


















“Some job tips for people with autism or

Asperger's syndrome… Computer science is a

good choice because it is very likely that

many of the best programmers have either

Asperger's syndrome or some of its traits.”

– Temple Grandin
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How can we enhance workplace readiness through evidence-based early 

intervention?

How can these programs reach autistic persons outside of school?

Investigate the implications of disclosure for those neurodiverse 

adults who are already in the workplace.

How can we facilitate transition without vocational rehab funding?

Investigate the different preparation needs for job readiness across 

gender/ethnicity/other identities 

What is the role of educational institutions in thinking about the 

ecosystem around autism hiring?



How do we develop closer relationships between autistic jobs 

seekers and the companies who want to employ them?

How do we fill the job pipeline with individuals with autism who are 22 and 

older? How can we more easily find them?

How do we ensure we don’t engage in job channeling (i.e. 

stereotyping) in the recruitment process?

What are the impact to autistic individuals after going through 

autism hiring programs?

How do we assess the outcomes of the different varieties of autism 

hiring programs?



How can we evaluate onboarding processes and associated 

outcomes for people on the spectrum?

When is it safest/best to disclose autism to management and 

co-workers?

What activities might promote a culture of autism awareness?

Is it better to have specialized onboarding processes for autistic 

people or embellish mainstream processes?



How can we best support autistic people with co-occurring mental health needs 

to enhance retention and advancement?

Moving new hires across the country uproots them from their support 

networks. How does this impact their quality of life?

What is the impact of the supervisor in retaining autistic employees?

What is working well for autistic people in organizations without autism-

specific hiring programs?

How do needs vary across different identities / intersectionality? How do we 

better meet those needs?



Should we redefine advancement for autistic employees? How do autistic employees 

define advancement for themselves?

How can we support autistic employees in the advancement process?

How do we utilize measurements across differences to help maintain equity?

What cultures best support those who may or may not want to follow a traditional 

career path?

Are neurodiverse employees hitting glass ceilings or getting stuck in their job 

positions?



What are the barriers at the C-suite level for neurodiversity 

employment?

What types of neurodiversity do well in particular industries?

What are the key cultural enablers that enable autism hiring 

programs?

How to we best scale programs across local and functional areas?

How should we measure success/performance of autism programs?



How do we make the voice of self advocates most prominent ?

How can we best facilitate/support/manage job transitions throughout life?

What unique strengths would autistic people bring to management positions?

How do we best allocate resources to support autism hiring programs?

How do we get access in industry to study and evaluate the outcomes of the 

programs?



When you do not intentionally, deliberately, and proactively 

include, you will unintentionally exclude. – Joe Gerstandt



Supporting neurodiversity is not about lowering the bar.

We must remove the barriers to the bar 

in order to let people leapfrog past it.



Questions?

Andrew Begel, Microsoft Research

andrew.begel@microsoft.com

@abegel


