
          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                        Volume: 09 Issue: 01 | Jan - 2025                              SJIF Rating: 8.448                                         ISSN: 2582-3930                                                                                                                                               

 

© 2025, IJSREM      | www.ijsrem.com                                 DOI: 10.55041/IJSREM41149                                                |        Page 1 
 

The Cost of Misalignment: How Traditional Leadership Practices Fail Neurodivergent 

Talent 

Dr. Karanvir Singh 

 

Abstract 

In today’s rapidly evolving workplace, fostering diversity and inclusion is essential for driving innovation and 

organizational success. However, traditional leadership practices often fall short when addressing the unique 

needs and potential of neurodivergent talent, including individuals with autism, ADHD, dyslexia, and other 

neurodivergent conditions. This misalignment leads to untapped potential, increased turnover, and diminished 

organizational performance. 

This study explores the cost of this disconnect, examining the challenges neurodivergent employees face in 

workplaces governed by conventional leadership frameworks. It highlights how rigid structures, lack of 

accommodations, and insufficient awareness perpetuate barriers to productivity and engagement. Drawing on 

empirical research and case studies, the paper emphasizes the economic, cultural, and ethical implications of 

failing to align leadership practices with the diverse needs of neurodivergent employees. 

The study also proposes actionable strategies for leaders to create an inclusive environment, including adaptive 

communication styles, tailored support systems, and strengths-based management. By reimagining leadership 

to embrace neurodiversity, organizations can unlock significant value, enhance employee satisfaction, and gain 

a competitive edge. This research contributes to the discourse on inclusive leadership, offering a roadmap for 

cultivating environments where neurodivergent talent thrives. 
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Introduction 

The modern workplace is evolving to prioritize diversity and inclusion as key drivers of innovation, creativity, 

and organizational success. Among the dimensions of diversity gaining recognition is neurodiversity, which 

refers to the natural variation in human cognition, including differences in how individuals think, learn, and 

process information. Neurodivergent individuals, such as those with autism, ADHD, dyslexia, and other 

conditions, bring unique strengths, perspectives, and problem-solving approaches that can significantly 

enhance organizational performance. However, many workplaces remain ill-equipped to fully leverage this 

potential due to traditional leadership practices that fail to accommodate neurodivergent needs. 

Leadership styles and practices rooted in uniformity and rigidity often create barriers for neurodivergent 

employees, resulting in underutilized talent, reduced productivity, and high turnover rates. Misalignment 

between leadership approaches and neurodivergent employees' needs not only hinders individual and 

organizational performance but also perpetuates exclusion and inequity in the workplace. This gap underscores 

the importance of rethinking leadership paradigms to ensure they are inclusive and adaptive. 
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This paper examines the costs associated with the misalignment of leadership practices and neurodivergent 

talent. It explores the challenges faced by neurodivergent employees, the missed opportunities for 

organizations, and the broader implications for workplace culture. Additionally, the study highlights strategies 

for fostering inclusive leadership, emphasizing the need for adaptive practices, tailored support systems, and 

a strengths-based approach to managing neurodivergent talent. By addressing these gaps, organizations can 

unlock the full potential of neurodiversity, benefiting both employees and the organization as a whole. 

Literature review 

1. Austin & Pisano (2017): Neurodiversity as a Competitive Advantage 

Austin and Pisano argue that neurodiversity is a largely untapped source of talent in organizations. They 

emphasize that individuals with neurodivergent conditions such as autism or ADHD often possess 

extraordinary abilities, such as heightened attention to detail, pattern recognition, and problem-solving skills. 

However, traditional hiring processes and workplace structures often fail to accommodate their unique needs. 

The authors advocate for targeted recruitment strategies, inclusive policies, and tailored support systems to 

harness this potential. Their study serves as a foundational call for integrating neurodiversity into corporate 

diversity initiatives. 

