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1. Introduction 
 
“Expecting people with autism to ‘fit in’ is cruel and 
unproductive; value us for our strengths (Wong, P, 2018).” 
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 Abstract 
 United Nations declares that employment is a basic human right. Numerous public 
policies reference the devastating impact of unemployment on health and social inclusion 
and seek to promote the economic participation of people-with-disabilities. Some 
researchers reckon high levels of economic marginalisation are experienced by people with 
a disability in Australia, in comparison with other OECD countries. In the literature, 80% 
unemployment rates are reported among working-age people-with-autism spectrum disorder 
(ASD). This is a critical area of concern that is currently under-researched and poorly 
addressed. "ASD-ness" (ASD behavioural characteristics) can be regarded as personal 
differences rather than disorders. Acknowledged experts such as Drucker and Cliffton & 
Harter argue that individuals gain more when they build on their talents rather than focusing 
on improving weaknesses. The authors, therefore, take an ASD-ness-strengths-based-
approach philosophy which, in a nutshell, regards ASD-ness as a source of employment-
strengths and autistic behavioural challenges as personal differences not deficits. 
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Despite decades of deficit-based autism behavioural interventions and 
treatment, 80 per cent of adults-with-autism remain unemployed and the situation is 
not improving. This study addresses the ongoing and under-researched problem of 
the employment retention of people with autism in today’s knowledge-based 
economy. The business world is moving towards a knowledge-based economy 
where managing knowledge workers and their productivity (KWP) is the prime role 
of management (Drucker, 1999). This study looks at the practicality of applying 
Drucker’s KWP theory (Wong, Neck & Yu, 2013) to employees with autism as 
supported by the extant literature review which follows. An innovative auto-
ethnographic approach is adopted to provide new insights into this important topic. 
First-person accounts have been used in those parts of the research reflecting the 
personal experiences of the prime author, a person with autism. Most importantly, 
autism is not viewed as a defining disorder in this research but linked to a range of 
possible attributes including highly desirable employment attributes. Therefore the 
language ‘person with autism’ has been used in the research as opposed to the use of 
‘autistic person’: Additionally, the term neuro-typical is used to describe people 
without autism; neuro-diverse to refer to people with autism and neurodiversity to 
refer to people with and without autism. This language is consistent with the view 
that aspects of autism may be characterised by behavioural attributes linked to less 
common variations in the function of the central nervous system (neuro-diverse). For 
example, greater sensitivity to visual &/or auditory cues and challenges in processing 
non-verbal communication signals. It may also include characteristics such as the 
ability to maintain concentration and to focus attention for extended periods. 
Consistent with the assumptions of this research, this terminology does not assume 
that people with autism are disordered. The findings of this research make an original 
contribution to knowledge with implications for theory, policy and practice. 

 
1.1 Rationale 
“Autism is a condition that defies simple generalisations. Except one: 
the potential of far too many autistic people is being squandered. 
Although around half of those with autism are of average intelligence 
or above, they do far worse than they should at school and at 
work…Globally, the United Nations reckons that 80% of those [people] 
with autism are not in the workforce…These numbers represent a 
tragic toll, as millions of people live idle and isolated [life] outside the 
world of work (The Economist, 2016, April 16, p. 9).” 
The term autism can be described as a distinct category of developmental 

disabilities that share many of the same characteristics. The behavioural 
characteristics of Autism Spectrum Disorder [ASD] are described in the fifth 
revision of the Diagnostic and Statistical Manual of Mental Disorders [DSM-5], 
2013. Although people with autism are all different, they all display “persistent 
deficits in social communication and social interaction across multiple contexts, as 
manifested by the following, currently or by history” (DSM-5, 2013, p. 50) in –  

• Social-emotional reciprocity; and 
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• Nonverbal communication used in social interaction; and 
• Developing, maintaining and understanding relationships.  
Additionally, they may display “restricted, repetitive patterns of behaviour, 

interests, or activities, as manifested by at least two of the following, currently or by 
history” (DSM-5, 2013, p 50) in –  

• Stereotyped or repetitive motor movements, use of objects, or speech; or 
• Insistence on sameness, inflexible adherence to routines, or ritualized 

patterns or verbal and nonverbal behaviour; or 
• Highly restricted, fixated interests that are abnormal in intensity or focus; 

or 
• Hyper- or hypo- reactivity to sensory input or unusual interests in sensory 

aspects of the environment. 
In the DSM-5, autism is defined as a spectrum of disorders, which include 

Kanner’s autism (Kanner, 1943); Asperger Syndrome (Asperger, 1944) and 
pervasive developmental disorder-not otherwise specified [PDD-NOS]. Kanner’s 
autism is often regarded as the most severe form of autism. Autism is commonly 
understood as a set of “permanent developmental disorders that will continue into 
adulthood, creating lifelong challenges for the individual” (Hendricks, 2009, p. 125). 

Autistic behavioural ‘disorders’ often continue throughout adulthood [9] and 
contribute to challenges in employment for people with autism.  Unemployment 
rates among people with autism are alarmingly high at 80 per cent (Ban, 2015; 
Dudley, Nicholas & Zwicker, 2015). A growing population of adolescents diagnosed 
with autism are graduating from high school with limited employment opportunities 
(Roux et al, 2013). 

