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Abstract.12

BACKGROUND: The traditional job interview process can pose numerous barriers which may disadvantage job seekers on
the autism spectrum. Further research is needed to understand the specific dynamics of the interview process that pose the
most significant challenges to hiring success and possible ways to remediate these challenges.
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OBJECTIVE: This qualitative research examined the barriers to, and facilitators of, successful employment interviews from
the perspectives of three stakeholder groups: people on the autism spectrum, employers, and service providers.
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METHODS:We used qualitative content analysis to derive themes from interviews with 23 participants, including individuals
on the autism spectrum with job interview experience, employers with experience in interviewing job candidates on the autism
spectrum, and service providers who provide employment support to people on the autism spectrum.
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RESULTS: Five themes emerged across stakeholder groups: (1) navigating unpredictability, (2) introducing flexibility and
modifications, (3) relationship-building strategies, (4) importance of self-awareness and self-advocacy, and (5) nuances of
Self-disclosure. Across the themes, participants described how to modify the interview process to be more inclusive of
neurodiversity.
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CONCLUSION: We conclude with how rehabilitation service providers can more effectively provide direct services to
individuals on the autism spectrum and consult with employers on workplace policies and practices to enhance neurodiversity
inclusion.
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1. Introduction 29

People on the autism spectrum1 have higher levels 30

of unemployment and underemployment than both 31

1 “People on the autism spectrum” is used throughout the paper
as prior research identified the term as the least polarizing and least
offensive in the autism community compared to other terms (Bury
et al., 2020; Bottema-Beutel et al., 2021).
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people without disabilities and people with other32

types of disabilities, but there is an increase in the33

overall employment rate of people with disabili-34

ties (Hendricks, 2010; Newman et al., 2011; Roux35

et al., 2015; Lipscomb et al., 2017). Disparities in36

employment exist for people on the autism spec-37

trum who are actively seeking work and even those38

who have above-average education and qualifications39

compared to the rest of the workforce (Baldwin et al.,40

2014; Christensen et al., 2016; Frank et al. 2018; Mai,41

2018). Two studies found that young adults on the42

autism spectrum accrue work experiences between43

high school and early college at a far lower rate (58%)44

than young adults with other disabilities (Roux et al.,45

2015) and have lower post-secondary employment46

than their peers with other disabilities (37% versus47

66%) and fewer paid work experiences (23% versus48

40%) (Lipscomb et al., 2017). One known barrier to49

employment for people on the autism spectrum is suc-50

cessfully navigating employers’ applicant screening,51

interviewing, and selection processes (Booth, 2016;52

Griffiths et al., 2016). In particular, the employment53

interview has been identified as a place where the hir-54

ing process often ends for applicants on the autism55

spectrum (Krzeminska et al., 2019; Whelpley et al.,56

2020).57

People on the autism spectrum often bring many58

unique and valuable strengths to employers, includ-59

ing, but neither uniformly or limited to, accuracy,60

attention to detail, creativity, efficiency, honesty, and61

reliability (Cope & Remington, 2022; Russell et al.,62

2019). The employment interview may be particu-63

larly challenging for people on the autism spectrum64

due to unpredictable, unclear, and open-ended inter-65

view expectations and procedures (e.g., specific66

questions asked) (Maras et al., 2020) and an aversive,67

distracting, and typically novel sensory environment68

during the interview (Hurlbutt & Chalmers, 2004;69

Baldwin et al., 2014). Beyond navigating the employ-70

ment process, employed individuals on the autism71

spectrum often continue to face challenges related to72

disability disclosure and accommodations (provided73

or not), and limited career development and orga-74

nizational support often due to a fundamental lack75

of understanding of neurodiversity (Lindsay et al.,76

2019).77

Job interviews are nuanced social interactions,78

wherein initial impressions are especially important79

(Ruben et al., 2015; Cortez et al., 2017). Although80

individuals on the autism spectrum present in dis-81

tinct ways (Bury et al., 2019), the Diagnostic and82

Statistical Manual of Mental Disorders (5th ed.,83

text rev, DSM-5-TR; American Psychiatric Associa- 84

tion, 2022) characterizes Autism Spectrum Disorder 85

(ASD) as “persistent deficits in social communication 86

and social interactions across multiple contexts” and 87

“restricted, repetitive patterns of behavior, interests, 88

or activities.” In this paper, we use the term Autism 89

Spectrum Condition (ASC), as our conversations 90

with select self-advocates on the autism spectrum 91

indicated a preference for this term over the more 92

medically-used term of ASD. All of these behaviors 93

can be relevant during the high-pressure, complex 94

social interactions of the traditional employment 95

interview (Booth, 2016). The unique social, com- 96

munication, and behavioral characteristics associated 97

with the autism spectrum raise specific concerns 98

regarding whether typical interview processes and 99

selection criteria (Hendricks, 2010) merely reward 100

neurotypical approaches to self-presentation and 101

social skills that can be particularly challenging for 102

people on the autism spectrum (Chen et al., 2015; 103

Scott et al., 2019). 104

The employment interview remains one of the most 105

widely used selection methods and is still the most 106

popular employee selection tool across job types and 107

levels (Frauendorfer & Mast, 2015). While the relia- 108

bility and predictive validity of structured interviews 109

for personnel selection has been widely studied and 110

supported among nondisabled and neurotypical job 111

candidates (e.g., Dixon et al., 2002; Millar & Tracey, 112

2018), the validity of existing selection procedures 113

specifically for people with disabilities—and espe- 114

cially people with invisible disabilities—remains an 115

open question (Posthuma, et al., 2002; Dalgin & 116

Bellini, 2008; Gröschl, 2013). In other words, prior 117

research overwhelmingly focuses on selection meth- 118

ods (and the validation of them) for neurotypical 119

individuals, which creates a need for qualitatively 120

exploring and understanding how such practices are 121

implemented and experienced for job candidates on 122

the autism spectrum, those supporting them (e.g., 123

job coaches), and employers assessing them (Whelp- 124

ley et al., 2020). Furthermore, given the observed 125

disparities in interview success and employment 126

outcomes for neurodivergent and neurotypical job 127

candidates, there is a need for bolstering anecdo- 128

tal evidence of employers interested in increasing 129

the neurodiversity of their workforce (e.g., employ- 130

ees on the autism spectrum) rethinking their hiring 131

and interview processes and practices (Austin & 132

Pisano, 2017). Specifically, richer perspectives on 133

what would make the hiring process more inclusive 134

and supportive of neurodiversity. 135
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Difficulties for job candidates on the autism spec-136

