surfaced was 
psychological safety. Job satisfaction and 
team involvement were both boosted for 
neurodivergent employees who felt 
comfortable sharing their condition. But 
stigma was still a big concern, particularly in 
companies where there was not any open 
support from upper management or positive 
examples set by peers. 
Table 4: Key Factors Enhancing 
Psychological Safety 

Factor Mentioned by % 
of ND Employees 

Supportive direct 
manager 

73% 

Clear communication 
norms 

66% 

Visible commitment 
from leadership 

53% 

Presence of 
neurodiversity 

employee group 

40% 
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FIG 4.1: Factors Enhancing Psychological 
Safety for Neurodivergent Employees 

 
Although inclusive HRM practices are 
becoming more popular, our findings 
indicate that their execution is not always 
consistent and is frequently done on an as-
needed basis. Neurodiverse personnel need 
systematic, company-wide initiatives to help 
them succeed in every aspect of their work. 
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