“The vast majority of autistic people [people with autism] cannot get 
a job – and when they do, bullying in the workplace seems to be on the 
rise. These are just two of the shocking findings in a new survey 
released today by the National Autistic Society, which is launching a 
petition for change (The Guardian, 2016, Oct 27).” 
“Just 16% of autistic adults [adults with autism] are in full-time paid 
employment. And, in almost a decade, this appalling situation hasn’t 
improved. We are determined to change this … Once autistic people 
[people with autism] are work ready, many still face unnecessary 
difficulties when applying for a job and, if they get one, [they face] 
further barriers in the workplace (The National Autism Society, 2016).” 
Promoting employment participation for people with autism is an important 

research issue that is currently not being adequately addressed (Ratto & Mesibov, 
2015, Billstedt, Gillsberg & Gillsberg, 2007; Seltzer et al. 2011; Shattuck et al. 2007). 
Despite the importance of research “improving the quality of life and functioning of 
adults with autism, with the overall goal of enabling adults to lead fulfilling and 
productive lives in the community” (Orsmon, Shattuck, Cooper, Sterzing & 
Anderson, 2013, p. 271), in Australia, 99% of all current autism research focuses on 
the early years and school years (Autism Cooperative Research Centre [CRC], 2015). 
In the United Kingdom, some researchers have called for autism research to focus 
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Research problem one: Employment retention for people with autism appears to be a 
critical area that is currently under-researched and poorly addressed. 
Research problem two: There appears to be a lack of sustainable strategies and 
management models addressing issues of employment retention for people with autism.  
Research question one: What are the workplace factors critical to employment 
retention for people with autism?  
Research question two: How can employment retention for people with autism be 
improved?  
Research objective one: To identify and examine the factors affecting employment 
retention for people with autism in competitive employment.  
Research objective two: To build a management framework to improve support for the 
employment retention for people with autism.  
Research proposition: There is a significant role for Drucker’s knowledge-worker 
productivity practice in investigating and developing support for the employment 
retention for people with autism.  
 
 

“in those areas that make a difference to people’s day-to-day lives” (Pellicano, 
Dinsmore & Charman, 2014, p. 756). In the United States, the Interagency Autism 
Coordinating Committee [IACC] indicated in its 2017 strategic plan (IACC, 2017, 
p. 83) that – 

“Research focused on adult issues has lagged far behind other types 
of ASD-related research, comprising only 2% of all autism research 
spending in 2015.” 

 
1.2 Research critical issues 
 
The research problems, the research questions, the research objectives and 

the research proposition underpinning this inquiry are listed in Table 1.1.  
 

Table 1. Research problems, questions, objectives and proposition 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Source: Developed for this research. 
 

To address this cascade of problems, questions and objectives, the research 
was structured in a series of steps commencing with a review of the literature on 
autism, employment retention and management theories to identify factors which 
may be contributing to the employment retention of people with autism, including 
factors related to the conceptualisation of autism and characteristics of autism as well 
as management and workplace factors. An innovative pattern-matching approach 
was used to analyse auto-ethnographic accounts of the author’s employment history 
and the transcripts of interviews with neuro-typical, age and cultural peers about 
their employment history. Clusters of descriptors related to the employment 
strengths and behavioural characteristics of people with autism, workplace and 
entrepreneurial characteristics were identified in the first person accounts of 
employment experiences of the author and those of neuro-typical age and cultural 
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peers. The framework of the Harvard/Stanford Strengths Weaknesses Opportunities 
and Threats [SWOT] analytic model was linked with each of these clusters of 
descriptors, resulting in the identification of the key employment retention themes. 
An explanatory model of workplace retention was proposed encapsulating each of 
these themes and linked with the insights of Drucker’s Knowledge Worker 
Management model. The series of steps employed to investigate employment 
retention are summarised in Figure 1.1 Investigation flowchart that now follows: 

 

 
Figure 1. Investigation flowchart 
Source: Developed for this research 

 
2. Literature review 
 
A series of literature reviews was undertaken commencing with the 

workplace and employment management practices. This was followed by three 
reviews on the social construction of ‘autism’, then rounded up in a final review of 
issues regarding employment, the workplace and autism. 

• Review 1: Management approach in today’s connected knowledge-based 
economy; 

• Review 2: Historical perspectives to DSM-5; 
• Review 3: Deficit-approach to autism as a developmental disorder; 
• Review 4: Autism from a strengths-focused perspective; and 
• Review 5: Employment aspects of people with autism. 
Autism reviews 2 and 3 provided the basis for an argument against the 

effectiveness of deficits-based autism behavioural interventions and treatments as 
evidenced in the low employment rates of people with autism. Autism reviews 4 and 
5 and the workplace and employment management review (Review 1) evaluated a 
strengths-focused perspective and management practice, and resulted in identifying 
a gap in the literature of a strengths-focused management approach to employment 
retention solutions for people with autism in competitive employment. 
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Four commonly reported attributes of autism employment strengths, autism 
behavioural characteristics, workplace characteristics and entrepreneurial 
characteristics were synthesised from the literature review as –  