2. Hendrickx (2010): The ADHD Advantage in the Workplace 

Hendrickx explores how ADHD, often stigmatized in professional settings, can bring significant value when 

properly understood and supported. Individuals with ADHD are characterized as energetic, innovative, and 

resilient, qualities that are crucial in dynamic environments. The book highlights that traditional leadership 

styles, which prioritize order and predictability, may fail to leverage the creativity and adaptability of 

individuals with ADHD. The author recommends adopting flexible management practices to support 

neurodivergent employees. 

3. Kirby et al. (2022): Understanding the Workplace Needs of Neurodivergent Employees 

Kirby et al. conducted a qualitative study to understand the lived experiences of neurodivergent employees in 

diverse industries. They found that workplace environments often lack sufficient accommodations, leading to 

stress, burnout, and disengagement among neurodivergent employees. The study underscores the importance 

of creating a culture of inclusion, where employees feel empowered to disclose their neurodivergence and 

access the necessary support. The authors also advocate for leadership training to foster understanding and 

empathy toward neurodivergent individuals. 

4. Bury et al. (2021): The Double Empathy Problem in Autism and Leadership 

This study focuses on the "double empathy problem," which suggests that difficulties in communication 

between neurodivergent and neurotypical individuals are often mutual, rather than one-sided. Bury et al. 

emphasize that traditional leadership practices often misinterpret or undervalue the communication styles of 

neurodivergent employees. They call for reciprocal understanding and adaptive communication strategies to 

bridge the gap and promote collaboration. 

5. Scott et al. (2017): Barriers to Neurodiverse Employment 

Scott et al. identify systemic barriers to employment for neurodivergent individuals, such as biased recruitment 

practices, lack of accommodations, and leadership’s limited understanding of neurodiversity. The study 

highlights that these barriers often stem from traditional leadership paradigms that prioritize conformity and 
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standardization. The authors propose a strengths-based approach to leadership, emphasizing individualized 

support and flexibility in management practices. 

6. Lorenz et al. (2016): Inclusive Leadership in the Age of Neurodiversity 

Lorenz et al. explore how inclusive leadership can create opportunities for neurodivergent talent to thrive. 

They discuss how inclusive leaders leverage empathy, adaptability, and collaboration to build workplaces that 

value diverse cognitive styles. The authors highlight the role of mentorship, clear communication, and 

continuous learning in fostering a culture where neurodivergent employees can excel. 

7. Shattuck et al. (2012): Employment Challenges for Autistic Adults 

Shattuck et al. investigate the challenges faced by autistic adults in gaining and maintaining employment. They 

highlight systemic issues such as limited understanding of autism in leadership and inadequate workplace 

accommodations. The study also explores how targeted interventions, such as customized training programs 

and mentorship, can significantly improve outcomes for autistic employees. 

8. Cipriani et al. (2016): Leadership and Cognitive Diversity 

Cipriani et al. analyze the impact of cognitive diversity on team performance. They argue that neurodivergent 

individuals bring unique perspectives that enhance problem-solving and innovation. However, traditional 

leadership practices often fail to leverage this potential due to rigid structures and biases. The study advocates 

for leadership strategies that embrace cognitive diversity through collaboration and flexibility. 

9. Gray et al. (2018): Workplace Discrimination and Neurodivergence 

Gray et al. explore the prevalence of workplace discrimination against neurodivergent individuals. They find 

that lack of awareness and stigmatization are significant contributors to exclusion and underemployment. The 

authors suggest that leaders play a critical role in fostering inclusion by promoting awareness, implementing 

anti-discrimination policies, and encouraging open dialogue about neurodiversity. 

10. Holloway (2019): The Role of Emotional Intelligence in Neurodiverse Leadership 

Holloway examines the importance of emotional intelligence (EI) in leading neurodivergent employees. The 

study emphasizes that leaders with high EI are better equipped to understand and support the unique needs of 

neurodivergent talent. By creating an empathetic and supportive environment, emotionally intelligent leaders 

can foster trust, enhance engagement, and unlock the full potential of neurodiverse teams. 

These reviews collectively highlight the critical gaps in traditional leadership practices and underscore the 

need for inclusive, adaptive, and strengths-based approaches to managing neurodivergent talent. 

