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Abstract

Purpose — Neurodivergent employees have atypical needs that require distinctive leadership approaches.
In this study, the specific nature of a relationship between neurodivergent employees and their neurotypical
leaders is explored through the lens of the leader-member exchange (LMX) theory.
Design/methodology/approach — This two-phased qualitative study builds on 12 semi-structured
interviews with neurodivergent employees and an unstructured focus group with 15 individuals with
professional and/or personal interest in neurodiversity. The researcher spent almost 13 h listening to the lived
experiences of research participants concerning neurodiversity and leadership.

Findings — Leaders who exhibit empathy and understanding were noted to provide greater support. The findings
also highlight the complexity of neuro-inclusion in the workplace. Specifically, the delicate balance between
accommodation and avoiding stigmatization is emphasized, addressing the concerns raised regarding the legal
risks associated with neurodivergent inclusion. Additionally, the findings underscore the necessity for leaders to
avoid patronizing behaviors while catering to the diverse needs of neurodivergent employees. This underscores the
importance of supporting both neurodivergent employees and leaders navigating such challenges.

Practical implications — The findings help establish inclusive and accommodating employee relations
practices that conscientiously address the requirements of neurodivergent employees while providing support
for those in leadership roles.

Originality/value — This study constitutes a direct answer to recent calls to develop a more nuanced
understanding of workplace neurodiversity, with a specific focus on neuro-inclusive leadership.
Acknowledging that we still use inappropriate, old tools in new situations that require novel approaches to
leadership helps set the agenda for future research in this area.
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Introduction

A recent surge of research on the topic of neurodiversity in the workplace has explored ways
to promote neuro-inclusive employment through recruitment and selection practices (Davies
et al., 2023), by leveraging technologies (Walkowiak, 2023) and remote work opportunities
(Kalmanovich-Cohen and Stanton, 2023; Szulc, 2022a), through optimizing job design
(Tomczak, 2022) and enhancing the well-being of neurodivergent employees (Szulc et al,
2021). While all these elements play a part in constructing a more inclusive work
environment, the discussion seems to overlook the crucial role of leadership in establishing
neuro-inclusive workplaces. Leadership can be defined as a social process of exerting
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influence that occurs within the dynamic interaction of two or more individuals (Yukl ef al.,
2018). Various levels of leadership have been recognized (DeChurch et al, 2010), but the
primary emphasis of this paper is on the bottom level of leadership. Specifically, the focus is
directed toward direct supervision, encompassing tasks such as hiring, task allocation,
performance management or terminating employment (see Jacobs and McGee, 2001).

Leaders are vital figures in the creation of inclusive work environments due to their direct
influence on employee experiences (Ferdman, 2014) and their important role in helping their
subordinates experience well-being (Luu, 2019). However, our knowledge of inclusive leadership
is scant and calls have been made for a more comprehensive exploration of what leaders doin an
attempt to create more inclusive environments (see: Roberson and Perry, 2022). What is more,
existing fragmented research on inclusive leadership tends to look at universal leadership styles,
somewhat ignoring the fact that distinct categories of employees have different expectations (e.g.
Kinnie et al., 2005). For instance, neurodivergent employees have atypical needs and preferences
that require specific attention and distinctive leadership approaches (Roberson et al., 2021).
Nevertheless, existing leadership theories are based on the false assumptions of employee
homogeneity (see Winterton and Cafferkey, 2019) and do not recognize the unique mechanisms
that are needed to successfully engage and lead neurodivergent employees (Szulc et al., 2023).

Thus, the main problem that I analyze is the concept of neuro-inclusive leadership, ie.
leadership that recognizes the variance, value and challenges associated with different
neurological perspectives among employees. By examining the nature of a relationship
between neurodivergent employees and their neurotypical leaders within the organizational
context through the lens of the leader-member exchange (LMX) theory (Graen and Uhl-Bien,
1995), the study reported in this article contributes significantly to the existing literature on
contemporary employment issues. First, the findings provide a direct answer to recent calls to
develop a more nuanced understanding of the concept of neurodiversity in the workplace context
(for recent calls, see Hennekam et al., 2022; Weber et al., 2022), with a specific focus on neuro-
inclusive leadership (see Doyle et al., 2023; Volpone et al., 2022). Second, through explaining how
neurominorities may have very specific perceptions of and reactions to what may only seem like a
universal leadership practice, the study addresses recent calls to move away from universal
management as a simple route to positive employee outcomes and to stop treating employees as
having identical needs (Cafferkey et al, 2020; Szulc et al., 2021). Third, by seeking to view
neurodiversity as its own entity, regardless of the diagnosed condition and combining a variety of
perspectives on neurodiversity, the outcomes of the study provide a more holistic understanding
of the wide spectrum of neurodiversity (for recent calls, see Volpone et al., 2022). Finally, the
findings also help to set the agenda for future research in this area — thus, generally contributing
to developing a field of inclusive management, leadership and neurodiversity at work.

The article is structured as follows: First, the concept of neurodiversity against the
backdrop of employment is explored. Second, the existing research evidence concerning
leadership and neurodivergent employment is discussed, and an argument is made that we
need novel approaches to leadership that are inclusive of neurodivergence. Third, the LMX
theory is introduced, and its role in neurodiverse work relationships is emphasized. The
research design and method are then presented and justified. The qualitative data are
analyzed, and the main findings are discussed, considering their theoretical and practical
contributions. Directions for future research conclude the discussion.

Neurodiversity movement and employment

The concept of neurodiversity suggests that all humans vary in terms of their neurocognitive
ability (Singer, 1999). Analogically, neurodivergent is an umbrella term for a subset of
neurodivergent conditions, such as attention-deficit hyperactivity disorder (ADHD), autism,
dyspraxia, dyslexia or Tourette’s syndrome — which imply that one’s cognitive profile is not



“typical.” Management research on neurodivergence is increasingly aligned with the notion of a
strength-based approach to neurodiversity (Wiklund ef al, 2018). It sees the problems
experienced by neurodivergent employees as a direct consequence of the unpreparedness of the
modern workplace. The approach assumes that universally used management practices are not
designed to effectively address the complexity surrounding the employment cycle of
neurominorities (Hayward et al, 2019), who are not offered sufficient opportunities for
engagement and growth (Johnson ef al, 2020). The strength-based approach has influenced
public awareness of neurodiversity in recent years and resulted in the attention of the business
press describing neurodivergence as a “competitive advantage” (Austin and Pisano, 2017). This
approach chimes with broader initiatives to promote diversity and inclusion in organizational
contexts, described as the “business case” for inclusion (Saleh and Bruyere, 2018).

Aligned with growing interest in workplace neurodiversity among practitioners,
management scholars have initiated research to explore effective strategies for
neurodiversity management (See, e.g. Khan ef al., 2022; Tomczak, 2022; Weber et al., 2022).
The key focus has been placed on the success factors enabling employment (e.g. Dreaver et al.,
2020), workplace accessibility (e.g. Waisman-Nitzan et al., 2021) and barriers to employment
(e.g. Hayward et al., 2020). More specific focus was also placed on improving the conditions for
neurodivergent employees during the specific phases of the employment cycle, such as
recruitment and selection (e.g. Carrero et al., 2019) or job retention (Tomczak et al., 2021), be
that in stationary but also remote settings (Kalmanovich-Cohen and Stanton, 2023). Scholars
also focused on the specific outcomes related to the well-being of neurodivergent employees
(Szulc et al., 2021; Tomczak and Kulikowski, 2023) and their motivation (Goldfarb et al., 2019).