• Workplace characteristics (Hammill, 2005; Gibson, Greenwoord & 
Murphy, Jr., 2009; Gallup Management Journal, 1999; Chamberlain & 
Hodson, 2010; Tolbize, 2008; Cennamo & Gardner, 2008; Twenge, 
Campbell, Hoffman & Lance, 2010; Pyöriä, Ojala, Saari & Järvinen, 
2017; Giang, 2013; Kapoor & Solomon, 2011; Glass, 2007; Boss ,2014; 
and Hansen & Leuty, 2012); 

• Autism behavioural characteristics (DSM-5, 2013); 
• Autism employment strengths (Autism Spectrum Australia, 2016, the 

Asperger/Autism Network, 2017 and Autism Diagnostic Criterion B, 
DSM-5, 2013);  

• Entrepreneurial aspects (Meredith, Nelson & Neck, 1982).  
These synthesized lists (available on request) were proposed for further 

investigation in Section 3: Methodology for their feasibility as a data-analysis tool 
relevant to the study of a strengths-focused management approach to employment 
retention for people with autism. 
Subsequently, this study takes the view that – 

“Individuals gain more when they build on their talents, than when 
they make comparable efforts to improve their areas of weakness” 
(Clifton & Harter, 2003, p 111). 
Many psychotherapists find that – 
“Concentrating on failures and inadequacies … can make patients feel 
worse rather than better, at least in the short run. If the focus on 
shortcomings and mistakes continues, the patient's self-esteem may 
decline and the situation may deteriorate” (Harvard Mental Health 
Letter, 1997). 
Instead of identifying the broad characteristics of people with autism (DSM-

5,2013) as deficits in social communication/interaction, and restricted/repetitive 
behaviours, interests and activities, some researchers (Pickavance, 2014; Lorenz & 
Heinitz, 2014; Harrop & Kasari, 2015) believe autistic restrictive, repetitive patterns 
of behaviour, interests, or activities can be seen as strengths because people with 
autism think and focus differently – 

“SAP [SystemAnalyse und Programmentwicklung] said that by 2020, 
1 per cent of its global workforce of 65,000 employees would be people 
with autism. The company said it believes that ‘innovation comes from 
the edges’, and only by employing people who think differently and 
spark innovation will SAP be prepared to handle the challenges of the 
21st century” (Pickavance, 2014 p 139). 
Whether it is SAP campaigning for workplace neurodiversity, or big 

businesses in science, technology, engineering and mathematics (STEM) seeking to 
harness the unique talents of people with autism, they are suddenly in demand for 
their obsessive “concentration during long-lasting routine work, identification of 
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logical rules and patterns, processing visual information, and the ability to 
remember facts, [that] surpass neural-typical individuals” (Lorenz & Heinitz, 2014, 
p. 1). 

Difficulties in social communication/interaction skills in areas such as 
empathy, social skills, emotional control or flexibility (Kapp, Gillespie-Lynch, 
Sherman & Hutman, 2012) may need to be accommodated to harness the identified 
employment strengths. While therapies to improve social communication/interaction 
skills have rapidly advanced, the mechanisms, and the management of autistic 
restrictive, repetitive patterns of behaviour, interests, or activities remains contested 
(Harrop & Kasari, 2015). Making uninformed attempts to intervene may not be 
beneficial or welcomed by the autistic community particularly as the same 
characteristics can turn out to be valued strengths not deficits. 

Kral (1989, p. 32) believes that – 
“If we ask people to look for deficits, they will usually find them, and 
their view of the situation will be coloured by this. If we ask people to 
look for successes, they will usually find them, and their view of the 
situation will be coloured by this.” 
Arguably, when deficits are viewed as individual differences, focusing on 

autism behavioural characteristics as employment strengths for people with autism 
is more likely to open doors to establishing and retaining competitive employment 
for people with autism. As such, the focus of this research is a strengths-based 
approach to employment success addressing the factors affecting the ‘employment 
retention of people with autism in competitive employment’. Autistic behavioural 
challenges in this inquiry are considered personal differences not deficits. Research 
by the Gallup organisation showed that people who use their strengths every day are 
eight per cent more productive and 15 per cent less likely to quit their jobs, six times 
more likely to be engaged at work, and are three times more likely to report an 
excellent quality of life. Performance reviews that emphasise personal strengths 
improve organisational performance (Flade, Asplund & Elliot, 2015). 

In order to move beyond studying autism as a deficit and to look more deeply 
at the potential abilities and strengths of people with autism, this inquiry focused on 
the perspectives of a person with autism and their employment experiences over their 
40-year career trajectory, using an auto-ethnographic approach 

 
3. Methodology 
 
The methodological approach adopted was auto-ethnography. First person 

accounts or stories were used to construct an understanding of the content and 
context drawing upon cultural discourses (Riessman & Speedy, 2007). While people 
are essentially storytellers and the world is a series of stories, individuals decide what 
makes a story legitimate based on its coherence and fidelity (Fisher, 1985).  Story is 
also a principal means by which messages are conveyed about what is valued and 
what is meaningful to a cultural group (Fisher, 1985). Thus, stories are central to 
individual reasoning and human relationship (Bochner, Ellis & Tillmann-Healy, 
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1997). They provide a unique and valuable source of knowledge about social life in 
social sciences. 