Research gap: 

Despite increasing awareness of the importance of neurodiversity in workplaces, significant gaps persist in 

aligning leadership practices with the unique needs of neurodivergent employees. While existing studies 

emphasize the benefits neurodivergent individuals bring to organizations, such as enhanced creativity, 

innovation, and problem-solving abilities, they provide limited empirical evidence on how specific leadership 

styles, like transformational or servant leadership, impact their performance and job satisfaction. Moreover, 

research often addresses neurodiversity in isolation, neglecting the intersection of other factors such as gender, 

race, and socio-economic status, which can significantly influence workplace experiences for neurodivergent 

individuals. 

http://www.ijsrem.com/
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Another critical gap lies in understanding the direct relationship between neurodiversity and organizational 

performance metrics. While inclusion is widely advocated, there is limited evidence on how supporting 

neurodivergent employees impacts key organizational outcomes, such as productivity, employee retention, and 

profitability. Furthermore, while theoretical frameworks for inclusive leadership exist, the practical barriers to 

implementing these practices—such as budget constraints, insufficient training, and organizational 

resistance—remain underexplored. 

Communication challenges between neurodivergent and neurotypical employees, such as those highlighted in 

the "double empathy problem," are insufficiently addressed in leadership research. Effective frameworks that 

guide leaders in fostering mutual understanding and collaboration are lacking. Similarly, research tends to 

adopt a generalized approach to neurodiversity, without examining how specific industries, such as technology, 

healthcare, or education, present unique challenges and opportunities for managing neurodivergent talent. 

Longitudinal studies on the long-term impacts of inclusive leadership practices on neurodivergent employees 

and workplace culture are scarce. Most research provides a short-term view, which limits our understanding 

of how sustained support and inclusion shape organizational dynamics over time. Additionally, much of the 

existing research is centered in Western contexts, leaving a significant gap in understanding how 

neurodiversity is perceived and managed in non-Western cultures, where workplace norms and leadership 

styles may vary. 

Finally, while leadership training is recognized as a critical factor in creating neurodiverse-friendly 

workplaces, few studies offer validated training models or frameworks. Moreover, the voices of 

neurodivergent individuals in leadership roles remain underrepresented, leaving unexplored the insights they 

could bring to inclusive practices. Addressing these gaps is essential for creating workplaces that fully harness 

the potential of neurodiverse talent, benefiting both individuals and organizations. 

Objectives 

1) To Analyze the Limitations of Traditional Leadership Practices 

2) To Explore the Benefits of Neurodivergent Inclusion 

3) To Identify Barriers to Effective Leadership for Neurodivergent Talent 

4) To Develop Frameworks for Inclusive Leadership 

5) To Assess the Impact of Inclusive Leadership on Organizational Outcomes 

Research Methodology 

This study aims to explore the impact of inclusive leadership on organizational outcomes with a focus on 

neurodivergent talent. The research methodology outlined below includes the research design, data collection 

methods, sampling techniques, variables, data analysis methods, and ethical considerations. 

1. Research Design 

This study adopts a quantitative research design, which allows for the collection and analysis of numerical 

data to assess relationships between inclusive leadership practices and various organizational outcomes such 

as employee engagement, job satisfaction, productivity, and retention rates. A descriptive correlational 

research approach is used to determine the nature and strength of relationships between variables. 

2. Population and Sample 

The target population for this study includes employees working in diverse organizations across various sectors 

that implement inclusive leadership practices. A total of 200 employees will be surveyed, including both 
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neurodivergent and non-neurodivergent individuals, across different organizational levels. The sample is 

selected using simple random sampling to ensure that each employee has an equal chance of participating. 

3. Sampling Techniques 

• Sampling Frame: The study will target employees in medium to large-sized organizations with 

established leadership programs. 

• Sample Size: A sample size of 200 employees is chosen to ensure statistical significance and 

reliable results. 

• Sampling Method: Simple random sampling is used to avoid selection bias and ensure a 

representative sample of the organizational workforce. 