Leadership and neurodiversity

Therole of leadership in organizational settings with diverse employees (Nishii and Mayer, 2009)
and neurodivergent employees specifically (LeFevre-Levy et al., 2023) has been elevated. For
instance, one of the findings from a large-scale survey with employers and neurodivergent
employees carried out by McDowall et al. (2023) was that line managers “are absolutely a key”
(p. 60) in supporting neurodivergent individuals at the workplace. This significance stems from
their role as the primary point of contact. However, as argued by Seitz (2022), it is wrongly
assumed that traditional leadership theories that were developed and tested in neurotypical
environments apply to neurodivergent employees. While we suffer from a lack of research
concerning the leadership of neurodivergent employees, the fragmented evidence in this area
suggests that despite its popularity and universality, transformational leadership tends to be
associated with increased anxiety levels and lower job satisfaction for some neurodivergent
individuals (Parr ef al., 2013), for whom this style may appear too abstract (Hurley-Hanson and
Giannantonio, 2017). Volpone et al. (2022) suggested that authentic leadership is more supportive
for the neurodivergent group of employees but provided no empirical evidence to back up their
claims other than stating that authentic leaders are in a position to transmit social information
about the importance of inclusion in the work environment (see also: Boekhorst, 2015).

What is more, difficulties that some neurominorities experience with following social
rules, understanding affect, reading facial expressions or the tone of voice, asking too many
questions or their inability to “read between the lines” often lead to experiencing problems
with communication and social interaction with their leaders (see Tomczak et al., 2021).
Fragmented evidence in this area also suggests that leaders may find the process of
managing neurodivergent employees “extremely draining” due to the myriad of hidden yet
complex, emotional and time-consuming interactions involved in the process (Richards ef al.,
2019, p. 1903). In their rich qualitative study focused on the lived experience of line managers
managing neurodiversity, Richards et al. (2019) found that managers who lead
neurodivergent individuals often have to engage in the above-average number of
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interactions with this group of employees, which they find “time-consuming and highly
distracting” (p. 24). The authors, however, further demonstrated that if managers drew on
their specific skill sets that were unrelated to the wider leadership role, they experienced high
degrees of personal satisfaction that stemmed from managing a neurodivergent subordinate.

The role of LMX in neurodiverse work relationships

This paper centers its attention specifically on the relationship between a neurotypical leader
and a neurodivergent employee through the lens of the LMX theory. LMX theory (Graen and
Uhl-Bien, 1995), recognized as one of the most influential leadership models (Gooty and
Yammarino, 2016), elucidates how leaders establish and maintain diverse exchange
relationships with their subordinates (Dimotakis ef al., 2023). The model assumes that
leaders will treat some of their followers more favorably than others (Henderson et al., 2009).
Whether such relationships involve high mutual trust and respect or, conversely, remain
more transactional and distant, they will have an impact on a range of outcomes, including
job satisfaction, commitment, supervisory evaluations of job performance or opportunities
for career advancement (Dulebohn et al., 2012).

Although the quality of relationships between the leader and subordinate plays a pivotal role
in fostering a thriving culture of workplace inclusion (Gates, 1993), existing research indicates
that leaders are more likely to form lower-quality LMX relationships with subordinates with
disabilities (Colella and Varma, 2001) or with racially dissimilar others (Brouer et al., 2009). Our
understanding of the relationship between leaders and neurodivergent employees is scant
(Richards et al., 2019), but it has been noted that LMX theory may be a useful avenue to aid our
understanding of it and ultimately help scholars learn how to improve workplace diversity and
neuro-inclusion initiatives (Hurley-Hanson et al., 2020). It is crucial, however, to approach the
existing knowledge on LMX dynamics with caution. We should refrain from assuming that
strategies effective in other diversity relationships are equally applicable to neurodivergent
individuals (see LeFevre-Levy et al, 2023). For instance, high-quality leader—follower
relationships are more likely to emerge when the subordinates are more extroverted
(Nahrgang et al., 2009). However, autistic individuals are often introverts (Schriber et al,, 2014)
who prefer to collaborate over computer-mediated communication channels (Szulc et al, 2021:
862). Email correspondence or brief text messages, in contrast to face-to-face meetings, can
complicate the establishment of mutual trust and may be perceived as disrespectful, thereby
hindering the quality of LMX (e.g. Anderson et al., 2017). Fragmented research evidence in the
area of leadership and neurodiversity also suggests that leaders have to expend a significant
amount of emotional labor in setting up and maintaining a variety of reasonable adjustments
targeted at their neurodivergent followers. Richards ef al. (2019) highlight the importance of
equipping line managers with the knowledge and skills necessary to collaborate effectively with
dyspraxic employees in cultivating productive work habits and offering guidance in utilizing
office equipment. Additionally, they emphasize the value of embracing adaptable work
schedules and providing extra assistance to support employees with ADHD. They further
recommend the implementation of personalized strategies for fostering the success of autistic
followers and suggest that developing trusting relationships with dyslexic employees is crucial.

Given that neurodiversity encompasses a wide range of conditions and individual
differences, LMX theory’s focus on personalized relationships seems to align with the need
for leaders to customize their approaches to accommodate the unique needs and abilities of
their neurodivergent employees. The model can also be used to assess how inclusive and
diverse leader—follower relationships are within organizations. Exploring how
neurodiversity is integrated into these relationships has the potential to allow for a more
comprehensive understanding of the challenges and opportunities associated with fostering
diverse and inclusive workplaces and employee relations practices. Nonetheless, the



dynamics within the relationship between neurodivergent employees and their neurotypical
leaders within the organizational framework remain an area of limited comprehension,
prompting a growing consensus for further research to explore this crucial aspect in more
depth (see Doyle et al., 2023; Hennekam et al., 2022). Consistently, in this study, I seek to
answer the following guiding research question: What particular aspects of the interaction
between neurodivergent employees and their neurotypical leaders contribute to the
cultivation of a positive working relationship between them?

Methods
This study is part of two larger research projects focusing on creating neuro-inclusive
workplaces. In the first part of the study, 12 semi-structured qualitative interviews were
conducted as part of the research focusing on neuro-inclusive job design specifically. During the
study, when interviewing neurodivergent employees, a theme emerged relating to the
important role of a leader and leader—follower relationships in a neuro-inclusive work
environment. To further understand the emerging findings, a second stage of the study was set
up. It included a workshop-style discussion in the form of an unstructured focus group with 15
experts in neurodivergent employment. The aim of the focus group was to cover the topic of the
nature of neuro-inclusive leadership that emerged in the first phase of the study in more detail.
In the first stage, all interviews were conducted with purposefully sampled
neurodivergent individuals who were in employment at the time of conducting the study
(see Table 1 for sample characteristics). Some snowball sampling was also used due to the
neurodivergent community being a relatively hard-to-reach group. The choice of data sample
was informed by the selection of information-rich cases that could be studied in depth. The
selection criteria involved being employed and considering oneself to be neurodivergent.
Interviews were conducted online via Teams software and lasted, on average, 58 min
(shortest 32 min; longest 90 min). Overall, 692 min (totaling almost 12 h) were spent collecting
data in the first phase of the study. The interviews were conducted between July 2021 and
November 2022. A research assistant was employed to facilitate the data collection process.
In the second stage, the sample involved mature students on the “Neurodiversity at work”
postgraduate diploma program - ie. individuals with rich experience supervising
neurodivergent individuals, neurodiversity champions and self-advocates (all participants
were employed at the time of conducting the study; see Table 2 for sample characteristics).

Interview Country of

ID lengths Job role Gender Condition residence

P1 60 General manager Male Autism UK

P2 55 Engineer Male ADHD and dyslexia UK

P3 90 Project support Female ADHD UK

P4 60 Engineer Male Autism UK

P5 90 Life coach Female ADHD and autism UK

P6 45 Trainee solicitor Female Dyslexia UK

P7 32 HR manager Female ADHD, autism UK

P8 55 Device innovator Male ADHD and autism UK

P9 50 HR advisor Male Bipolar UK

P10 35 Manager Female Dyspraxia UK

P11 70 Driver and a Community ~ Female ADHD UK
volunteer

P12 50 Hub lead and Trainer Female ADHD and Irlen UK
assessor syndrome

Source(s): Own analysis
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Table 2.
Sample characteristics:
focus group

ID Gender Job role Country of residence
pP1 Female HR advisor Poland
P2 Female UX designer Poland
P3 Male Senior manager Poland
P4 Female Cyber security consultant Poland
P5 Female Project manager Poland
P6 Female Senior talent acquisition specialist Poland
pP7 Female Audit manager Poland
P8 Female Psychologist and recruiter Poland
P9 Female CEO Poland
P10 Female Leader Poland
P11 Female HR people and business partner Poland
P12 Female Senior technical recruiter Poland
P13 Female HR business partner Poland
P14 Female Specialist Poland
P15 Female Head of HR Poland

Source(s): Own analysis

Convenience sampling was used as the workshop took the form of an unstructured focus group
that was conducted during the academic classes in February 2023. It lasted 60 min. The focus
group was conducted by the academic teacher (the author) and was not part of the course credit.
The focus group was recorded and transcribed. Participation in the study was voluntary.