trum are rooted in the basis for employer judgments137

of hireability. As such, the employment interview138

often blends assessments of job seekers’ personal139

and behavioral characteristics (e.g., soft skills) and140

their technical skills for performing the essential fea-141

tures of a job (Huffcutt, 2011; Frauendorfer & Mast,142

2015; Jones et al., 2017). Specifically, researchers143

have noted that employer and interviewer percep-144

tions about demeanor, enthusiasm, listening skills,145

hygiene, posture, and other factors can be swayed146

by unconscious biases and normative expectations147

about what constitutes desirable attributes and how148

to appropriately display them (Dalgin & Bellini,149

2008; Gröschl, 2013; Booth, 2016). For example,150

delayed response time to interview questions may be151

misinterpreted as disinterest or lack of preparation152

(Meena, 2016; Whitaker et al., 2019; Brown et al.,153

2020).154

Despite important prior work on employment bar-155

riers for people on the autism spectrum, we lack a156

detailed processual accounting of the employment157

interview for job seekers on the autism spectrum158

(Booth, 2016; Maras et al., 2020) from the perspective159

of relevant stakeholders (i.e., people on the autism160

spectrum, employers, and service providers). This is161

limiting because absent a grounded depiction of these162

experiences, we incompletely understand how and163

why the employment interview is a locus of disadvan-164

tage (e.g., Griffiths et al., 2016; Lindsay et al., 2019;165

Whelpley et al., 2020) and potential strategies for166

remediating barriers (Paul et al., 2016; Griffiths et al.,167

2016). A multi-stakeholder perspective is necessary168

because prior research has primarily focused on indi-169

vidual interventions to improve interview preparation170

and strategies to increase success for job seekers on171

the autism spectrum in the interview process (e.g.,172

Smith et al., 2015; Rosales & Whitlow, 2019) rather173

than more systemic interventions to modify the inter-174

view process itself. Consequently, we need more175

research describing how and why the employment176

interview is a significant barrier, to better equip job177

seekers on the autism spectrum with viable strategies178

and to provide employers and rehabilitation service179

providers guidance regarding potential accommoda-180

tions, modifications, and strategies to ameliorate or181

eliminate these barriers.182

Guided by a social model of disability (Oliver,183

1990)—which acknowledges that environmental fac-184

tors (e.g., organizational culture, workplace design)185

contribute to disabling experiences at work—our186

research explores the experiences and mechanisms187

underlying that can help explain how and why inter- 188

views can be impediments to job entry for job seekers 189

on the autism spectrum (Baldwin et al., 2014; Grif- 190

fiths et al., 2016; Krzeminska et al., 2019; Lindsay 191

et al., 2019; Whelpley et al., 2020). We address this 192

important gap in understanding through a qualitative 193

examination of stakeholder experiences and perspec- 194

tives related to acquiring (e.g., job interviews) and 195

sustaining employment. Emerging research suggests 196

rehabilitation counselors can help job seekers on the 197

autism spectrum navigate barriers in traditional hiring 198

processes (Brooke et al., 2018; Flower et al., 2019). 199

This study builds on this work to provide insights into 200

specific interview barriers and strategies that peo- 201

ple on the autism spectrum, service providers, and 202

employers recommend for overcoming them. 203

In summary, our purpose is twofold: (1) to explore 204

the lived experience of individuals on the autism spec- 205

trum in interviews and understand the perception of 206

employers and service providers about the experi- 207

ence of individuals on the autism spectrum in the 208

interviewing process; and (2) identify resulting bar- 209

riers and facilitators, as well as ways to systematically 210

address them. Our interviews with 23 participants 211

asked them to reflect on their experiences with inter- 212

view preparation, the interview itself, and the context 213

in which the interview occurred (e.g., organizational 214

factors, including the overall hiring process). 215

2. Method 216

2.1. Researchers 217

There are four researchers on the research team 218

listed as authors. The researchers have extensive 219

experience conducting qualitative research studies, 220

including the content analysis approach and relevant 221

knowledge contributing to this research topic. The 222

first three authors specialize in employment and dis- 223

ability research. The fourth author is an expert in 224

organizational research. Two of the researchers are 225

Certified Rehabilitation Counselors, one researcher 226

is in employment policy, and another researcher is 227

an Autism program director. The researchers worked 228

collaboratively in developing and implementing the 229

study, including conducting interviews and qualita- 230

tive data analysis, and met regularly to discuss the 231

interpretation of the data and meanings of the findings 232

based on their different expertise. 233
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2.2. Sampling234