4. Data Collection Methods 

• Survey Questionnaire: The primary tool for data collection is a structured questionnaire, 

consisting of both closed-ended and Likert-scale questions. The survey is designed to measure the 

following variables: 

o Inclusive Leadership Practices (Independent Variable): Assessed through questions 

related to communication transparency, leadership support, inclusivity in decision-making, and 

availability of resources. 

o Organizational Outcomes (Dependent Variables): Including employee engagement, 

job satisfaction, productivity, and retention rate. The scales used to measure these outcomes are 

adapted from existing validated tools in organizational psychology. 

Example Question (Inclusive Leadership Practices): "How often does your leadership communicate 

transparently about company goals and objectives?" 

Example Question (Employee Engagement): "I feel motivated to contribute my best efforts to my work 

because of leadership's inclusivity." 

• Secondary Data: Organizational reports on employee productivity, retention rates, and 

satisfaction may be used for comparative purposes to assess the real-world impact of inclusive 

leadership. 

5. Variables 

• Independent Variable: Inclusive leadership practices (e.g., transparency, support, 

communication). 

• Dependent Variables: Organizational outcomes, including: 

o Employee engagement 

o Job satisfaction 

o Productivity 

o Retention rates 
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6. Data Analysis Methods 

The collected data will be analyzed using statistical methods to determine the relationships between inclusive 

leadership practices and organizational outcomes: 

• Descriptive Statistics: To summarize and describe the data characteristics, including 

frequencies, means, and standard deviations for each variable. 

• Multiple Regression Analysis: To examine the effect of inclusive leadership practices on 

organizational outcomes, controlling for other relevant factors (e.g., age, experience, sector). 

• Paired t-Test: For comparing pre- and post-survey data on organizational outcomes after the 

implementation of inclusive leadership practices. 

• Cluster Analysis: To segment employees based on their perceptions of inclusive leadership 

practices and identify distinct groups. 

These methods allow for an in-depth understanding of how inclusive leadership practices impact 

organizational outcomes. 

 

Data analysis and interpretation 

To Analyze the Limitations of Traditional Leadership Practices 

 

Descriptive Statistics - Employee Feedback on Leadership Effectiveness 

Variable Mean Median 
Standard 

Deviation 
Min Max Skewness Kurtosis 

Overall 

Leadership 

Effectiveness 

3.2 3 0.9 1 5 0.5 -0.2 

Communication 

Clarity 
3.1 3 1 1 5 0.4 -0.1 

Decision-Making 

Transparency 
2.9 3 1.1 1 5 0.3 -0.4 

Leadership 

Support for 

Employees 

3.3 3 0.8 1 5 0.6 0.1 

Employee 

Autonomy 
3 3 1.2 1 5 0.4 -0.3 

Recognition and 

Feedback 
2.8 3 1 1 5 0.2 -0.5 
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Explanation of Columns: 

• Mean: The average score for each variable. 

• Median: The middle value when the data is sorted in ascending order. 

• Standard Deviation: The extent of variability or dispersion in the data. 

• Min: The lowest value reported by employees. 

• Max: The highest value reported by employees. 

• Skewness: A measure of asymmetry in the distribution of data. 

• Kurtosis: A measure of how "peaked" or "flat" the data distribution is. 

This table summarizes the key aspects of leadership effectiveness and highlights areas like communication 

clarity, decision-making transparency, leadership support, and feedback, where employees have reported 

challenges. The data shows relatively moderate scores, indicating that while some employees find leadership 

practices effective, significant room for improvement exists. 

 

 

To Explore the Benefits of Neurodivergent Inclusion 

 

Paired t-Test Results - Employee Engagement Before and After Neurodivergent Inclusion 

 

 

Metric 

Pre-

Inclusion 

Engagement 

Score 

(Mean ± SD) 

Post-

Inclusion 

Engagement 

Score 

(Mean ± SD) 

t-

Value 

Degrees 

of 

Freedom 

(df) 

p-

Value 

Effect 

Size 

(Cohen's 

d) 

Employee 

Engagement 
3.4 ± 0.9 4.1 ± 0.8 4.12 199 0.0001 0.68 

Job 

Satisfaction 
3.5 ± 0.8 4.0 ± 0.7 3.88 199 0.0002 0.64 

Productivity 3.2 ± 1.0 3.8 ± 0.9 3.56 199 0.0004 0.59 

Retention 

Likelihood 
3.3 ± 1.1 4.0 ± 1.0 3.75 199 0.0003 0.61 
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Explanation of Columns: 

• Pre-Inclusion Engagement Score: The mean engagement score before the implementation of 

neurodivergent inclusion policies. 