Prior to interviews and a focus group, all participants were provided with an information
sheet with details about the study and asked to sign a participant consent form. Interview
questions were shared with participants ahead of interviews, as this is aligned with inclusive
research practices (Szulc, 2022b). Focus group questions were more unstructured, but
participants were informed about the broader topic of conversations in advance of the
research taking place.

Template analysis (King and Brooks, 2017) was employed to examine interview transcripts.
Initially, leader characteristics and behaviors were identified as a priori themes for in-depth
exploration. Subsequently, the author crafted an initial coding template based on a subset of
data, which was then systematically applied to additional data. The template underwent
revisions in response to insights gained from each transcript, culminating in a finalized version.
This refined template served as the foundation for interpreting the entire interview dataset and
for articulating the study’s findings. Additionally, as a continuation of the analysis, the refined
template was further applied to analyze the findings from a focus group discussion. This
extended application allowed for a comprehensive examination of both interview and focus
group data, contributing to a more holistic understanding of the nature of a positive working
relationship between neurodivergent employees and their neurotypical leaders. As the sole
author, the researcher took on exclusive responsibility for data analysis, but she actively sought
regular consultations with a neurodivergent peer. This collaborative engagement provided
invaluable feedback, contributing to an enhanced overall rigor in the analysis.

Findings

The reported study sought to examine the characteristics of a positive relationship between
neurodivergent employees and their neurotypical leaders in an organizational context.
A careful examination of participants’ perceptions of the nature of such a relationship
revealed several insights. First, the data gathered in this study points our attention to the role
of empathy and understanding as essential attributes for a neurodiversity-inclusive leader.
Second, it helps us understand how neuro-inclusive leaders should behave to aid in building



and maintaining positive relations with their neurodivergent subordinates. A delicate
balance between workplace adjustments and inadvertent stigmatization is revealed and the
importance of handling feedback with care is discussed. Finally, it is revealed how leaders
should support themselves to build and maintain positive relationships with their
neurodivergent employees. I turn to expound upon each of these dimensions in greater
detail now.

(Lack of) empathy and understanding

The study’s participants provided rich accounts of the attributes essential for a
neurodiversity-inclusive leader. Almost every participant underscored the importance of
empathetic qualities in such leaders. For instance, Participant 1 articulated that an informed
and empathetic manager possesses the capacity to comprehend the challenges faced by
individuals on the autism spectrum within a professional setting:

If a line manager could understand how an autistic person would deal with their problem within their
role (...) It’s a little bit more difficult for an autistic person to adjust because we're not quite so
adjustable. But an aware and empathetic line manager could do that. (P1)

The findings from a focus group echo the significance of empathy in cultivating a supportive
environment for neurodivergent employees, as elevated in the collective insights below:

Woman: This is the manager’s role, to focus on the strengths.

Woman: I am slightly scared that managers are released from the responsibility and we keep
emphasizing their rights and not their responsibilities. There will be more and more neurodivergent
teams, right?

Woman: So you need to speak in a gentle, subtle, and sensitive way.
Woman: Yes.

Woman: This manager needs to be very empathetic.

Woman: Yes, this is a true leader.

Woman: (.. .) This is empathy in the broadest sense.

A leader who demonstrates an empathetic understanding of their neurodivergent
subordinates is more likely to grasp their unique work-related needs, thus fostering
enhanced work efficiency. As illustrated by one of our respondents, they recounted an
example of their manager’s remarkable empathy, exemplified by the manager’s willingness
to provide necessary accommodations to improve work efficiency:

I mean, honestly, my manager is incredible, so I just say “This is what I need.” So, whether it’s a
physical thing, so I wanted a stand up desk, or I wanted a keyboard and mouse that I can use, or
whether it be “Do you know what, I'm really feeling burnt out today, I'm gonna take a couple of hours
this afternoon to just chill, and then I'll pick up the time.” “Yeah, no problem.” (P12)

The above example is not in isolation. Other participants also shared instances when their leaders
showed great understanding of their specific needs and proactively tried to accommodate them
(for instance, “She (manager) does great because she knows very well when I am stressed out and
she would step in and say — hey, don’t you need a little break here?” (P9).

Nevertheless, our data also revealed a multitude of instances where leaders failed to
comprehend the intricacies of their neurodivergent subordinates’ experiences. This is
strikingly exemplified by Participant 1, who expressed the common occurrence of dismissive
attitudes, often veiled in the phrase “but it doesn’t matter,” which he regards as a lack of
genuine interest. He further elaborated that such dismissals often extend to being told that
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they do not “appear autistic,” leading to an overarching sense of disregard. Similarly, an
individual with dyslexia, as portrayed by Participant 6, shared their struggle with the lack of
understanding, resulting in feelings of diminished intelligence (‘I felt less intelligent,” P6).
Participant 5 posited that this state of affairs could be attributed to “a lack of understanding
or consideration.”

Adjustment versus stigmatizing

The study participants shared numerous instances where their leaders actively facilitated
their daily work activities. While extant literature has already explored ways to support
neurodivergent employees in the workplace (see Weber et al., 2022), our research uncovers
additional insights. Notably, it reveals a delicate balance between workplace adjustments and
madvertent stigmatization. This concept began to crystallize when Participant 3 observed,
“...youkind of get treated like your child sometimes . . . really patronizing.” Our focus group
explored this theme further:

Woman: We are discussing the situation of creating a work environment for people who are aware of
being neurodivergent and have needs. In other words, someone comes and says, “I have ADHD,” and
we know, okay, we have a person with ADHD, we need to create something for them. But now, how
do we work with leaders to help them recognize that they have such individuals in their teams, and
how do we later talk to these individuals to suggest that something is going on?

Man: Exactly. (...) I will just think about what to do with it, because the problem is that I will
probably start behaving differently toward that person, and that’s already bad in the sense that the
person might say that because of my ...

Woman: Your approach, right?

Man: Condition that I don’t know about, that I'm not really aware of, I have to behave differently, so it
might lead to . .. to legal action, right?

‘Woman: [ mean, the question is what you will do with it, right? Because we're here to . ..
Man: But I have changed, I started behaving differently than before, towards other people.
‘Woman: To improve the work environment . . .

Man: It doesn’t matter, she has the right to report me.

Woman: Yes, discrimination due to ...

Woman: I see.

Man: It’s already discrimination.

Woman: Oh, I see. So, I understand that you're starting to treat her differently because you want to
help her, but she may perceive it as if you're starting to treat her . ..

Man: Yes, yes.

Woman: You're stigmatizing her.

Woman: Yes, yes, yes. But it’s, well, the same thing.

Man: And it’s really slippery, it’s very difficult. It's one thing that needs to be worked out.

Interestingly, the participants of a focus group acknowledged that the risk of inadvertently
stigmatizing neurodivergent individuals may lead to potential legal implications for leaders,
stemming from perceived marginalization. What emerged as an idealistic yet potentially
viable solution to prevent stigmatization or patronization of neurodivergent individuals in



the workplace context was leaders fostering environments rich in advantages accessible to
the entire workforce regardless of their neurodiversity:

Woman: In an ideal world or in an ideal organization, I would go a step further. We talk about the fact
that someone gets diagnosed and someone doesn’t get diagnosed and so on and so forth. But what if
we created a work environment, realizing that some of them like to have things arranged and others
like to be spontaneous. Some will like it and it benefits them, others don’t need it. So in order to
somehow survive in all of this, if we create a work environment that gives such flexibility that we
don’t have to think at all about who has a diagnosis.

Woman: That’s exactly it!
Woman: A bit idealistic, but . . ..