In past decades, narrative rationality in autoethnography has been widely 
adopted by health researchers (Harter, Japp & Beck, 2005), particularly in the 
context of illness narratives providing deeper insight into patients’ experiences of 
illness and health care (Klienmann, 1988). To some extent, all research endeavors 
are autobiographic5 (LeCompte, 1987) in the sense that research topic selection, 
methodology, and process reflect researchers’ personal interest, bias, and 
circumstance (Chang, 2008).  

One definition of auto-ethnography suggested by Bochner and Ellis (2006, 
p. 111) is 
“a research method that uses personal experience (“auto”) to 
describe and interpret (“graphy”) cultural texts, experiences, beliefs, 
and practices (“ethno”). Autoethnographers believe that personal 
experience is infused with political/cultural norms and expectations, 
and they engage in rigorous self-reflection—typically referred to as 
‘reflexivity’—in order to identify and interrogate the intersections 
between the self and social life. Fundamentally, autoethnographers 
aim to show ‘people in the process of figuring out what to do, how to 
live, and the meaning of their struggles.” 
However, these descriptions of autoethnography are not without controversy. 

Controversies surrounding the term autoethnography include the definition of self 
within a social context. Also, the thematic induction technique and whether the 
approach to analysis is evocative or analytic. The philosophical frame of the 
autoethnography in epistemology and methodology needs to be made clear and 
finally the actual methods employed specified. 

Hence, a unified approach to nomenclature is proposed to identify different 
dimensions of autoethnography by using prefixes, qualifiers, hyphenations and word 
formatting to signal the researcher’s autoethnographic design and implementation 
orientation. For example, an ‘evocative/analytic insider auto-ethno-graphic study’ 
signals a combined evocative and analytic approach. Also that an insider perspective 
was adopted with a primary emphasis on the autobiographic materials, a secondary 
emphasis on interview materials and a tertiary emphasis on the product. In applying 
this approach, the primary investigative instrument came from the researcher’s 
autobiographic materials on his employment experience spanning a career of over 
40 years and himself having been diagnosed with autism. Other data came from 
interviews with neuro-typical age and cultural peers about their employment 
experiences, in order to connect and sensitise the auto-enthnographic account to 
wider cultural, political and social understandings. Both evocative and analytic 
theme induction were employed clarifying each of the dimensions. In this study this 
was best summarised as ‘evocative/analytic insider auto-ethno-graphy’. Consistent 

                                                           
5 Arguably, as “in a larger sense, all writing is autobiography: everything that you write, 

including criticism and fiction, writes you as you write it” (Coetzee, 1992, p. 17). 
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with this methodology, a pattern-matching evocative/analytic data-analysis 
technique was proposed to preserve the pre-eminence of the story told without 
having to turn it into the language of analysis. Operationally, a five-step theme 
induction process was completed (Table 2). 

 
Table 2. Five-step theme induction process 

 
Source:  Adapted from Braun and Clarke (2006). 

 
3.1 Data familiarization - pattern-matching descriptors 
 
Data analysis followed the proposed five-step theme induction process (see 

Table 3.1 above), using the proposed evocative/analytic pattern-matching technique 
of autobiographic materials focusing on workplace issues affecting employment and 
employment retention of a person with autism (the primary researcher) with a career 
trajectory spanning over forty years. The technique was repeated in ethnographic 
analysis of interview transcripts of two interview participants who started their own 
business after their retirement from work, focusing on workplace issues of 
employment, employment retention, and owner-manager styles. Throughout the data 
analysis, the initial pattern-matching descriptors, developed from the literature, were 
used in theme induction. These initial sets of descriptors were trialed, renamed, 
revised and updated. To cut down unnecessary repetition, the revised descriptor sets 
are illustrated here. 

Presented here first are the revised pattern-matching descriptors (Tables 3 – 
6) based on commonly reported employment attributes synthesised from the 
literature review and updated and revised during subsequent data analysis. Due to 
the length of these tables, they are presented with water-marks to indicate them as 

 

Pattern-matching 
steps Description of the process 

1. Data 
familiarisation: 

Transcribe and/or translate data as a means to familiarise data set through reading 
and re-reading. Note down interesting ideas in a summary table format. 

2. Identifying 
interesting 
themes:  

Coding interesting features of the data based on the initial pattern-matching 
descriptors in a systematic fashion across the entire data set, collating data 
relevant to each code.  

3. Refining 
specifics of 
each theme: 

Collate patterns into potential themes, gathering all data relevant to each potential 
theme based on the initial pattern-matching descriptors. These descriptors are 
continuously revised during the repeated evocative/analytic theme induction 
process and additional literature review (if necessary) to form the final and 
complete version to check, review, define and name each key theme. 

4. Key theme 
representation: 

Collate patterns into potential themes, gathering all data relevant to each potential 
theme based on the revised pattern-matching descriptors. Depending on personal 
preference, the overall thematic picture can be represented in the form of a Venn 
diagram, a thematic map or other form of illustration (discussed in Section 5: Data 
Analysis Two (Ethnographic Data). 