Participants were recruited from October to235

December 2019 using convenience sampling through236

professional networks in which the researchers have237

existing relationships through previous engagements238

and snowball sampling with recommendations from239

the participants. We shared recruitment materials,240

including electronic flyers, invitations, and informed241

consent, with the respective organizations and indi-242

viduals as they supported our recruitment efforts.243

All recruitment materials were sent in the electronic244

format and included information about the purpose245

of the study, eligibility criteria, compensation, and246

the contact information of the researchers. Eligible247

individuals were invited to one-on-one interviews or248

focus groups based on individual participants’ avail-249

ability.250

2.3. Participants251

The study included three key stakeholder groups of252

(1) people on the autism spectrum who have job inter-253

view and employment experiences; (2) employers254

with experiences in hiring people on the autism spec-255

trum; and (3) service providers who have experience256

with supporting people on the autism spectrum in the257

job search and employment process. In this study,258

people on the autism spectrum refer to participants on259

the autism spectrum who also have one or more job260

interview experiences (including internships and full-261

time employment). Employer participants included262

individuals who both hold managerial responsibil-263

ities and have experience hiring individuals on the264

autism spectrum. The job titles of eligible employer265

participants may vary with some being line managers266

or HR professionals. The employers who partic-267

ipated in the study all worked within companies268

with more than 500 employees and had more than269

five years of experience hiring and working with270

employees on the autism spectrum through their271

company’s autism hiring program. Service provider272

participants included both community employment273

service providers (e.g., job coaches) and career coun-274

selors in post-secondary educational organizations.275

Employment service providers work to support the276

employment of individuals on the autism spectrum277

in the community. Career counselors provide career278

support to university students, including students on279

the autism spectrum.280

There was a total of 23 participants across inter-281

viewee types. Participating people on the autism282

spectrum (n= 10) reported an average of 6.56 years of 283

work experience including four females and six males 284

ranging from recent college graduates to seasoned 285

professionals with experience in multiple indus- 286

tries. Employers (n= 3), two females and one male, 287

reported an average of 9.67 years of work experi- 288

ence. Service providers (n= 10), eight females and 289

two males, reported an average of 10.44 years of work 290

supporting individuals with disabilities in employ- 291

ment. Individuals on the autism spectrum reportedly 292

worked in various roles. All but two of the partici- 293

pants were currently working in educational settings; 294

one was an independent consultant in the information 295

and communication technology industry, and another 296

is an owner of a firm providing professional consult- 297

ing services. But several of the participants had also 298

worked in other settings. All employer participants 299

held managerial functions in their companies. Ser- 300

vices providers were either in educational settings or 301

the professional and technical services industry pro- 302

viding direct support to their clients on the autism 303

spectrum. Table 1 provides a demographic overview 304

of the participants. 305

2.4. Data collection 306

The current study used semi-structured individ- 307

ual and focus group interviews. Institutional Review 308

Board approval was received for the current study. 309

All participants received and agreed to the informed 310

consent prior to participating in the interview. The 311

interview protocol was tailored to each stakeholder 312

group and included additional prompts and follow-up 313

questions. The interview questions explored barri- 314

ers and facilitators that influence individuals on the 315

autism spectrum’s job interview experience and eval- 316

uation of job interview performance from different 317

stakeholder groups’ perspectives. The researchers 318

first developed the research interview questions to 319

explore employment interview experiences. Before 320

implementing these protocols, we shared the inter- 321

view protocols with individuals who are part of the 322

stakeholder groups (i.e., key informants, including 323

individuals on the autism spectrum) for feedback and 324

protocol refinement to ensure it used clear and under- 325

standable language. This produced wording changes 326

and additional probing questions in our protocols. 327

We learned that some open-ended interview ques- 328

tions might be too broad and vague for participants to 329

answer, so we clarified the wording and added ques- 330

tions. For example, we added a question on the impact 331

of receiving interview questions in advance to the 332
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Table 1
Demographic Overview of the Participants

Overall n

Individual on the autism spectrum 10
Employer 3
Service Provider 10

Gender
Female

Individual on the autism spectrum 4
Employer 2
Service Provider 8

Male
Individual on the autism spectrum 6
Employer 1
Service Provider 2

Industry
Arts, Entertainment, and Recreation 1
Educational Services 11
Finance and Insurance 1
Information and Communication Technology 3
Professional, Scientific, and Technical Services 7

Role
Individual on the autism spectrum

Educator 1
Business Owner 1
Consultant 1
Coordinator 1
Director 1
Web Developer 1
Assistant 1
Peer Support 2
Receptionist 1

Employer
Manager 2
Coordinator 1

Service provider
Career Counselor 3
Director 3
Job Coach 3
Manager 1

Years of work experience Mean (SD) Median Min Max

Individual on the autism spectrum 6.56 (6.58) 6 1 20
Employer 9.67 (3.79) 8 7 14
Service provider 10.44 (8.93) 8 1 24

interview when we asked individuals on the autism333

spectrum to discuss their interview preparation expe-334

riences broadly.335

Participants could choose to participate in a 45-336

to 60-minutes one-on-one individual interview or a337

90- to 120-minutes group interview with other mem-338

bers of the same stakeholder group (e.g., individuals339

on the autism spectrum) based on their availability340

and preferences. Most of the interview sessions were341

conducted online, except for one service provider342

focus group and an employer interview took were343

conducted in person at an Autism at Work confer-344

ence. The researchers hosted meetings in their private345

offices except for one focus group with four ser-346

vice providers in a private conference room. At least 347

two researchers participated in each interview ses- 348

sion, with one researcher being the primary facilitator 349

and another researcher taking session notes, captur- 350

ing observations and thoughts. All interviews were 351

recorded and transcribed. 352

2.5. Data analysis 353

Data analysis was performed with qualitative 354

content analysis using an inductive category appli- 355

cation approach to identify commonalities within 356

the texts and between interviews (Mayring, 2004). 357

Three researchers were involved in data analysis 358
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using Dedoose 4.12 qualitative coding software. The359