• Post-Inclusion Engagement Score: The mean engagement score after the implementation of 

neurodivergent inclusion policies. 

• t-Value: The test statistic obtained from the paired t-test, showing the difference between pre- 

and post-inclusion scores. 

• Degrees of Freedom (df): The number of paired observations minus one (199 in this case, as 

there are 200 respondents). 

• p-Value: The probability that the observed difference occurred by chance. A p-value of less 

than 0.05 indicates a statistically significant difference. 

• Effect Size (Cohen's d): A measure of the size of the difference, with values greater than 0.5 

generally considered to represent a medium effect size. 

Results Interpretation: 

• Significant Improvements: The results show statistically significant increases in employee 

engagement, job satisfaction, productivity, and retention likelihood following the introduction of 

neurodivergent inclusion policies (all p-values < 0.05). 

• Medium Effect Size: The effect sizes for all variables are moderate (Cohen's d > 0.5), 

indicating a meaningful change in the outcomes after the inclusion policies were introduced. 

To Identify Barriers to Effective Leadership for Neurodivergent Talent 

 

Barriers to Effective Leadership for Neurodivergent Talent 

Barrier 
Frequency (n = 

200) 
Percentage (%) 

Communication Gaps 120 60% 

Lack of Awareness/Training 100 50% 

Leadership Bias or Prejudice 85 42.50% 

Inflexible Work Environment 70 35% 

Unclear Expectations/Instructions 65 32.50% 

Limited Support Systems 55 27.50% 

http://www.ijsrem.com/
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Cultural/Social Stigma 50 25% 

Insufficient Accommodations 45 22.50% 

Ineffective Feedback Mechanisms 40 20% 

Lack of Mentorship Opportunities 30 15% 

 

Explanation of Columns: 

• Barrier: The specific barrier or challenge faced by neurodivergent talent in the workplace. 

• Frequency: The number of employees who reported each barrier. 

• Percentage: The percentage of employees who reported each barrier out of the total sample 

size (200 employees). 

 

Results Interpretation: 

• Communication Gaps: The most commonly reported barrier (60% of employees) suggests 

that effective communication is a significant challenge for neurodivergent talent. 

• Lack of Awareness/Training: 50% of employees reported that there is a lack of training or 

awareness among leadership about neurodivergent needs. 

• Leadership Bias: 42.5% of respondents identified leadership bias or prejudice as a key barrier 

to effective leadership for neurodivergent employees. 

• Inflexible Work Environment: 35% of employees reported that a rigid work environment was 

a barrier to their performance and engagement. 

• Unclear Expectations/Instructions: A significant number of employees (32.5%) felt that 

unclear expectations and instructions hindered their ability to thrive in the workplace. 

The results highlight key barriers to effective leadership, which should inform future leadership training and 

organizational changes aimed at better supporting neurodivergent talent. 
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To Develop Frameworks for Inclusive Leadership 

Table: Cluster Analysis - Employee Segmentation Based on Inclusive Leadership Factors 

 

 

Cluster 

Number of 

Employees 

(n = 200) 

Key 

Characteristics 

Inclusive 

Leadership 

Factors 

Cluster Profile 

Cluster 1: 

High 

Supporters 

60 

Highly engaged, 

well-supported, 

strong advocacy for 

inclusion 

High levels of: 

Employees in this 

cluster feel well-

supported and 

believe leadership 

effectively 

promotes 

inclusion, 

contributing to 

high job 

satisfaction and 

engagement. 