Handling feedback with care

The respondents in our study dedicated a substantial portion of their discussions to
delineating the characteristics of desirable feedback from their leaders. Notably, an autistic
participant emphasized the necessity for direct and unambiguous assessment, stating, “I
need binary feedback, I just need the okay, this didn’t work. We need to go again. (. . .) Be clear
about it, be concise. If you're displeased, say it, mean it, be clear because I can deal with it
either way, but don’t dress it up” (P1). Such views were echoed by Participant 4, who opined
that “I believe that being honest and direct is the best way.”

Conversely, a different perspective emerged from Participant 10, who stressed the
importance of clear feedback but advocated for its constructive and comprehensive nature,
explicitly rejecting numeric assessments: “constructive and thorough, not numeric, I do not
like working with numeric data.” “Participant 10 further emphasized that feedback should
steer clear of patronizing tendencies (“it also needs not to be patronizing, this is something
that happens often with neurodiverse individuals”), an issue that resonates with our prior
discussion concerning leaders who inadvertently adopt patronizing attitudes when informed
of their subordinates” neurodivergence.

The quote below further highlights the importance of handling feedback with great care,
especially in a neurodiverse context where emotions play a significant role. The emotional
impact of feedback can be quite damaging for neurodivergent individuals, leading to feelings
of rejection and being talked down to. It therefore appears crucial to understand that negative
feedback or even the perception of it, can be highly debilitating:

I think people have to be very careful with feedback, and especially in a world of neurodivergent,
where many people are very emotionally led, and I think that . . . it needs to be handled very, very
carefully. Because it can be incredibly damaging. And I know from the WhatsApp group in fact,
that I'm on, there are many people on there that get very upset about their bosses’ view of them, or
what their bosses said to them. They feel rejected, they feel talked down to, so it’s definitely huge. [
think that in an emotional world that neurodivergent people tend to live in, I think people need to
understand that it can be very debilitating to be told you’re not good enough in, in any particular
way, or even ... We need a lot of bigging up, we need a lot of encouraging, and a lot of ... you
know, making us feel good about ourselves rather than . . . You know, if people think that they are
gonna get the better from me by telling me I'm not doing a very good job, 'm just gonna leave ha-
ha. (P11)

As suggested by Participant 11, to support neurodivergent individuals effectively, there is a
need for positive reinforcement, encouragement and making them feel valued rather than
resorting to criticism, which may lead some of them to disengage or even leave their positions.
Such views were also shared by Participant 12, who elevated the importance of recognition
and receiving positive feedback. Even though she is aware of her leader’s appreciation, she
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needs to continuously prove herself and hence, positive feedback is particularly meaningful
and valuable in reinforcing her self-worth and confidence:

The recognition that you're doing a good job - because alongside having ADHD I also struggle with
rejection sensitive dysphoria. So, I really, I really struggle with kind of . . . I have to prove myself all
the time, when actually I shouldn’t, I shouldn’t feel like that because I know that, I know my
managers value me, but I do, so . . . being told that you're doing something well means a lot, it’s really
important to me that I'm recognized. (P12)

Supporting a neuro-inclusive leader

In our findings, a prevailing theme underscores the necessity for leaders aspiring to foster
neurodiversity and inclusivity to acquire more comprehensive education in order to
genuinely comprehend the nuances of neurodivergence. Respondents suggested the training
should be a more profound activity than simply a tick box exercise (“Investing in a couple of
hours of really quality training rather than just having to do a 30 min E-learning every year
that people just rush through tick boxes,” P2). Some suggested it can involve role play to
potentially trigger feelings of empathy and enhance the understanding of “the full spectrum”
of neurodivergence (P4).

It also appears of paramount importance to avoid singularly emphasizing the facilitation
of support mechanisms for neurodivergent individuals, as this endeavor is reciprocal. Our
research outcomes suggest that leaders also stand to gain significant advantages from
support initiatives. In this regard, the work of Richards ef al. (2019) has previously alluded to
the emotional labor associated with managing neurodiversity, which may exact a substantial
emotional toll. Our focus group respondents further articulated the perspective that leaders,
as employees themselves, should be recipients of support, like any other employee:

Woman: We talk a lot about supporting employees in neurodiverse teams, but does it work the other
way around.

Woman: I mean, I would relate here, the leader is also an employee.
As the conversation was continued, this aspect was discussed in more depth:

Man: From my experience, care should be given primarily to managers. This is because they get the do
most things - all the time. And they have to switch every fifteen minutes from one side to the other. So
they’re actually the ones most likely to get frustrated. They give the worst marks to the company, they see
the most, they pull the most on themselves, they hold up a lot of things, and they are just still required to be
more aware, more available, and so on. And accessible to the employees, and accessible to their bosses, to
the boards of directors and so on, and have to be the fastest, they have to be first at the finish line.

Woman: Yes, it’s like with psychotherapists who have their own sessions with their therapists later
on. You know, it’s about being taken care of.

One of the leaders of neurodivergent employees who participated in a focus group
emphasized that such support needs to be ongoing and that building effective relationships
between leaders and neurodivergent counterparts is a long process that requires time:

Man: In my opinion this is a process because it’s not going to be that tomorrow it’s already set. For us
it was almost two years and it’s here all the time - building up.

Discussion
Despite the increasing body of literature on neurodiversity in the workplace in recent years
(Weber et al., 2022), there still exists a lack of clarity regarding the particular preferences of



neurodivergent individuals in their professional settings and the characteristics of
workplaces that are supportive of neurodivergence (Hennekam et al, 2022). While it is
clear that leaders are vital figures in the creation of inclusive work environments, we still do
not exactly know what leaders should do in an attempt to create inclusive environments (see
Roberson and Perry, 2022), specifically with neurodivergence in mind (Volpone et al., 2022)
and how they themselves should be supported in their endeavors. The aim of this study was,
therefore, to better understand the nature of the relationship between neurotypical leaders
and neurodivergent followers. More specifically, a question of what particular aspects of the
interaction between neurodivergent employees and their neurotypical leaders contribute to
the cultivation of a positive working relationship between them was sought to be answered.
The emerging findings shed light on the unique challenges and opportunities within this
specific leadership dynamic, providing insights into the overarching field of employee
relations. It was found that leaders who are empathetic and understanding or willing to
understand neurodivergent conditions, are more likely to effectively support their followers.
Our findings further highlight the need to be flexible and provide certain adjustments to some
neurodivergent followers; at the same time, they reveal a delicate balance between workplace
adjustments and stigmatization. Diverse feedback needs were also discussed, with a common
thread emphasizing the importance of avoiding patronizing tendencies. The significant role
of feedback in reinforcing self-worth and confidence was emphasized, but it was also noted
that mishandled feedback can be disempowering. Understanding how leaders can effectively
support neurodivergent employees and how they can be supported themselves has the
potential to enhance individual workplace experiences and inform the development of more
inclusive employee relations practices that are mutually beneficial. These insights offer
several theoretical and practical guidelines, which will be discussed next.

Theoretical and research contributions

This study expands the LMX theory to offer a novel perspective on the dynamics of
relationships between neurotypical leaders and their neurodivergent followers. Recognizing
the inadequacies of traditional leadership theories in accommodating the unique needs of
neurodivergent employees (see Seitz, 2022), the reported research contributes to the
theoretical landscape by adapting LMX to provide a more nuanced understanding of
leadership exchanges in this specific context. Through empirical investigation, the study
identifies characteristics indicative of a neuro-inclusive leader and outlines behaviors
essential for building positive work relationships with neurodivergent followers. By
extending LMX theory to incorporate the intricacies of neurodivergent-neurotypical
interactions, this research not only enriches the existing theoretical framework but also
offers valuable insights for organizational leadership, fostering a more inclusive and adaptive
approach that accounts for the distinct requirements of neurodivergent individuals within
the workplace (see, e.g. Roberson et al., 2021; Volpone et al., 2022).

Research-wise, while we observe a tendency to move away from focusing on privileged
workers only to acknowledge the role of disabled employees in organizational contexts (Scholz
and Ingold, 2021), relatively little is still known about the nature of neurodivergent employment
(see Doyle et al.,, 2023; Hennekam et al,, 2022). The discussion presented in this article therefore
constitutes a vital step toward a better understanding of neurodiversity at work, which — despite
its importance — is still largely an underdeveloped area (see Weber et al., 2022).