5. Report 
generation: 

The final analytic opportunity for presentation arises from the selection of vivid, 
compelling extracts of vignettes and examples while relating the analysis back to 
the research question and literature for a scholarly report of the thematic analysis 
and at the same time aiming to create intrinsic and instrumental interests among 
the readers for the experience of the writer. 
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partial lists below (full lists are available on requests). The revised sets of descriptors 
are also illustrated below in both career summary tables and vignette examples that 
follow after the sample descriptor lists which were colour-coded, revised and 
updated in this research as (again, full lists of Descriptors A, B, C and D are available 
on request)  

• Descriptor A – autism employment strengths; 
• Descriptor B - workplace characteristics; 
• Descriptor C – entrepreneurial personality traits; and 
• Descriptor D – autism behavioural characteristics affecting employment 

retention. 
Table 3. Desc A2– employment strengths/autism employment strengths (partial list) 

 
Source: Developed for this research 

 
  

A1: Fixation— 

Intense Focus: 

a. preference for spending time alone; 
b. interest in arcane or off-beat fields of 

knowledge; 
c. concentration for long periods of time on 

reading, experimenting, writing etc; 
d. avoidance wasting time in some activities 

that appeal to neurotypical people; 
e. some special interests to be channelled into 

productive hobbies or even careers, where 
the person may be creative or make new 
discoveries. 

Fixation on Details: 

a. systematic information processing; 
b. attention to detail; 
c. precise technical abilities; 
d. ability to notice small details of an idea, 

theory, number pattern, book, film, object 
or visual image; 

e. ability to perform repetitive tasks where 
accuracy, rules and routine are important; 

f. commitment to quality; and 
g. accuracy of work. 

 

A2: Cognitive and Visual Thinking— 

a. very high intelligence; 
b. good verbal skills; rich vocabulary; 
c. ability to absorb and retain large amounts of information, especially about topics of special 

interest; 
d. ability to think in visual images; 
e. self-motivated, independent learners; 
f. tendency to think outside the box and generate novel solutions to problems; 
g. may show a strong aptitude for a particular field of study or topic; 
h. diversification in occupations; and 
i. education qualifications exceeding the requirements of the Australian and New Zealand Standard 

Classification of Occupations. 

2Coloured theme with sub-coded letters indicates different descriptors.  
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Table 4. Desc B – workplace characteristics (partial list) 

 
Source: Developed for this research 

 
Table 5. Desc C – Entrepreneurial personality traits (partial list) 

 
Source: Adapted from Meredith, Nelson and Neck (1982) 

 
  

C1: Entrepreneurial Characteristics— 

1. Self-confidence: 

a. confidence; 
b. independence; 
c. individuality; and 
d. optimism. 

2. Task-result oriented: 

a. need for achievement; 
b. profit-oriented; 
c. persistence/perseverance/determination; 
d. hard work/drive/energy; and 
e. initiative. 

3. Risk-taker:  

a. risk-taking ability; and 
b. likes challenges. 

4. Leadership: 

a. leadership behaviour; 
b. get along well with others; 
c. individuality; and 
d. responsive to suggestions, criticisms. 

     5. Originality: 

a. innovative/creative; 
b. flexibility (openness of mind); 
c. resourceful; and 
d. versatile; and 
e. knowledgeable. 

     6. Future-oriented: 

a. foresight; and 
b. perceptive. 

C2: Individualistic Personalities— 

a. aloof; 
b. arrogant; 
c. withdrawn; 
d. shy; 

e. warm; and 
f. friendly. 
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Table 6 Desc D – Autism characteristics affecting employment retention (partial list) 

 
Source: Adapted from DSM-5, 2013; Carpenter, 2013; Kim, 2013 

 
3.2 Identifying interesting themes - pattern-matching technique 

conceptualisation 
The idea of using a pattern-matching approach and building blocks to 

describe complicated phenomenon is based on Holland’s suggestion (1992, p. 170) 
that “…if I have a process that can discover building blocks, the combinatorics start 
working for me instead of against me. I can describe a great many complicated 
things with relatively few building blocks.” Holland used an example based on the 
work of police facial composite artists in a system known as Identikit to explain his 
theory – 

“The idea was to divide the face into, say, 10 building blocks: hairline, 
forehead, eyes, nose, and so on down to the chin. Then the artist would 
have strips of paper with a variety of options for each: say, 10 different 
noses, 10 different hairlines, and so forth. That would make a total of 
100 pieces of paper... the artist could talk to the witness, assemble the 
appropriate pieces, and produce a sketch of the suspect very quickly... 
by shuffling those 100 pieces of paper, the artist could make a total of 
10 billion different faces, enough to sample the space of possibilities 
quite widely.” 

D1: SOCIAL COMMUNICATION AND INTERACTION— 

1. Deficits in social-emotional reciprocity: 

a. abnormal social approach; 
b. failure of normal back-and-forth 

conversation; 
c. reduced sharing of interests, emotions, or 

affect; 
d. failure to initiate or respond to social 

interactions; and 
e. scripted social interaction; 
f. tendency to be easily bored on a subject that 

holds no personal interest; 
g. tendency to feel uncomfortable to with praise 

because of the uncertainty of how-to 
response;  

h. no tolerance of dishonesty or incapability 
i. except in familiar/structured social 

interaction; 
2. Deficits in nonverbal communicative 
behaviours used for social interaction: 

a. poorly integrated verbal and nonverbal 
communication; 

b. abnormalities in eye contact and body 
language; 

c. deficits in understanding and use of gestures 
or hints; 

d. a total lack of facial expressions and 
nonverbal communication; and 

e. tendency to take things literally. 