researchers began by reading the transcripts and ses-360

sion notes and writing memos. The coding process361

first involved the researchers’ understanding of text362

content and the application of codes to meaning units.363

Coding by units of meaning refers to coding words,364

sentences, paragraphs, or pages that contain meaning365

or perspective rather than coding by a given param-366

eter of the text (Campbell et al., 2013). Since each367

researcher has different coding habits and prefer-368

ences, it is important to establish the coding unit369

and develop a consensus on appropriate code labels.370

Therefore, three researchers independently coded the371

same transcript and then three researchers compared372

their respective coding units, codes, and code label-373

ing to assess consistency of the approach. After374

this review, the researchers decided that a coding375

unit may include sentences or paragraphs instead376

of words to capture the contextual meaning of the377

content. We also discussed code labeling structure;378

for example, all three researchers agreed that one of379

the first-level codes was ASC Barriers hypothetical380

questions, which depicted the challenges job seekers381

on the autism spectrum had in responding to inter-382

view questions based on hypothetical situations. All383

other transcripts were coded and reviewed by at least384

two researchers. The first researcher read and coded385

transcripts with first-level coding, with the second386

researcher checking for consistency. Each code rep-387

resents the smallest idea. The next step was to reduce388

the codes and determine categories; codes with sim-389

ilar ideas were sorted into the same category. The390

researchers reviewed and refined the categories that391

were generated. The researchers searched for com-392

mon categories among employers, individuals on the393

autism spectrum, and service providers and exam-394

ined consistency and differences in concepts across395

the three stakeholder groups, followed by making396

connections of different categories. Themes were397

identified through analyzing and interpreting how398

categories, codes and narratives are related to each399

other and how the relationship can help us understand400

the nuances of employment interview process for the401

neurodiverse workforce. Data saturation is reached402

when there is no new information as the researchers403

identified similar comments from the participants404

resulting in the same themes.405

2.6. Trustworthiness406

The trustworthiness of the research findings is407

established through multiple strategies during the408

data collection and data analysis phase. To strengthen 409

the credibility of our data collection, we involved 410

key stakeholders in our protocol development and 411

conducted pre-interviews. We asked our expert par- 412

ticipants to help us ask the “right questions” in 413

the “right way” that are pertinent to an individ- 414

ual’s experience (Pyett, 2003) and recognize the 415

neurodiversity of our participants. To ensure find- 416

ing consistency, we engaged in a stepwise replication 417

process in that researchers split and analyzed data 418

separately and compared the results. We also per- 419

formed tested inter-coder reliability to ensure coding 420

accuracy. Inter-coder agreements were calculated 421

for main categories using Cohen’s Kappa coeffi- 422

cient. The resulting Kappa Score generated ranged 423

from 0.54 to 1.00 yielding a fair-to-excellent agree- 424

ment (Miles & Huberman, 1994). The discrepancies 425

were resolved through discussion. We conducted 426

researcher triangulation by the researchers discussing 427

codes and themes and summarizing findings while 428

staying aware of how our professional and personal 429

background might impact our interpretation of the 430

findings. 431

3. Results 432

The analysis identified five major themes as partici- 433

pants discussed barriers and facilitators to successful 434

interviews. These overarching themes were identi- 435

fied among all three stakeholder groups. Where there 436

were differing emphases within a theme by different 437

stakeholder groups, subthemes were created. Indi- 438

viduals on the autism spectrum described barriers 439

experienced, and strategies used during the employ- 440

ment interview. Employers described characteristics 441

that they observed from candidates on the autism 442

spectrum and employees who were successful at 443

interviews and strategies adopted by their companies 444

to support job seekers on the autism spectrum. Ser- 445

vice providers described their role and strategies for 446

supporting the needs of people on the autism spec- 447

trum and employers. When presenting quotes, we 448

use ASC for quotes from participants on the autism 449

spectrum, SP for service providers, and E for employ- 450

ers. Table 2 provides descriptions of the themes and 451

subthemes. 452

3.1. Navigating unpredictability 453

The first theme was that success in navigating the 454

interview process relied on awareness and under- 455
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Table 2
Descriptions of the themes and categories

Theme and category Description

Navigating unpredictability Acknowledging there are many uncertain situations in the employment
process

Knowing what to expect in advance Understanding of the interview process, environmental/physical spaces,
and workplace expectations

Interpreting questions and comments Ability to make inferences regarding vague questions, directions, or
comments

Introducing flexibility and modifications Changes made to the structure of interviews
Relationship building strategies Promoting neurodiversity awareness and developing positive and

meaningful relationships
Masking as a strategy Performing fit by emulating the seemingly desired behaviors of

neurotypical individuals
Importance of self-awareness and
self-advocacy

Awareness of support needs and ability to speak up for oneself to receive
them

Nuances of self-disclosure Decision-making regarding disability disclosure and impact on workplace
experiences

standing of employers’ expectations and reducing456

ambiguity. All stakeholder groups highlighted that457

the challenges of navigating unfamiliar situations and458

physical environments could, in turn, lead to unpre-459

dictable encounters that disadvantage candidates on460

the autism spectrum. On the other hand, ambiguity in461

the selection processes can lead to challenges unre-462

lated to actual ability preventing successful interview463

performance and hiring. Thus, creating familiar-464

ity and predictability with processes, environments,465

and expectations (both related to interpersonal and466

job requirements) was an important facilitator for467

interview and employment success. Two categories468

pertain to navigating and mitigating unpredictability469

in the selection process were: (1) knowing what to470

expect in advance and (2) interpreting questions and471

comments during the interview process.472

3.1.1. Knowing what to expect in advance473

This category highlights people on the autism spec-474

trums’ experiences navigating unfamiliar or unpre-475

dictable environments, processes, and employer476

expectations. Participants on the autism spectrum477

indicated that positive employment experiences478

resulted from having a clear understanding of the479

interview process and expectations but consistently480

stated that both are rarely known in advance.481

Employment challenges for individuals on the autism482

spectrum arose when they frequently did not know483

what to expect during the employment interview.484

One participant on the autism spectrum (ASC1) sug-485

gested that when an interview process “reduces the486

hidden curriculum, [and] gets into talking about the487

job faster” make the process more effective for peo-488

ple on the autism spectrum. Multiple participants489

on the autism spectrum shared that being structure-490

and rule-oriented does not mean that they cannot 491

work with changes and unpredictability. They can 492

adapt to changes when prepared and have expecta- 493

tions communicated to them. Learning by experience 494

was frequently mentioned as a strategy to approach 495

unpredictability in interviews. Participants from all 496

three stakeholder groups noted that preparation and 497

previously having interviews, internships, and work 498

experiences were important facilitators to successful 499

interviews. Multiple participants on the autism spec- 500

trum reported that they were currently finding success 501

in handling different interview situations, but that this 502

was achieved through trial-and-error experiences and 503

learning on their own over time. 504

In terms of environmental and processual fac- 505

tors, making the employment interview process more 506

predictable was also often mentioned as a strat- 507

egy employed by service providers. Service provider 508

participants described steps such as providing work- 509

shops, seminars, or individual coaching, for both job 510

seekers on the autism spectrum and employers, to 511

mitigate barriers related to unpredictability in the 512

employment interview. Another factor discussed was 513

the unpredictability of the physical environment of 514

the employment interview. Individuals on the autism 515

spectrum noted several challenges related to sensory 516

overload due to environmental distractions, includ- 517

ing temperature (too hot or cold), sound (noise of 518

people eating or cars on the street), or visuals (light- 519

ing or people passing by). To address this, one service 520

provider (SP2) noted that “[it is about] predictability, 521

such as being mindful of the space. We try to get into 522

the employment setting beforehand to do an environ- 523

mental assessment and prepare the individual to be 524

placed on the job.” A career counselor, who worked 525

with college students on job preparation, shared, 526
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The willingness to accept feedback, be able to527