Second, while the contribution of leaders to the success of their employees is widely
acknowledged (e.g. Campos-Garcia and Zuniga-Vicente, 2019; Hoang et al,, 2021; Oruh et al,
2021), existing literature on organizational leadership appears to overlook specific perspectives
related to cognitive variance in all individuals. This oversight may lead to a distorted approach
to producing knowledge about effective leadership practices. Indeed, LeFevre-Levy ef al. (2023,
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p. 14) have recently called for further exploration to understand what types of leadership are best
suited to a neurodiverse workplace. The research reported in this article builds on this gap, and
the findings explain how neurominorities may have very specific perceptions of and reactions to
what may only seem like a universal leadership practice. In doing so, it contributes to the
scattered nature of the field of research concerning neurodiversity and leadership and answers
the calls for further research in this area that would apply to neurodivergent employees and
would not come from the perspective of the “abled” organization (see Seitz, 2022; Volpone et al,
2022). 1t also further addresses recent calls to move away from universal management as a
simple route to positive employee outcomes (Cafferkey et al., 2020; Szulc et al, 2021) and
reinforces the call to stop treating employees as if they are all the same (Jiang ef al., 2017).
Ultimately, such efforts should result in a more accurate reflection of organizational reality for
disadvantaged members of society (Kinnie et al., 2005).

Third, existing research on neurodiversity at work has been criticized for focusing on just
one neurodivergent condition, such as autism (see Burton ef al., 2022) and thus, superficially
reducing the complexity of neurodivergence by not acknowledging that it is common for
neurodivergent conditions to overlap and co-occur (e.g. a person may be autistic and
dyslexic). In this research, the complexity of neurodivergence was acknowledged and a more
holistic understanding of the wide spectrum of neurodiversity was provided, thus
contributing to answering some of the recent calls (see Volpone ef al., 2022).

Fourth, the reported research makes valuable theoretical contributions to the intersection
of leadership and neurodiversity within the existing literature, thus contributing more
generally to the discourse — ongoing within the human resource management (HRM) field —
on organizational equality, diversity and inclusion. It is well established that experiencing
inclusion at work partly depends on effective leadership (Cottrill et al, 2014). However,
challenges associated with diversity in workgroups that leaders encounter were also
highlighted, and calls have been made to conduct research focusing on leadership that can
address such difficulties by promoting employee experiences of inclusion (Randel et al., 2018).
I do so for a specific group of neurodivergent individuals. The reported findings may help
leaders promote employee inclusion, which benefits all parties involved. This has further
practical implications, which I discuss in the following section.

Practical contributions
The practical implications arising from this research are significant with respect to the
establishment of inclusive workplaces that conscientiously address the requirements of
neurodivergent employees while providing support for those in leadership roles. Specifically,
the reported findings underscore the vital role of empathy and understanding in leaders,
acknowledging that those who not only embrace but also actively seek comprehension of
neurodivergent conditions are better positioned to effectively support their subordinates.
Given this imperative, it is essential for organizations to allocate resources toward training
initiatives aimed at fostering leaders’ understanding of neurodiversity. Indeed, the findings
from a large-scale report by McDowall et al. (2023) suggest that line managers are not
confident about being able to provide support to neurodivergent employees, and they fear
getting it wrong because of their lack of knowledge of neurodiversity. Surely, such training
necessitates a substantive commitment from leaders. An innovative approach could involve
the utilization of simulators that immerse leaders in the sensory realm of individuals with
neurodivergent conditions, such as autism (Rogers, 2019). Employing virtual reality
headsets, leaders can undergo a comprehensive experience simulating hypersensitivity or
sensory overload (Shin, 2018). In accordance with established social-psychological evidence
(e.g. Batson, 2011), such an exercise can facilitate a profound understanding of the
perspective of neurodivergent followers, thereby cultivating heightened empathy toward



them. The incorporation of such experiential methods elevates the training beyond mere
theoretical instruction, with the potential to foster a deeper and more nuanced understanding
of neurodiversity among organizational leaders.

The reported study also highlights the need for being flexible and making individualized
adjustments while avoiding the challenge of accidentally stigmatizing neurodivergent
individuals. To prevent this from happening, it is essential that adjustments and supportive
policies are clear and avoid language or actions that could be seen negatively. Such clarity can
be achieved through training and awareness campaigns that aid in a more comprehensive
understanding of neurodiversity. It is important to note that clear policies and procedures
(see, e.g. Hennekam and Follmer, 2024) can also serve as proactive measures, promoting a
culture of acceptance while simultaneously acting as safeguards against potential legal
implications stemming from perceived discrimination or marginalization.

The findings presented in this study further underscore the pivotal role of feedback in
bolstering self-development and confidence. It is crucial for leaders to steer clear of the
assumption that one-size-fits-all feedback solutions will prove effective. Instead, prioritizing
tailored feedback approaches seems essential. Encouraging open communication and
providing various channels for feedback can cater to different communication preferences
(Hamdani and Biagi, 2022). Rather than resorting to generalized or patronizing statements,
leaders should undergo training to deliver constructive feedback.

Finally, our findings imply that leaders also stand to benefit from support initiatives.
First, the emotional demands of managing neurodivergent employees should be
recognized (see, e.g. Richards ef al., 2019), and leaders should be provided with access to
counseling services or emotional well-being workshops (Dearborn, 2002). Human resource
departments or managers of those in leadership positions should be further mindful of
leaders’ workloads and recognize that managing neurodivergent employees may require
additional time and resources (e.g. to develop tailored feedback). Consistently, they should
ensure that leaders have the capacity to provide adequate support. Conducting regular
check-ins with leaders to understand their needs may prove particularly effective, given
the challenging task they face and the significant support they require themselves to
navigate the complexities of managing others. Additionally, it appears that leaders must
maintain a delicate balance between empathizing with others and upholding boundaries.
While it is vital to be understanding, they also need to discern when to establish and
enforce clear limits.

Limitations and future research directions

While it must be acknowledged that participants who are neurodivergent and in full-time
work are considered to be a hard-to-reach research group, a key limitation of this study is the
relatively small sample size that may not fully encompass the broad spectrum of
neurodiversity. Different neurodivergent conditions were included in the sample (autism,
ADHD, dyslexia, dyspraxia, bipolar and Irlen syndrome), but it is still primarily comprised of
individuals with autism and ADHD, while certain conditions were not represented at all (e.g.
Tourette’s syndrome). Similarly, the research sample consisted of individuals from diverse
cultural backgrounds, including those from the UK and Poland. While this diversity offers the
advantage of variance, as it is not confined to a single culture, it is possible that these cultural
differences may have influenced the study’s findings. Larger and more varied samples in
future research would enhance our understanding of neuro-inclusive leadership.
Simultaneously, a more detailed examination of the perspectives of leaders themselves
would be valuable, offering deeper insights into their experiences and practices. Adopting
such strategies in future research can contribute significantly to advancing our
understanding of neurodiversity in leadership and fostering a more inclusive discourse
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around the diverse needs and experiences of neurodivergent individuals. This exploration is
particularly crucial, as it underscores the pressing need for a new theory of neuro-inclusive
leadership.

Finally, this study was solely interested in the relationship between the neurotypical leaders
and their neurodivergent followers. However, it would be interesting for future research to
extend its inquiry to encompass not only the relationships between neurotypical leaders and
neurodivergent followers but also the intricate dynamics involving neurodivergent leaders and
their diverse team members, including both neurodivergent and neurotypical individuals.
Indeed, recent conceptual investigations have started to emphasize that neurodiversity is a
cognitive strength from which effective leadership may derive (see Roberson et al, 2021).
However, research exploring neurodivergent leaders is still lacking.

Conclusions

This study contributes to recent calls to develop a more nuanced understanding of workplace
neurodiversity, with a specific focus on neuro-inclusive leadership. The reported findings
help establish inclusive and accommodating employee relations practices that
conscientiously address the requirements of neurodivergent employees while providing
appropriate support for those in leadership roles.