3. Deficits in developing, maintaining, and 
understanding relationships: 

a. difficulties adjusting behaviour to suit 
various social contexts; 

b. difficulties in sharing imaginative play or in 
making friends; 

c. absence of interest in peers; and 
d. difficulty judging how others are feeling 

about you or reacting to your words/actions; 
e. except for familiar social interaction; and 
f. trouble figuring out hidden meaning if 

someone hinting but not saying what they 
want; 

g. aware of or being told that you are aloof, 
withdrawn or day-dreaming (immersed in 
one’s own world); 

h. tendency to find it hard to admit/apologise 
that you are wrong after taking a strong 
viewpoint in a discussion. 

i. aware or being told that you  are being 
selfish because of failure to be considerate 
in certain circumstances 
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The same concept of using building blocks and pattern-matching is adapted 
in this study to identify employment retention themes.  

 
4. Analysing autobiographic data  
 
The five-step theme induction process (see Table 2) and the 

evocative/analytic pattern-matching technique focussing on workplace issues 
affecting employment and employment retention of a person with autism (the 
primary researcher) was used to analyse auto-ethnographic data. 

 
4.1 Career summary tables (autobiographic data) 
 
Two summary tables (excerpts) representing my career pattern - Hong Kong 

(Table 7) and Australia/Overseas (Table 8) were prepared as the first step to theme 
induction. Full lists are available on request. These are provided here to illustrate 
how pattern-matching lists were used to identify themes in the two summary tables. 

 
Table 7. Career history, Hong Kong (excerpt) 

 
Source: Developed for this research 
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Table 8. Career history, Australia/Overseas (excerpt) 

 
Source: Developed for this research 

 
4.2 Redefining specifics of each theme - vignette example 

(autobiographic data) 
 

The proposed evocative-analytic technique is demonstrated here in the form 
of a vignette excerpt. This technique kept the pre-eminence of the first-person 
account and avoided personal accounts being changed to the language of the analysis 
used in the theme induction. Details of the pattern-matching descriptors that emerged 
are provided in the right-hand column (Figure 4.1). 
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Figure 2. Vignette 1: News Reporter, United Press International  

(UPI)/6 months, at 19 (excerpt only) 
Source: Developed for this research 

 
The next section focusses on the ethnographic interview materials. 

 
5. Analysing ethnographic data  
In a similar fashion, the same evocative/analytic pattern-matching technique 

was also adopted in the analysis of the interview transcripts of two neuro-typical 
interview participants who were neuro-typical, age and cultural peers of the 
researcher. The analysis of their first-person account of their employment history 
identified workplace issues related to employment, employment retention from the 
perspective of their experience as an employee and owner-manager. The descriptor 
lists were also adapted based on emergent themes in the transcripts. 

 
5.1 Career summary table and vignette example (ethnographic data) 
 

Participants were recruited via snowball sampling. In contrast to the primary 
researcher, they displayed near perfect employment retention patterns. In addition, 
Participants A and B started their owner-operated small to medium businesses after 
retirement from employment providing unique insights into management practices 
from the perspectives of employee and then employer. Table 9 and Figure 3 are 
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examples of the analysis (Ethnographic Data). Again, details of the pattern-matching 
descriptors that emerged are provided in the right-hand column (Figure 3). 
 

Table 9. Work summary (Interview Participants – A and B) 

 
Source: Developed for this research 

 

 
Figure 3. Vignette 2 Banking Industry, Participant A, Australia (except) 

Source: Developed for this research 
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5.2 Emerged descriptor-based sub-themes 
 
The descriptors and their occurrences that emerged in the evocative/analytic 

pattern-matching investigation of autobiographical materials and interview 
transcripts were summarised under their respective descriptors below with details of 
the occurrences of each descriptor. Please note that details of occurrences are 
presented for ease of visual reference only and do not infer that any numerical or 
statistical analysis is relevant to this inquiry. Items referenced are presented in a two-
column table format below (Table 5.2). The first column provides details of the 
occurrences of the items referenced. The three numbers in brackets represent the 
number of times the item appeared in the vignettes of autobiographic materials and 
then in the vignettes of Participant A and Participant B, respectively, for example, 
the descriptor ‘Strong will to succeed: desire to work (4x/0x:3x)’ refers to the 
particular descriptor item that appeared four times in the analysed autobiographic 
vignette (4x/), zero time (0x:) in the Participant A’s vignette and three times (3x) in 
the vignette derived from Participant B’s interview transcripts. In a similar fashion, 
the second column provides grouped themes individually represented by three 
numbers in brackets. Table 10 summarises the number of occurrences of all 
descriptors in the vignettes of Participants A and B and the first researcher. Please 
note that autistic behaviours affecting employment retention were only listed in the 
autobiographic accounts. The interview participants did not talk about their 
weaknesses in their accounts. Table 10 also shows the interesting range and pattern 
of descriptors influencing employment retention that emerged. 