use that feedback in a meaningful and actionable528

way [is critical], so coaching throughout the stu-529

dent’s four years really prepares a student to be530

able to do that in the workplace because they’re531

accustomed to getting that feedback and kind of532

planning. (SP7)533

Employer participants also described processes534

used to minimize uncertainty and sensory over-535

load through clear expectations and familiarizing536

neurodivergent candidates with the both the physi-537

cal environment and hiring and interview process.538

Although not every employer described the same539

strategies, examples included providing interview540

questions in advance, walking candidates through the541

interview process at the beginning of the interview,542

and introducing the candidate to the work environ-543

ment before the day of the interview to facilitate544

familiarity with the space where the interview will545

be held.546

3.1.2. Interpreting questions and comments547

Challenges in comprehending interviewer com-548

ments and questions during the employment549

interview have contributed to difficulties in nav-550

igating unfamiliar situations, in turn impacting551

performances. All stakeholder groups described552

the difficulties posed by asking vague interview553

questions with respect to neurodivergent job appli-554

cants. Vagueness was characterized as meaning555

open-ended and hypothetical/situational questions.556

Examples provided of open-ended interview ques-557

tions included “tell me about yourself” or “what are558

your strengths?” Examples provided of a hypothetical559

question included “What would you do if you expe-560

rienced conflict at work?” Participants on the autism561

spectrum and service provider participants indicated562

that behavioral response questions could be perceived563

as hypothetical by candidates on the autism spectrum,564

because they might not have encountered those sce-565

narios, and might find it challenging to ascertain what566

the question is trying to elicit. As one individual on567

the autism spectrum explained,568

The question, “Tell me about a time that you569

didn’t get along with a co-worker?” is challenging570

because, often I don’t recognize I had a problem571

with a co-worker. Then when they ask, “How did572

you solve the problem with a co-worker?” I think573

the correct answer is how you need to go to some-574

body that was a little higher up in the chain to help575

you work through the details because you could576

not work it out yourself, but that is not what is 577

going to come into my mind. What’s going to 578

come into my mind is something like “I don’t 579

know.” (ASC2) 580

Multiple participants on the autism spectrum noted 581

that they are better at responding to questions on 582

job skills with clearer, less open-ended, expectations 583

for responding. Service providers described recom- 584

mending technical skills and task assessments, rather 585

than overly relying on question-and-answer formats 586

during interviews to employers to improve fairness 587

in evaluating candidates on the autism spectrum. 588

Employer participants also acknowledged incorpo- 589

rating these assessments to more-directly examine 590

the skills needed to perform a job rather than pri- 591

oritizing “soft skills” that might be less directly 592

related to job success, particularly in jobs where 593

teamwork and interpersonal skills are less impor- 594

tant. Challenges in interpreting comments can also 595

occur elsewhere in the early stages of the hiring pro- 596

cess, for instance when candidates are reading the 597

job descriptions and deciding whether to apply for the 598

job. Service providers noted that ambiguities in word- 599

ing can lead to candidates on the autism spectrum 600

ruling or selecting themselves out of a job elsewhere 601

in the application stage, with one commenting that, 602

People with autism read the job descriptions in 603

a literal way. If it said two years of experience 604

required, even if they had some experience, they 605

then thought, ‘Well, I’m not fit for this and I’m 606

not going to apply.’ (SP8) 607

3.1.3. Introducing flexibility and modifications 608

Participants in each stakeholder group described 609

the need to have a flexible hiring process and pro- 610

vided specific ideas about how flexibility can be 611

achieved and implemented by employers. Service 612

providers noted that the traditional interview process 613

was often seen as ineffective in identifying neuro- 614

divergent talent because of the rigid job interview 615

methods, settings, and criteria where non-job specific 616

attributes of candidates (eye contact, body language, 617

“unusual” behavior) are often the focus rather than 618

job skills. Introducing flexibility into the interview 619

was a major consideration among participants from 620

all stakeholder groups. Participants on the autism 621

spectrum emphasized that because everyone on the 622

autism spectrum has different needs, allowing flexi- 623

bility in determining the preferred interview setting 624

was important, where some people perform better at 625

one-on-one in-person interviews, others will prefer a 626
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phone interview, and others will prefer interacting in627