References

Anderson, H]., Baur, J.E,, Griffith, J.A. and Buckley, M.R. (2017), “What works for you may not work
for (gen) me: limitations of present leadership theories for the new generation”, The Leadership
Quarterly, Vol. 28 No. 1, pp. 245-260, doi: 10.1016/j.leaqua.2016.08.001.

Austin, R.D. and Pisano, G.P. (2017), “Neurodiversity as a competitive advantage”, Harvard Business
Review, Vol. 95 No. 3, pp. 96-103.

Batson, C.D. (2011), Altruism in Humans, Oxford University Press, New York.

Boekhorst, J.A. (2015), “The role of authentic leadership in fostering workplace inclusion: a social
information processing perspective”, Human Resource Management, Vol. 54 No. 2, pp. 241-264,
doi: 10.1002/hrm.21669.

Brouer, R.L., Duke, A., Treadway, D.C. and Ferris, G.R. (2009), “The moderating effect of political skill
on the demographic dissimilarity—Ileader—-member exchange quality relationship”, 7The
Leadership Quarterly, Vol. 20 No. 2, pp. 61-69, doi: 10.1016/j.leaqua.2009.01.015.

Burton, L., Carss, V. and Twumasi, R. (2022), “Listening to neurodiverse voices in the workplace”,
Ought: The Journal of Autistic Culture, Vol. 3 No. 2, 11, doi: 10.9707/2833-1508.1087.

Cafferkey, K., Dundon, T., Winterton, J. and Townsend, K. (2020), “Different strokes for different folks:
group variation in employee outcomes to human resource management”, Journal of Organizational
Effectiveness: People and Performance, Vol. 7 No. 1, pp. 1-19, doi: 10.1108/joepp-12-2018-0114.

Campos-Garcia, I. and Zuniga-Vicente, JA (2019), “The impact of a leader’s demographic and
professional characteristics on employee motivation: do they really matter?”, Employee
Relations, Vol. 41 No. 1, pp. 119-141, doi: 10.1108/er-10-2017-0253.

Carrero, J., Krzeminska, A. and Hartel, C.E. (2019), “The DXC technology work experience program:
disability-inclusive recruitment and selection in action”, jJournal of Management and
Organization, Vol. 25 No. 4, pp. 535-542, doi: 10.1017/jm0.2019.23.

Colella, A. and Varma, A. (2001), “The impact of subordinate disability on leader-member exchange
relationships”, Academy of Management Journal, Vol. 44 No. 2, pp. 304-315, doi: 10.5465/3069457.

Cottrill, K., Denise Lopez, P. and Hoffman, C. (2014), “How authentic leadership and inclusion benefit
organizations”, Equality, Diversity and Inclusion, Vol. 33 No. 3, pp. 275-292, doi: 10.1108/edi-05-
2012-0041.


https://doi.org/10.1016/j.leaqua.2016.08.001
https://doi.org/10.1002/hrm.21669
https://doi.org/10.1016/j.leaqua.2009.01.015
https://doi.org/10.9707/2833-1508.1087
https://doi.org/10.1108/joepp-12-2018-0114
https://doi.org/10.1108/er-10-2017-0253
https://doi.org/10.1017/jmo.2019.23
https://doi.org/10.5465/3069457
https://doi.org/10.1108/edi-05-2012-0041
https://doi.org/10.1108/edi-05-2012-0041

Davies, J., Heasman, B., Livesey, A., Walker, A., Pellicano, E. and Remington, A. (2023), “Access to
employment: a comparison of autistic, neurodivergent and neurotypical adults’ experiences of
hiring processes in the United Kingdom”, Autism: The International Journal of Research and
Practice, Vol. 27 No. 6, pp. 1746-1763, doi: 10.1177/13623613221145377.

Dearborn, K. (2002), “Studies in emotional intelligence redefine our approach to leadership
development”, Public Personnel Management, Vol. 31 No. 4, pp. 523-530, doi: 10.1177/
009102600203100408.

DeChurch, L.A., Hiller, N.J., Murase, T., Doty, D. and Salas, E. (2010), “Leadership across levels: levels
of leaders and their levels of impact”, The Leadership Quarterly, Vol. 21 No. 6, pp. 1069-1085,
doi: 10.1016/j.leaqua.2010.10.009.

Dimotakis, N., Lambert, L.S., Fu, S., Boulamatsi, A., Smith, T.A., Runnalls, B., Corner, A.J., Tepper, B].
and Maurer, T. (2023), “Gains and losses: Week-to-week changes in leader—follower
relationships”, Academy of Management Journal, Vol. 66 No. 1, pp. 248-275, doi: 10.5465/amj.
2019.1100.

Doyle, N., Moeller, M,, Ott, D.L. and Raskovi¢, M. (2023), “Neurodiversity in organisations: taking stock
and shaping future research”, International Journal of Management Reviews, Call for Papers.

Dreaver, J., Thompson, C., Girdler, S., Adolfsson, M., Black, M.H. and Falkmer, M. (2020), “Success
factors enabling employment for adults on the autism spectrum from employers’ perspective”,
Journal of Autism and Developmental Disorders, Vol. 50 No. 5, pp. 1657-1667, doi: 10.1007/
$10803-019-03923-3.

Dulebohn, JH., Bommer, W.H.,, Liden, R.C., Brouer, R.L. and Ferris, GR. (2012), “A meta-analysis of
antecedents and consequences of leader-member exchange: integrating the past with an eye
toward the future”, Journal of Management, Vol. 38 No. 6, pp. 1715-1759, doi: 10.1177/
0149206311415280.

Ferdman, B.M. (2014), “The practice of inclusion in diverse organizations: toward a systemic and
inclusive framework”, in Ferdman, B.M. and Deane, B. (Eds), Diversity at Work: the Practice of
Inclusion, Jossey-Bass, pp. 3-54.

Gates, L.B. (1993), “The role of supervisor in successful adjustment to work with a disabling condition:
issues for disability policy and practice”, Journal of Occupational Rehabilitation, Vol. 3,
pp. 179-194.

Goldfarb, Y., Gal, E. and Golan, O. (2019), “A conflict of interests: a motivational perspective on special
interests and employment success of adults with ASD”, Journal of Autism and Developmental
Disorders, Vol. 49 No. 9, pp. 3915-3923, doi: 10.1007/s10803-019-04098-7.

Gooty, J. and Yammarino, FJ. (2016), “The leader-member exchange relationship: a multisource,
cross-level investigation”, Journal of Management, Vol. 42 No. 4, pp. 915935, doi: 10.1177/
0149206313503009.

Graen, G.B. and Uhl-Bien, M. (1995), “Relationship-based approach to leadership: development of
leader-member exchange (LMX) theory of leadership over 25 years: applying a multi-level
multi-domain perspective”, Leadership Quarterly, Vol. 6 No. 2, pp. 219-247, doi: 10.1016/1048-
9843(95)90036-5.

Hamdani, M. and Biagi, S. (2022), “Providing performance feedback to support neurodiverse
employees”, MIT Sloan Management Review, Vol. 63 No. 3, pp. 1-6.

Hayward, SM. McVilly, KR. and Stokes, M.A. (2019), “Autism and employment: what works”,
Research in Autism Spectrum Disorders, Vol. 60 No. 1, pp. 48-58, doi: 10.1016/j.rasd.2019.01.006.

Hayward, SM,, McVilly, K.R. and Stokes, M.A. (2020), “Sources and impact of occupational demands

for autistic employees”, Research in Autism Spectrum Disorders, Vol. 76, 101571, doi: 10.1016/].
rasd.2020.101571.

Henderson, DJ., Liden, R.C,, Glibkowski, B.C. and Chaudhry, A. (2009), “LMX differentiation: a
multilevel review and examination of its antecedents and outcomes”, The Leadership Quarterly,
Vol. 20 No. 4, pp. 517-534, doi: 10.1016/j.leaqua.2009.04.003.