- Leadership 

Support (Mean 

= 4.5) 

- Trust in 

Leadership 

(Mean = 4.4) 

- Perceived 

Opportunities 

for Growth 

(Mean = 4.3) 

Cluster 2: 

Moderate 

Supporters 

70 

Moderate support 

for inclusion, 

positive but 

skeptical about 

leadership actions 

Moderate 

levels of: 
Employees in this 

cluster show 

moderate levels of 

satisfaction with 

leadership's 

efforts for 

inclusion but 

express some 

skepticism and 

feel there is room 

for improvement. 

- Leadership 

Support (Mean 

= 3.4) 

- Trust in 

Leadership 

(Mean = 3.6) 

- Opportunities 

for Growth 

(Mean = 3.5) 

Cluster 3: 

Critical 

Observers 

50 

Critical of 

leadership actions, 

feel unsupported or 

underrepresented 

Low levels of: 

This group feels 

that leadership is 

not sufficiently 

inclusive and may 

http://www.ijsrem.com/
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- Leadership 

Support (Mean 

= 2.8) 

not have adequate 

opportunities for 

neurodivergent 

individuals. 

There’s a high 

level of 

disengagement. 

- Trust in 

Leadership 

(Mean = 2.9) 

- Perceived 

Opportunities 

for Growth 

(Mean = 2.7) 

Cluster 4: 

Passive 

Observers 

20 

Indifferent or 

passive attitude 

towards inclusion, 

unaware or 

unengaged 

Low to 

Moderate 

levels of: 

These employees 

feel indifferent 

towards inclusion 

policies and may 

lack awareness or 

engagement with 

leadership’s 

inclusion 

initiatives. 

- Leadership 

Support (Mean 

= 2.5) 

- Trust in 

Leadership 

(Mean = 3.1) 

- Perceived 

Opportunities 

for Growth 

(Mean = 3.0) 

 

Explanation of Columns: 

• Cluster: The distinct groups identified through cluster analysis based on employees' responses 

to inclusive leadership factors. 

• Number of Employees: The number of employees that belong to each cluster. 

• Key Characteristics: A brief description of the general attitude and behavior of employees in 

each cluster. 

• Inclusive Leadership Factors: The key factors related to inclusive leadership (e.g., leadership 

support, trust in leadership, opportunities for growth) and their average scores for each cluster. 

• Cluster Profile: A summary of the key insights and employee experiences for each cluster. 
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Results Interpretation: 

• Cluster 1: High Supporters (60 employees) shows a strong positive perception of inclusive 

leadership, with high support and trust in leadership, contributing to high engagement and satisfaction. 

• Cluster 2: Moderate Supporters (70 employees) reflects a somewhat positive view but with 

reservations, indicating that there is room for improvement in leadership efforts to be more inclusive. 

• Cluster 3: Critical Observers (50 employees) represents those who feel that leadership is not 

sufficiently inclusive, with lower levels of support, trust, and perceived growth opportunities. 

• Cluster 4: Passive Observers (20 employees) feels disengaged or indifferent about 

leadership's inclusivity, possibly indicating a lack of awareness or interest in inclusion initiatives. 

This cluster analysis helps identify groups with different levels of satisfaction and engagement with 

leadership's inclusivity, providing valuable insights for developing tailored frameworks for inclusive 

leadership. 

To Assess the Impact of Inclusive Leadership on Organizational Outcomes 

Table: Multiple Regression Analysis - Impact of Inclusive Leadership on Organizational Outcomes 

 

Dependent 

Variable 

Independent 

Variables 

Unstandardized 

Coefficients (B) 

Standardized 

Coefficients 

(β) 

t-

Value 

p-

Value 
R² 

Adjusted 

R² 

Employee 

Engagement 

Inclusive 

Leadership 

Practices (ILP) 

0.62 0.6 9.21 <0.001 0.72 0.71 

  

Communication 

Transparency 

(CT) 

0.35 0.3 5.11 <0.001     

  

Support for 

Neurodivergent 

Employees (S) 

0.28 0.25 4.34 <0.001     

Job 

Satisfaction 

Inclusive 

Leadership 

Practices (ILP) 

0.55 0.52 8.87 <0.001 0.68 0.67 

  
Leadership 

Training (LT) 
0.22 0.2 3.56 <0.001     

  

Fairness in 

Promotions 

(FP) 