small groups.628

Another way to introduce flexibility into the629

employment interview, described by both people on630

the autism spectrum and service providers, was allow-631

ing more time to sit with questions and prepare632

answers to account for different ways of process-633

ing information. One service provider noted that they634

encourage employers to send interview questions in635

advance to help ensure higher quality responses more636

reflective of underlying skills. This service provider637

also accompanies job seekers on the autism spectrum638

to interviews and will assist by offering prompts if639

the individual does not understand a question.640

Most employers’ descriptions of implementing641

flexibility focused on the employment interview pro-642

tocol, such as modifying interview questions, letting643

candidates pick where they would like to sit dur-644

ing an interview, or avoiding using a panel interview645

with multiple questioners, but noted more system-646

atic changes take time and are often difficult because647

of habits surrounding traditional selection methods.648

As one employer (E2) shared, “A fundamental dis-649

connect has always been the extent to which an650

organization is actually flexible and wants to pursue651

more innovative and integrative [hiring].”652

All suggestions for a flexible interview process653

highlight the core understanding that individual654

differences necessitate modifications to create a com-655

fortable space that accommodates different needs and656

allows candidates to perform at their best and demon-657

strate their true skills. Among service providers,658

overcoming some rigidities in the employment inter-659

view was described as often being achieved through660

the employer’s willingness to design neurodiversity-661

specific internship programs, or to engage with662

service providers during the recruitment process to663

facilitate a flexible and accommodating process and664

environment. One service provider (SP6) noted that665

the internship hiring approach provides one alter-666

native, giving individuals on the autism spectrum667

“opportunities to work and demonstrate what they are668

able to do” and to receive timely feedback from per-669

sonnel trained to understand neurodivergent needs.670

This provider noted, however, that few employers671

use this approach because they view it as a time-672

consuming evaluation process.673

3.2. Relationship building strategies674

The third theme involved relationship-building675

strategies for individuals on the autism spectrum676

to facilitate the hiring (i.e., applying, interview- 677

ing) process. All three stakeholder groups identified 678

challenges for people on the autism spectrum in 679

understanding social norms and building networks to 680

facilitate job search efforts. For example, one service 681

provider (SP10) noted that small social networks can 682

limit guidance and feedback in ways that affect “[a 683

person with autism’s] ability to confidently go into the 684

job search because [they don’t have] peer networking 685

and referrals and [are therefore] unable to practice 686

interviews with peers.” Across stakeholder groups, 687

there was a focus on neurodiversity awareness to aid 688

belonging, openness, and meaningful interpersonal 689

relationships and collaboration. As we discuss in the 690

next section, when awareness was lacking, candidates 691

and employees felt pressure to “mask” their autism 692

to appear more neurotypical, during the employment 693

interview. 694

One of the barriers is the lack of autism and 695

neurodiversity awareness during employment inter- 696

views (i.e., with interviewers). Both service providers 697

and employers described the value of having hir- 698

ing managers and supervisors with more experience 699

and understanding of autism to promote neurodiver- 700

sity inclusion in employment. Service providers and 701

individuals on the autism spectrum recommended 702

similar strategies to build an inclusive workplace, 703

including awareness training and mentorship sup- 704

port to build personal familiarity. Among employer 705

participants, a common organizational approach was 706

to provide sensitivity training to HR professionals, 707

supervisors, and hiring managers – either general 708

training on autism and neurodiversity or preparation 709

for a particular team member (e.g., when a person 710

on the autism spectrum joins a team or requests 711

an accommodation). According to employers, either 712

approach to training should also focus on pervasive 713

generalizations and myths about the capabilities of 714

neurodivergent individuals, ideally to rethink screen- 715

ing and hiring standards and HR policies that do not 716

explicitly consider neurodiversity. However, employ- 717

ers with experience in autism-hiring initiatives also 718

noted that there are potential limitations to sensitivity 719

training that is too general to guide decision-making. 720

For example, one employer (E3) shared, “I personally 721

struggle with the generalization of working with indi- 722

viduals that are neurodiverse. I think [the training] 723

could help from an awareness perspective,” but the 724

employer was concerned that the general understand- 725

ing of neurodiversity might reinforce stereotypes. 726

Similarly, a participant on the autism spectrum 727

emphasized some of the limitations of making gener- 728
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alizations about candidates on the autism spectrum,729

stating,730

It is important for people to understand the strug-731

gles and differences in the Autistic community.732

Don’t try to stick us in a box. One of us can733

be extremely technically minded; it doesn’t mean734

we’re all tech geniuses. One of us could have dif-735

ficulty stringing a complete sentence; it doesn’t736

mean we all stumble. Stress the fact that there737

are some neurological differences [that] can make738

things different. (ASC9)739

Furthermore, employer participants indicated that740

sensitivity training alone may not be enough. Many741

managers continue to need support even after being742

trained, and sometimes training efforts do not ade-743

quately incorporate hiring professionals. Multiple744

employers also noted that well-trained or experienced745

supervisors (e.g., HR professionals and supervisors),746

who can have a more-nuanced understanding of the747

needs of applicants on the autism spectrum, may not748

always be present to support neurodiverse job appli-749

cants or influence hiring decisions.750

3.2.1. Masking as a strategy751

The use of masking as a strategy to navigate chal-752

lenging situations and meet social demands were753

identified as a category of demonstrating relation-754

ship building. Masking refers to changing personal755

behaviors to assimilate the behaviors of others who756

are present in the same social context (Robinson et al.,757

2020). Multiple accounts of using masking as a strat-758

egy in social situations were salient in the comments759

of people on the autism spectrum. For instance, one760

participant on the autism spectrum explained that,761

Missing some of the fundamental communication762

tools means [interactions] can be very baffling763

and confusing. When I’m mimicking and doing764

the appropriate thing at the right time, I’m kind of765

becoming part of the group; like somebody will766

say something and everybody starts nodding and767

giving each other [a look] and then I’m nodding768

my head and [do the same thing]. Half the time I769

don’t have the first clue why this person said that770

or why this person responded that way. (ASC9)771

Multiple participants on the autism spectrum indi-772

cated that these practices and experiences did not773

necessarily contribute to a sense of belonging. In fact,774

feelings of inauthenticity and stress were shared as775

people described masking. Individuals on the autism776

spectrum generally were aware of the moments777

when they used the strategy and described both 778

its social benefits and mental costs. For exam- 779

ple, one participant on the autism spectrum stated, 780

“There’s something bizarrely satisfying about that 781

when [masking] works, but when it doesn’t, they 782

[neurotypical colleagues] don’t understand why you 783

all of a sudden don’t look like them and you don’t 784

understand what you did to upset everyone.” (ASC5) 785

The constant self-monitoring was described as psy- 786

chologically stressful. Another individual on the 787

autism spectrum shared, 788

It always seems like I have a different mask to 789

put on for every social situation when none of 790

them are actually true. It is just me trying to cater 791

to things that I’m not really sure about, and that 792

feels a little exhausting. Or completely exhausted. 793

(ASC8) 794

Although employers and service providers did not 795

explicitly address this subtheme, all three stakeholder 796

groups acknowledged that many interview processes 797

and the work environments are constructed with neu- 798

rotypical assumptions about body language (e.g., 799

head nodding, eye contact, vocal pitch). As one ser- 800

vice provider (SP6) noted, many companies need 801

guidance to ensure a “psychologically safe environ- 802

ment for people to be [their] authentic self.” 803

3.3. Importance of self-awareness and 804

self-advocacy 805

Another major theme, present across all stake- 806

holder groups, involved the importance of knowing 807

personal traits, needs, strengths, and skills (i.e., self- 808

awareness) and the ability to self-advocate using 809

that knowledge during the employment interview. 810

Self-advocacy refers to seeking out help and com- 811

municating personal needs in workplace settings. 812

Individuals on the autism spectrum discussed how 813

awareness of their strengths, skills, and neurodiver- 814

gent traits coupled with the ability to communicate 815

those strengths and traits clearly, was helpful for 816

both getting and retaining jobs. One participant on 817

the autism spectrum shared their experience in nego- 818

tiating accommodations, noting the importance of 819

identifying not only what their accommodation needs 820

were, but also being open that they were engaging in a 821

process of advocating for those needs. The participant 822

noted, “I point out to them part of what [I am] doing is 823

advocacy,” (ASC9) and the employer later agreed to 824

be flexible and accommodating. This also overlapped 825

with the roles that service providers described, both in 826
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developing job seekers on the autism spectrum’ self-827