Inclusive
leadership

111



https://doi.org/10.1177/13623613221145377
https://doi.org/10.1177/009102600203100408
https://doi.org/10.1177/009102600203100408
https://doi.org/10.1016/j.leaqua.2010.10.009
https://doi.org/10.5465/amj.2019.1100
https://doi.org/10.5465/amj.2019.1100
https://doi.org/10.1007/s10803-019-03923-3
https://doi.org/10.1007/s10803-019-03923-3
https://doi.org/10.1177/0149206311415280
https://doi.org/10.1177/0149206311415280
https://doi.org/10.1007/s10803-019-04098-7
https://doi.org/10.1177/0149206313503009
https://doi.org/10.1177/0149206313503009
https://doi.org/10.1016/1048-9843(95)90036-5
https://doi.org/10.1016/1048-9843(95)90036-5
https://doi.org/10.1016/j.rasd.2019.01.006
https://doi.org/10.1016/j.rasd.2020.101571
https://doi.org/10.1016/j.rasd.2020.101571
https://doi.org/10.1016/j.leaqua.2009.04.003

ER
46,9

112

Hennekam, S. and Follmer, K. (2024), “Neurodiversity and HRM: a practice-based review and research
agenda”, Equality, Diversity and Inclusion, Vol. ahead-of-print No. ahead-of-print, doi: 10.1108/
edi-12-2023-0424.

Hennekam, S. Volpone, S. and Pullen, A. (2022), “Neurodiversity at work: challenges and
opportunities for human resource management”, Call for Papers for a Special Issue of
Human Resource Management.

Hoang, G., Wilson-Evered, E. and Lockstone-Binney, L. (2021), “Leaders influencing innovation: a
qualitative study exploring the role of leadership and organizational climate in Vietnamese
tourism SMES”, Employee Relations, Vol. 43 No. 2, pp. 416-437, doi: 10.1108/er-07-2019-0279.

Hurley-Hanson, AE. and Giannantonio, C.M. (2017), “LMX and autism: effective working
relationships”, in Scandura, T.A. and Mourino-Ruiz, E. (Eds), Leading Diversity in the 21st
Century, IAP Information Age Publishing, pp. 281-302.

Hurley-Hanson, A.E., Giannantonio, CM. and Griffiths, AJ. (2020), “The stigma of autism”, in
HurleyHanson, A.E., Giannantonio, CM. and Griffiths, AJ. (Eds), Autism in the Workplace.
Palgrave Explorations in Workplace Stigma, Palgrave Macmillan, Cham, pp. 21-45.

Jacobs, T.0. and McGee, ML.L. (2001), “Competitive advantage: conceptual imperatives for executives”,
in Zaccaro, SJ. and Klimoski, RJ. (Eds), The Nature of Organizational Leadership:
Understanding the Performance Imperatives Confronting Today’s Leaders, Jossey-Bass/Wiley,
pp. 42-78.

Jiang, K., Hy, J., Liu, S. and Lepak, D.P. (2017), “Understanding employees’ perceptions of human
resource practices: effects of demographic dissimilarity to managers and coworker”, Human
Resource Management, Vol. 56 No. 1, pp. 69-91, doi: 10.1002/hrm.21771.

Johnson, K.R., Ennis-Cole, D. and Bonhamgregory, M. (2020), “Workplace success strategies for
employees with autism spectrum disorder: a new Frontier for human resource development”,
Human Resource Development Review, Vol. 19 No. 2, pp. 122-151, doi: 10.1177/
1534484320905910.

Kalmanovich-Cohen, H. and Stanton, S. (2023), “How can work from home support neurodiversity and
inclusion?”, Industrial and Organizational Psychology, Vol. 16 No. 1, pp. 20-24, doi: 10.1017/iop.
2022.93.

Khan, M.H., Grabarski, MK., Ali, M. and Buckmaster, S. (2022), “Insights into creating and managing
an inclusive neurodiverse workplace for positive outcomes: a multistaged theoretical
framework”, Group and Organization Management, Vol. 48 No. 5, pp. 1339-1386, doi: 10.
1177/10596011221133583.

King, N. and Brooks, J.M. (2017), Template Analysis for Business and Management Students, Sage,
London.

Kinnie, N., Hutchinson, S., Purcell, J., Rayton, B. and Swart, J. (2005), “Satisfaction with HR practices
and commitment to the organisation: why one size does not fit all”, Human Resource
Management Journal, Vol. 15 No. 4, pp. 9-29, doi: 10.1111/5.1748-8583.2005.tb00293.x.

LeFevre-Levy, R., Melson-Silimon, A., Harmata, R., Hulett, A. and Carter, N. (2023), “Neurodiversity in
the workplace: considering neuroatypicality as a form of diversity”, Industrial and
Orgamizational Psychology, Vol. 16 No. 1, pp. 1-19, doi: 10.1017/i0p.2022.86.

Luy, T. (2019), “Relationship between benevolent leadership and the well-being among employees
with disabilities”, Journal of Business Research, Vol. 29 No. 1, pp. 282-294, doi: 10.1016/j.jbusres.
2019.03.004.

McDowall, A., Doyle, N. and Kiseleva, M. (2023), Neurodiversity at Work: Demand, Supply and a Gap
Analysis, Birkbeck, University of London, London, UK.

Nahrgang, ].D., Morgeson, F.P. and Ilies, R. (2009), “The development of leader-member exchanges:
exploring how personality and performance influence leader and member relationships over
time”, Organizational Behavior and Human Decision Processes, Vol. 108 No. 2, pp. 256-266,
doi: 10.1016/1.0bhdp.2008.09.002.


https://doi.org/10.1108/edi-12-2023-0424
https://doi.org/10.1108/edi-12-2023-0424
https://doi.org/10.1108/er-07-2019-0279
https://doi.org/10.1002/hrm.21771
https://doi.org/10.1177/1534484320905910
https://doi.org/10.1177/1534484320905910
https://doi.org/10.1017/iop.2022.93
https://doi.org/10.1017/iop.2022.93
https://doi.org/10.1177/10596011221133583
https://doi.org/10.1177/10596011221133583
https://doi.org/10.1111/j.1748-8583.2005.tb00293.x
https://doi.org/10.1017/iop.2022.86
https://doi.org/10.1016/j.jbusres.2019.03.004
https://doi.org/10.1016/j.jbusres.2019.03.004
https://doi.org/10.1016/j.obhdp.2008.09.002

Nishii, L.H. and Mayer, D.M. (2009), “Do inclusive leaders help to reduce turnover in diverse groups?
The moderating role of leader-member exchange in the diversity to turnover relationship”,
Journal of Applied Psychology, Vol. 94 No. 6, pp. 1412-1426, doi: 10.1037/a0017190.

Oruh, ES,, Mordi, C., Dibia, C.H. and Ajonbadi, H.A. (2021), “Exploring compassionate managerial
leadership style in reducing employee stress level during COVID-19 crisis: the case of Nigeria”,
Employee Relations, Vol. 43 No. 6, pp. 1362-1381, doi: 10.1108/er-06-2020-0302.

Parr, A.D., Hunter, S.T. and Ligon, G.S. (2013), “Questioning universal applicability of
transformational leadership: examining employees with autism spectrum disorder”, The
Leadership Quarterly, Vol. 24 No. 4, pp. 608-622, doi: 10.1016/j.leaqua.2013.04.003.

Randel, A.E., Galvin, B.M., Shore, L.M., Ehrhart, K.H., Chung, B.G., Dean, M.A. and Kedharnath,
U. (2018), “Inclusive leadership: realizing positive outcomes through belongingness and
being valued for uniqueness”, Human Resource Management Review, Vol. 28 No. 1,
pp. 190-203, doi: 10.1016/5.hrmr.2017.07.002.

Richards, J.,, Sang, K., Marks, A. and Gill, S. (2019), “I've found it extremely draining”, Personnel
Review, Vol. 48 No. 7, pp. 1903-1923, doi: 10.1108/pr-08-2018-0289.

Roberson, Q. and Perry, J.L. (2022), “Inclusive leadership in thought and action: a thematic analysis”,
Group and Organization Management, Vol. 47 No. 4, pp. 755-778, doi: 10.1177/
10596011211013161.

Roberson, Q., Quigley, N.R., Vickers, K. and Bruck, 1. (2021), “Reconceptualizing leadership from a
neurodiverse perspective”, Group and Organization Management, Vol. 46 No. 2, pp. 399-423,
doi: 10.1177/1059601120987293.