Summarising the analysed authethnographic data,77 pattern-matching 
descriptor-based sub-themes ermerged. On employment strengths - 22 were linked 
to the commonly reported autistic employment strengths (see Desc A), 29 were 
reported entrepreneurial personality traits (see Desc C) [36]; Among the employment 
weaknesses - 24 were linked to DSM-5 based autistic behaviours affecting 
employment retention (see Desc D) and two were linked to negative workplace 
characteristics (see Desc B).  

The number of occurrences of descriptors in the auto-ethnographic accounts 
and vignettes were further reported under categorised as Strengths, Weaknesses (W), 
Opportunities (O) and Threats (T), commonly referred to as SWOT to employment 
retention. SWOT was used as a useful template to link the identified descriptors with 
an actionable implementation framework and not as a brain-storming analytic tool. 
In the early days of “Strategic Management”, it was Michael Porter’s promotion of 
the Harvard SWOT Analysis Technique that eventually found its way into 
disciplines other than management (Meredith, Nelson & Neck, 1982). The SWOT 
matrix is linked to a series of actionable strategies for consideration in addressing 
employment retention. SWOT is used in this research as a visual reference tool only 
and do not infer that any numerical or statistical analysis is relevant to this inquiry.  

Key themes will be further presented in an SWOT matrix in Part 2 of the 
paper. Part 2 focus is on workplace reflections from a person with autism, 
management reflections on Drucker’s knowledge-worker productivity practice in 

3The references on both papers will be presented over two issues within a six months period. 
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today’s connected knowledge-based economy, three critical success factors to 
employment-retention of a person with autism, concluding remarks and the reference 
list3.  
 

Table 10. Descriptor-based sub-themes analytics (excerpt) 

 
Source: Developed for this research. 

 
References (Parts 1 & 2) 

 
1. Alonso, J. R. (2017). LSD as a therapeutic agent for autism. Available at 

https://mappingignorance.org/2017/06/07/lsd-therapeutic-agent-autism/. Viewed 
28/04/2018. 

2. Anwar, A., Abruzzo, P. M., Pasha1, S., Rajpoot, K., Bolotta, A., Ghezzo, A., Marini, M., 
Posar, A., Visconti, P., Thornalley, P. J., & Rabbani, N. (2018). Advanced glycation 
endproducts, dityrosine and arginine transporter dysfunction in autism - a source of 
biomarkers for clinical diagnosis. Molecular Autism. Available at 
https://molecularautism.biomedcentral.com/articles/10.1186/s13229-017-0183-3. 
Viewed 07/02/2020. 

3. Asperger/Autism Network (2017). Asperger Profiles: The Big Picture – Strengths. 
Available at http://www.aane.org/asperger-profile-strengths/. Viewed 20/08/2017. 

4. Asperger, H. (1944). Die Autistisehen Psychopathen im Kindesalter. Arch. Psych. 
Nervenkrankh, 117, 76–136. doi:10.1007/BF01837709. 

https://mappingignorance.org/2017/06/07/lsd-therapeutic-agent-autism/
https://molecularautism.biomedcentral.com/articles/10.1186/s13229-017-0183-3
http://www.aane.org/asperger-profile-strengths/


654    Review of International Comparative Management            Volume 22, Issue 5,December 2021 

5. Autism CRC (2015). Program 3: Adulthood. Available at http://www.autismcrc.com.au 
/research-programs/adulthood. Viewed 22/05/2015. 

6. Autism Spectrum Australia (2016). What is Autism Spectrum Disorder? Available at 
http://www.amaze.org.au/discover/about-autism-spectrum-disorder/what-is-an-autism-
spectrum-disorder/. Viewed 10/01/2016. 

7. Ban. B.K., 2015. Remarks on World Autism Awareness Day. Available 
https://www.un.org/sg/en/content/sg/speeches/2015-04-02/remarks-world-autism-
awareness-day. Viewed 30/04/2018. 

8. Bochner, A. P., Ellis, C. S., & Tillmann-Healy. L. (1997). Relationships as stories. In S., 
Duck (Ed.), Handbook of personal relationships (2nd edn.), (pp. 308-324). New York: 
Wiley. 

9. Braun, V., & Clarke, V, (2006). Using thematic analysis in psychology. Available at 
https://core.ac.uk/download/pdf/1347976.pdf. Viewed 21/08/2017. 

10. Carpenter, L. (2013). DSM-5 Autism Spectrum Disorder: guidelines & criteria exemplars. 
Available at https://depts.washington.edu/dbpeds/Screening%20Tools/DSM-
5(ASD.Guidelines)Feb2013.pdf. Viewed 05/02/2016. 

11. Cennamo, L., & Gardner, D. (2008). Generational Differences in Work Values, Outcomes 
and Person-Organisation Values Fit. Journal of Managerial Psychology, Vol. 23 Issue 8, 
pp. 891-906. 

12. Chamberlain, L. J., & Hodson, R. (2010). Toxic Work Environments: What Helps and 
What Hurts. Sage Journals. December 1, 2010. 

13. Chang, H. (2008). Autoethnography as method. Available at 
https://www.researchgate.net/publication/40010651. Viewed 17/11/2019. 