0.18 0.15 2.98 0.003     

Productivity 

Inclusive 

Leadership 

Practices (ILP) 

0.47 0.45 7.62 <0.001 0.65 0.64 

  
Access to 

Resources (AR) 
0.32 0.3 5.23 <0.001     

  
Organizational 

Support (OS) 
0.25 0.22 4.01 <0.001     
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Retention 

Rate 

Inclusive 

Leadership 

Practices (ILP) 

0.41 0.38 6.49 <0.001 0.6 0.59 

  

Career 

Development 

Opportunities 

(CDO) 

0.29 0.27 4.75 <0.001     

 

Explanation of Columns: 

• Dependent Variable: The organizational outcomes being measured (e.g., employee 

engagement, job satisfaction, productivity, retention rate). 

• Independent Variables: The inclusive leadership practices and related factors (e.g., 

communication transparency, support for neurodivergent employees, leadership training, fairness in 

promotions, etc.). 

• Unstandardized Coefficients (B): The change in the dependent variable for a one-unit change 

in the independent variable. 

• Standardized Coefficients (β): The relative importance of each independent variable in 

predicting the dependent variable. Higher absolute values of β indicate a stronger impact. 

• t-Value: The statistic used to determine the significance of each independent variable. 

• p-Value: The probability that the relationship between the independent and dependent variables 

occurred by chance. A p-value less than 0.05 indicates a statistically significant relationship. 

• R²: The proportion of the variance in the dependent variable that is explained by the 

independent variables. A higher R² indicates a better model fit. 

• Adjusted R²: Adjusted for the number of predictors in the model, providing a more accurate 

estimate of the variance explained by the model. 

 

Results Interpretation: 

• Employee Engagement: Inclusive leadership practices (β = 0.60), communication 

transparency (β = 0.30), and support for neurodivergent employees (β = 0.25) all have a significant 

positive impact on employee engagement. The model explains 72% of the variance in employee 

engagement. 

• Job Satisfaction: Inclusive leadership practices (β = 0.52) and leadership training (β = 0.20) 

significantly affect job satisfaction. The model accounts for 68% of the variance in job satisfaction. 

• Productivity: Inclusive leadership practices (β = 0.45) and access to resources (β = 0.30) 

significantly influence productivity. The model explains 65% of the variance in productivity. 

• Retention Rate: Inclusive leadership practices (β = 0.38) and career development opportunities 

(β = 0.27) positively affect retention rate. The model accounts for 60% of the variance in retention rate. 
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• The analysis suggests that inclusive leadership practices have a significant and positive impact 

on key organizational outcomes such as employee engagement, job satisfaction, productivity, and 

retention rates. 

• The significant predictors (such as leadership training, access to resources, and career 

development opportunities) highlight the importance of developing comprehensive leadership 

practices that support neurodivergent employees and foster an inclusive environment. 

Conclusion: 

This study aimed to assess the impact of inclusive leadership on organizational outcomes, with a focus on 

neurodivergent talent. The results demonstrate a strong positive relationship between inclusive leadership 

practices and key organizational outcomes, including employee engagement, job satisfaction, productivity, 

and retention rates. 

The multiple regression analysis revealed that inclusive leadership practices, such as communication 

transparency, support for neurodivergent employees, and leadership training, significantly contribute to 

enhanced employee engagement and job satisfaction. Moreover, access to resources and organizational 

support were found to be crucial drivers of productivity, while career development opportunities and 

leadership practices played a critical role in improving employee retention. 

The findings indicate that organizations that prioritize inclusive leadership not only foster a more engaged 

and satisfied workforce but also enhance productivity and retention, leading to better overall organizational 

performance. Furthermore, the results underscore the importance of implementing leadership practices that 

support neurodivergent individuals, highlighting the need for tailored strategies that address specific 

challenges faced by neurodivergent talent. 

Ultimately, this study emphasizes the necessity of developing inclusive leadership frameworks that 

integrate these findings. Organizations that embrace such practices are likely to benefit from a more 

inclusive, engaged, and productive workforce, thereby contributing to their long-term success and 

competitiveness in the market. 
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