advocacy skills (e.g., through advocacy guides and828

worksheets, role-playing exercises), and bridging that829

training with employers to facilitate awareness and830

flexibility, as well as valuable feedback from super-831

visors and hiring personnel. As one service provider832

shared,833

The ability to advocate for themselves for sure834

during the interview process. If you do have an835

individual that is nonverbal or is not as quick to836

speak up, it is harder for them to get a job because837

the employer might see it as a major challenge.838

(SP1)839

On the employer side, all participants noted that840

it is valuable when candidates and employees on841

the autism spectrum articulate their needs, acknowl-842

edging that there is often a lack of neurodiversity843

awareness in the workplace, and open communica-844

tion may need to be a two-way learning experience845

for employees and employers.846

3.4. Nuances of self-disclosure847

Participants discussed the issues of self-disclosure848

and how disclosure intersects with self-advocacy.849

First, there are several reasons for disclosure. For850

example, employers seek to identify individuals on851

the autism spectrum as their organizations actively852

recruit neurodiverse candidates. Therefore, their hir-853

ing process encourages individuals to self-identify.854

They also often recruit through referrals from ser-855

vice providers, in which case the individuals are856

pre-identified as people on the autism spectrum.857

Employers noted that one of the benefits of disclosure858

is that it promotes awareness within an organiza-859

tion and facilitates conversation at work that goes860

beyond generalizations about neurodiversity. One861

employer (E2) shared, “By disclosing to the team,862

getting autism awareness to the team, they’re able863

to be humanized, for example, if they had a tough864

day,” and that “gives other colleagues opportunities865

to accommodate.”866

However, all three stakeholder groups noted that867

disclosure is complicated and does not always ben-868

efit the employee. These instances usually occur869

when the hiring team does not have neurodiversity870

awareness or experience, and disclosure leads to871

discomfort for the person on the autism spectrum872

without noticeably activating accommodations or873

improving communications (e.g., clear expectations)874

or workplace conditions (e.g., physical environment).875

Service providers generally advise disclosure when 876

requesting accommodations but noted that this gen- 877

eral advice might be complex and is not applicable 878

for some candidates on the autism spectrum. For 879

example, social or communication challenges are not 880

always obviously translated into a specific accom- 881

modation, especially when the hiring and supervisory 882

personnel lack understanding or experience with neu- 883

rodiversity. Most participants on the autism spectrum 884

shared that they do not disclose immediately, but 885

rather decide to disclose when they need specific 886

accommodations or are applying through an autism 887

hiring program. Many individuals on the autism spec- 888

trum learn when and how to disclose over time, as 889

the decision to disclose is a learning process. Some 890

participants on the autism spectrum noted the ben- 891

efits of early disclosure during the hiring process 892

and its alignment with self-advocacy. For example, 893

one participant on the autism spectrum explained 894

how disclosure before an interview can help a hiring 895

professional be prepared and understand “why some- 896

times there is no eye contact.” Two participants on the 897

autism spectrum shared that they always disclose to 898

grow awareness of neurodiversity among employers 899

and exercise self-advocacy. 900

4. Discussion 901

The goal of this research was to richly depict barri- 902

ers to and facilitators of job candidates on the autism 903

spectrum navigating employment interviews success- 904

fully. We focused on interviewing because prior 905

research has identified it as especially challenging for 906

people on the autism spectrum. The findings suggest 907

that people on the autism spectrum, employers, and 908

service providers are consistent in acknowledging 909

aspects of the hiring process and specifically the way 910

in which interviewing is conducted that can disad- 911

vantage qualified applicants on the autism spectrum. 912

4.1. Recommendations for employers 913

The findings suggest possible interventions for 914

redesigning interview processes that are consistent 915

with, but offer more process richness than, prior work 916

(e.g., Booth, 2016). First, employers can alter their 917

interview process by making it easier to navigate 918

for job candidates on the autism spectrum by (1) 919

providing candidates with more knowledge of what 920

to expect prior to the interview (including specific 921

questions), and (2) taking steps to reduce sensory 922



U
nc

or
re

ct
ed

 A
ut

ho
r P

ro
of

12 H.-Y. Chang et al. / Neurodiversity in the Employment Interview

distractions in the interview and allow candidates923

to preview the environment prior to the interview.924

Second, employers can adapt how they conduct their925

interviews by: (1) modifying or removing open-ended926

and hypothetical questions in favor of questions or927

tasks that assess specific, job-relevant skills, (2) exer-928

cising flexibility around the speed of responses (e.g.,929

more time to respond), interview format (e.g., group930

size, remote/in-person), and expectations regarding931

body language (e.g., eye contact, facial expres-932

sions), and (3) providing more explicit guidance (e.g.,933

prompts and follow-ups) and feedback during the934

interview. Third, employers can engage in approaches935

that make expectations and requirements clearer and936

more precise for candidates on the autism spectrum937

(e.g., providing more detailed expectations, more fre-938

quent and specific feedback, see Maras et al., 2019939

for an approach to question asking).940

In addition to interview adaptations, employers941

should implement neurodiversity training, but in a942

more holistic way. Training should be a starting943

point, and managers and hiring personnel who receive944

the training should be the ones conducting inter-945

views and helping to (re)design and modify interview946

practices or developing alternative approaches (e.g.,947

internships). One takeaway that cut across the major948

themes was that workplace culture can affect the949

openness and self-advocacy experiences of candi-950

dates on the autism spectrum (see also Romualdez et951

al., 2021). While all stakeholder groups indicated that952

self-advocacy could increase employer understand-953

ing and willingness to accommodate, most employers954

admitted that often neurodiversity awareness is lack-955

ing in organizations, and participants on the autism956

spectrum described feeling pressure and anxiety to957

“mask,” or exhibit socially expected behaviors in958

work settings. The experience of masking during959

the employment interview, and the anxiety around960

doing so described by participants on the autism961

spectrum, may be of particular interest in guiding962

service providers and employers. The training could963

potentially focus on educating hiring profession-964

als and employers about popular heuristics used in965

employment interviews (speed of response, eye con-966

tact, vocal tone were examples mentioned) that may967

unwittingly bias against people with neurodivergent968

traits and provide alternate approaches that make can-969

didates feel more comfortable and psychologically970

safe (Romualdez et al., 2021). This points to a key971

issue outlined elsewhere in the literature: the lack972

of validation for applicant evaluation practices with973

neurodivergent individuals, and the need for more974

research exploring ways to mitigate bias in selec- 975

tion processes (Gröschl, 2013; Whelpley et al., 2020). 976

Because the issue of disclosure was described as com- 977

plex by our participants on the autism spectrum as 978

well as across related literature (e.g., Romualdez et 979

al., 2021; Johnson & Joshi, 2016) job candidates 980

are forced to weigh the benefits of disclosure in 981

terms of receiving necessary accommodations and 982

supports and perhaps greater understanding (from 983

the interviewer and organization) with the poten- 984