Rogers, S. (2019), “How virtual reality can help those with autism”, Forbes, available at: https://www.
forbes.com/sites/solrogers/2019/04/03/how-virtual-reality-can-help-those-with-autism/?
sh=5aa8b060198e (accessed 20 January 2024).

Saleh, M. and Bruyere, S. (2018), “Leveraging employer practices in global regulatory frameworks to
improve employment outcomes for people with disabilities”, Social Inclusion, Vol. 6 No. 1,
pp. 18-28, doi: 10.17645/s1.v6i1.1201.

Scholz, F. and Ingold, J. (2021), “Activating the ‘ideal jobseeker’: experiences of individuals with
mental health conditions on the UK Work Programme”, Human Relations, Vol. 74 No. 10,
pp. 1604-1627, doi: 10.1177/0018726720934848.

Schriber, R.A., Robins, R.W. and Solomon, M. (2014), “Personality and self-insight in individuals with
autism spectrum disorder”, Journal of Personality and Social Psychology, Vol. 106 No. 1,
pp. 112-130, doi: 10.1037/a0034950.

Seitz, S.R. (2022), “Do traditional leadership theories work in a neurodiverse context?”, in Bruyere, S.
and Coella, A. (Eds), Neurodiversity in the Workplace, Routledge, London.

Shin, D. (2018), “Empathy and embodied experience in virtual environment: to what extent can virtual
reality stimulate empathy and embodied experience?”, Computers in Human Behavior, Vol. 78,
pp. 64-73, doi: 10.1016/}.chb.2017.09.012.

Singer, J. (1999), “Why can’t you be normal for once in your life?” From a problem with no name to the
emergence of a new category of difference”, in Corker, M. and French, S. (Eds), Disability
Discourse, Open University Press, Buckingham, UK, pp. 59-67.

Szulc, J.M. (2022a), “AMO model for neuro-inclusive remote workplace”, Personnel Review, Vol. 51
No. 8, pp. 1867-1882, doi: 10.1108/pr-02-2022-0085.

Szule, JM. (2022b), “Towards more inclusive qualitative research: the practice of interviewing
neurominorities”, Labour and Industry, Vol. 33 No. 2, pp. 179-187, doi: 10.1080/10301763.2022.2148853.

Szulc, ] M., Davies, J., Tomczak, M.T. and McGregor, F.L. (2021), “AMO perspectives on the wellbeing
of neurodivergent human capital”, Employee Relations, Vol. 43 No. 4, pp. 858-872, doi: 10.1108/
er-09-2020-0446.

Szulc, ] M., McGregor, F.L. and Cakir, E. (2023), “Neurodiversity and remote work in times of crisis:
lessons for HR”, Personnel Review, Vol. 52 No. 6, pp. 1677-1692, doi: 10.1108/pr-06-2021-0469.

Inclusive
leadership

113



https://doi.org/10.1037/a0017190
https://doi.org/10.1108/er-06-2020-0302
https://doi.org/10.1016/j.leaqua.2013.04.003
https://doi.org/10.1016/j.hrmr.2017.07.002
https://doi.org/10.1108/pr-08-2018-0289
https://doi.org/10.1177/10596011211013161
https://doi.org/10.1177/10596011211013161
https://doi.org/10.1177/1059601120987293
https://www.forbes.com/sites/solrogers/2019/04/03/how-virtual-reality-can-help-those-with-autism/?sh=5aa8b060198e
https://www.forbes.com/sites/solrogers/2019/04/03/how-virtual-reality-can-help-those-with-autism/?sh=5aa8b060198e
https://www.forbes.com/sites/solrogers/2019/04/03/how-virtual-reality-can-help-those-with-autism/?sh=5aa8b060198e
https://www.forbes.com/sites/solrogers/2019/04/03/how-virtual-reality-can-help-those-with-autism/?sh=5aa8b060198e
https://doi.org/10.17645/si.v6i1.1201
https://doi.org/10.1177/0018726720934848
https://doi.org/10.1037/a0034950
https://doi.org/10.1016/j.chb.2017.09.012
https://doi.org/10.1108/pr-02-2022-0085
https://doi.org/10.1080/10301763.2022.2148853
https://doi.org/10.1108/er-09-2020-0446
https://doi.org/10.1108/er-09-2020-0446
https://doi.org/10.1108/pr-06-2021-0469

ER
46,9

114

Tomczak, M.T. (2022), “How can the work environment be redesigned to enhance the well-being of
individuals with autism?”, Employee Relations, Vol. 44 No. 6, pp. 1467-1484, doi: 10.1108/er-12-
2021-0535.

Tomczak, M.T. and Kulikowski, K. (2023), “Toward an understanding of occupational burnout among
employees with autism-the Job Demands-Resources theory perspective”, Current Psychology,
Vol. 43 No. 2, pp. 1-13, doi: 10.1007/s12144-023-04428-0.

Tomczak, M.T., Szulc, ] M. and Szczerska, M. (2021), “Inclusive communication model supporting the
employment cycle of individuals with autism spectrum disorders”, International Journal of
Environmental Research and Public Health, Vol. 18 No. 9, pp. 1-12, doi: 10.3390/ijerph18094696.

Volpone, S.D., Avery, DR. and Wayne, J.H. (2022), “Shaping organizational climates to develop and
leverage workforce neurodiversity”, in Bruyere, S. and Coella, A. (Eds), Neurodiversity in the
Workplace, Routledge, London, pp. 16-59.

Waisman-Nitzan, M., Gal, E. and Schreuer, N. (2021), “It’s like a ramp for a person in a wheelchair”:
workplace accessibility for employees with autism”, Research in Developmental Disabilities,
Vol. 114, 103959, doi: 10.1016/j.ridd.2021.103959.

Walkowiak, E. (2023), “Digitalization and inclusiveness of HRM practices: the example of
neurodiversity initiatives”, Human Resource Management Journal, pp. 1-21, doi: 10.1111/
1748-8583.12499.

Weber, C., Krieger, B., Hine, E., Yarker, J. and McDowall, A. (2022), “Physical workplace adjustments
to support neurodivergent workers: a systematic review”, Applied Psychology, pp. 1-53, dot: 10.
1111/apps.12431.

Wiklund, J., Hatak, L., Patzelt, H. and Shepherd, D.A. (2018), “Mental disorders in the entrepreneurship
context: when being different can be an advantage”, Academy of Management Perspectives,
Vol. 32 No. 2, pp. 182-206, doi: 10.5465/amp.2017.0063.

Winterton, J. and Cafferkey, K. (2019), “Revisiting human capital theory: progress and prospects”, in
Townsend, K., Cafferkey, K., McDermott, A.M. and Dundon, T. (Eds), Elgar Introduction to
Theories of Human Resources and Employment Relations, Edward Elgar Publishing,
Cheltenham, pp. 218-234.

Yukl, G.A., Gardner, W.L. and Uppal, N. (2018), Leadership in Organizations, 9th ed., Pearson,
Essex, UK.

Corresponding author
Joanna Maria Szulc can be contacted at: joanna.szulc@pg.edu.pl

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com


https://doi.org/10.1108/er-12-2021-0535
https://doi.org/10.1108/er-12-2021-0535
https://doi.org/10.1007/s12144-023-04428-0
https://doi.org/10.3390/ijerph18094696
https://doi.org/10.1016/j.ridd.2021.103959
https://doi.org/10.1111/1748-8583.12499
https://doi.org/10.1111/1748-8583.12499
https://doi.org/10.1111/apps.12431
https://doi.org/10.1111/apps.12431
https://doi.org/10.5465/amp.2017.0063
mailto:joanna.szulc@pg.edu.pl

	Leading with understanding: cultivating positive relationships between neurotypical leaders and neurodivergent employees
	Introduction
	Neurodiversity movement and employment
	Leadership and neurodiversity
	The role of LMX in neurodiverse work relationships
	Methods
	Findings
	(Lack of) empathy and understanding
	Adjustment versus stigmatizing
	Handling feedback with care
	Supporting a neuro-inclusive leader

	Discussion
	Theoretical and research contributions
	Practical contributions

	Limitations and future research directions
	Conclusions
	References