tial costs of discrimination and stigma. This difficult 985

cost-benefit analysis candidates are forced to make 986

reaffirms the importance of creating a neurodiversity- 987

inclusive work environment that includes making 988

modifications to organizational processes like alter- 989

native pathways to employment and more flexible 990

hiring practices. 991

Correcting misperceptions about the capability 992

of neurodivergent individuals and modify human 993

resource policies to be more neurodiversity-inclusive 994

may also be helpful. For instance, proactively part- 995

nering with service providers to ensure a supportive 996

job coaching and support system is in place to fos- 997

ter greater inclusion and interview and employment 998

success. 999

4.2. Implications for vocational rehabilitation 1000

counseling practice and client services 1001

Service providers often play the role of bridg- 1002

ing information and communication gaps between 1003

employers and job seekers with disabilities, including 1004

people on the autism spectrum (Martin et al., 2022). 1005

Study findings have significant implications for reha- 1006

bilitation counselor practice both in the provision of 1007

services to clients, as well as in facilitating stronger 1008

partnerships with and providing consultation services 1009

to employers. Participants on the autism spectrum 1010

in this study emphasized the importance of having 1011

employment support, such as pre-interview training 1012

and coaching regarding self-advocacy. This suggests 1013

that it is crucial for rehabilitation counseling service 1014

providers to be engaged in job development through 1015

career development. Many of the service providers 1016

interviewed noted that having a mentor-mentee pro- 1017

gram has been an especially effective strategy to 1018

support both employers and people on the autism 1019

spectrum. Building such an infrastructure could expe- 1020

dite the learning of people on the autism spectrum 1021

who have primarily relied on their personal (and often 1022

unguided) trial-and-error learning. 1023
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Service providers can also assist clients on the1024

autism spectrum in preparing for interviews that1025

many find challenging through training programs1026

or one-on-one support. Based on our findings, this1027

should include role-playing different situations (e.g.,1028

responding to interview questions, team-based work),1029

developing a portfolio of employment materials (e.g.,1030

creating a video résumé, completing a job applica-1031

tion), and pre-site visits to companies to familiarize1032

the candidate with the physical environment of the job1033

interview. Additionally, service providers can help1034

make sense of job descriptions such that candidates1035

on the autism spectrum do not select themselves out of1036

jobs unnecessarily (e.g., due to a long and confusing1037

job description).1038

Our findings also reveal the importance of ser-1039

vice provider and employer relationships to gain1040

a deeper understanding of job requirements and1041

employer needs. Doing so provides a foundation for1042

preparing the employers on how to communicate1043

with employees on the autism spectrum in advance1044

of the interview and how to set clear expectations.1045

Better relationships can also create the opportu-1046

nity for setting up a pre-interview day visit, which1047

can help reduce anxiety and stress and provide1048

an occasion for the candidate to work or com-1049

plete tasks before a formal interview. High-quality1050

service provider-employer relationships also ease1051

obtaining interview questions in advance to structure1052

preparation and enhance candidates’ interview per-1053

formance. Overall, these tailored interventions can1054

better assure an appropriate matching of candidates to1055

jobs.1056

Although service providers broadly encourage dis-1057

closure, our participants also note that this should1058

be done with some caution. Especially where the1059

person being asked to disclose has multiply marginal-1060

ized identities. One of the female participants on1061

the autism spectrum elaborated, “Autistic women1062

have different presentations and different needs1063

than Autistic men, [because] there is a gendered1064

social standard,” which influences their struggles on1065

whether to disclose or not. In fact, women on the1066

autism spectrum are less likely than men to disclose1067

because of work-related reasons (e.g., to get oth-1068

ers to take their ideas and work seriously, to aid1069

collaborative work with classmates or colleagues)1070

(Cage & Troxell-Whitman, 2019). Therefore, inter-1071

sectional lenses in providing guidance on disclosure1072

is an important recommendation for service providers1073

considering people with multiple marginalized iden-1074

tities.1075

4.3. Limitations and future directions 1076

Findings from the current study should be inter- 1077

preted within the context of study limitations. First, 1078

the employers we interviewed all worked at organiza- 1079

tions with an autism hiring program. These employers 1080

generally have more extensive experience and orga- 1081

nizational support for hiring people on the autism 1082

spectrum compared to employers at organizations 1083

without an autism hiring program. As such, their 1084

experiences cannot be generalized to represent the 1085

perspective of all employers. It would be useful for 1086

future research to include employers without autism 1087

hiring programs and smaller organizations to explore 1088

how they support job seekers on the autism spectrum 1089

during an interview. Despite being model employers, 1090

our employer participants continued to experience 1091

organizational and attitudinal barriers. It is believed 1092

that most employers also face these challenges, if not 1093

to a greater extent. While our employer sample is 1094

limited to larger companies, the finding highlights 1095

the importance for all sizes of employers to partner 1096

with vocational rehabilitation service providers when 1097

hiring people on the autism spectrum as the voca- 1098

tional rehabilitation service providers play a critical 1099

role in guiding inclusive hiring and retention prac- 1100

tice (Rashid, Thompson-Hodgetts & Nicholas, 2018; 1101

Scott et al., 2017). Secondly, although mentioned by 1102

one of our participants, this study did not explore how 1103

different personal characteristics (e.g., gender, age, 1104

race, co-occurring disabilities) shape the employ- 1105

ment experiences of people on the autism spectrum. 1106

Therefore, future studies should explore how peo- 1107

ple on the autism spectrum and other marginalized 1108

identities may experience employment challenges 1109

differently. Moreover, future research should also 1110

examine how service providers can most effectively 1111

mediate between the needed support for individu- 1112

als on the autism spectrum to flourish at work and 1113

addressing the constraints and concerns of supervi- 1114

sors. In so doing, can we build a workplace that not 1115

only contributes to improved inclusion for people on 1116

the autism spectrum, but for the workforce as a whole. 1117

5. Conclusion 1118

The results of this study provide themes that illus- 1119

trate how the traditional interview process influences 1120

the successful employment experience from the per- 1121

spectives of people on the autism spectrum, service 1122

providers, and employers. The findings demonstrated 1123
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the critical need to design workplace inclusion1124

strategies which;(1) foster employment process pre-1125

dictability, such as pre-interview preparation for1126

people on the autism spectrum, (2) build relationships1127

between employees and employers, (3) encourage1128

self-advocacy and self-disclosure, (4) introduce flex-1129

ibility, and allow modifications during the interview1130

process, and (5) support safe disclosure. As we con-1131

tinue to understand the needs of both job seekers on1132

the autism spectrum and employers, it will be critical1133

that we also identify how rehabilitation counselors1134

can best contribute as an intermediary in this process1135

to heighten the likelihood of long-term success.1136
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