14. Clifton, D. O., & Harter, J. K. (2003). Investing in Strengths. In A. K. S., Cameron, D.J.E. 
Dutton, & C. R. E. Quinn (Eds.), Positive organisational scholarship: Foundations of a 
New Displine (pp. 111-121). San Francisco: Berrett-Koehler Publishers, Inc. 

15. Coetzee, J. M. (1992). Doubling the point - essays and interviews. D. Attwell (Ed.), 
Harvard University Press. 

16. Czech, H. (2018). Hans Asperger, National Socialism, and “race hygiene” in Nazi-era 
Vienna. Molecular Autism. Brain, Cognition and Behaviour 2018. 9 (29). 

17. Dhossche, D.M. & Stanfill, S. (2004). Could ECT be effective in autism? Medical 
Hypothesis 63, 371-376. 

18. Drucker, P. F. (1999). Knowledge-Worker Productivity: The Biggest Challenge. 
California Management Review. Winter 1999, 41(2): 79-94. 

19. DSM-5 (2013). The Diagnostic and Statistical Manual of Mental Disorders, 5 299.00 
(F84.0). 

20. Dudley, C, Nicholas, D. B., & Zwicker, J. D. (2015). What Do We Know About 
Improving Employment Outcomes for Individuals with Autism Spectrum Disorder? The 
School of Public Policy, SPP Research Papers, University of Calgary, Volume 8, Issue 32, 
September. 

21. Ellis, C., & Bochner, A. P. (2006). Analyzing analytical autoethnography. Journal of 
Contemporary Ethnography, 35(4), 429449. 

22. Fisher, W.R. (1985). The narrative paradigm: An elaboration. Communication 
Monographs, 52(4), 347 - 367. doi: 10.1080/03637758509376117. 

23. Flade, P., Asplund, J., & Elliot, G. (2015). Employees who use their strengths outperform 
those who don't. Available at https://www.gallup.com/workplace/236561/employees-
strengths-outperform-don.aspx. Viewed 21/08/2017. 
 
 

http://www.autismcrc.com.au/research-programs/adulthood.%20Viewed%2022/05/2015
http://www.autismcrc.com.au/research-programs/adulthood.%20Viewed%2022/05/2015
http://www.amaze.org.au/discover/about-autism-spectrum-disorder/what-is-an-autism-spectrum-disorder/
http://www.amaze.org.au/discover/about-autism-spectrum-disorder/what-is-an-autism-spectrum-disorder/
https://www.un.org/sg/en/content/sg/speeches/2015-04-02/remarks-world-autism-awareness-day
https://www.un.org/sg/en/content/sg/speeches/2015-04-02/remarks-world-autism-awareness-day
https://core.ac.uk/download/pdf/1347976.pdf
https://depts.washington.edu/dbpeds/Screening%20Tools/DSM-5(ASD.Guidelines)Feb2013.pdf
https://depts.washington.edu/dbpeds/Screening%20Tools/DSM-5(ASD.Guidelines)Feb2013.pdf
https://www.researchgate.net/publication/40010651
https://www.gallup.com/workplace/236561/employees-strengths-outperform-don.aspx.%20Viewed%2021/08/2017
https://www.gallup.com/workplace/236561/employees-strengths-outperform-don.aspx.%20Viewed%2021/08/2017


Review of International Comparative Management            Volume 22, Issue 5, December 2021     655 

24. Furgison, L. (2019). SWOT Analysis Step 5: Developing Actionable Strategies. Availavle 
at https://articles.bplans.com/swot-analysis-challenge-day-5-turning-swot-analysis-
actionable-strategies/ . Viewed 05/02/2020. 

25. Gallup Management Journal (1999). What is a Great Workplace? The Twelve Dimensions 
that Describe Great Workgroups. Available at https://thepeoplegroup.com/wp-
content/uploads/2008/04/article-gallup-what-is-a-great-workplace1.pdf. Viewed 
21/08/2017. 

26. Giang, V. (2013). Here Are The Strengths And Weaknesses Of Millennials, Gen X, And 
Boomers. Business Insider Australia. Available at https://www.businessinsider.com. 
au/how-millennials-gen-x-and-boomers-shape-the-workplace-2013-9. Viewed 
21/08/2017. 

27. Gibson, J. W., Greenwood, R. A., Murphy, Jr., E. F. (2009). Generational Differences In 
The Workplace: Personal Values, Behaviors, And Popular Beliefs. Journal of Diversity 
Management (JDM). Vol 4, No 3 (2009). 

28. Glass, A. (2007). Understanding Generational Differences for Competitive Success. 
Industrial and Commercial training, Vol 39 Issue: 2, pp. 98-103. 

29. Hammill, G. (2005). Mixing and Managing four generations of Employees. FDU 
Magazine Online. Winter/Spring 2005. Available at http://www.fdu.edu/newspubs 
/magazine/05ws/generations.htm. Viewed 21/08/2017. 

30. Hansen, J. C., & Leuty, M. E. (2012). Work Values Across Generations. Journal of Career 
Assessment 20(1) 34-52. 

31. Harrison, P., & Oakland, T. (2015). Adaptive Behavior Assessment System - Third 
Edition (ABAS-3). Available at https://www.pearsonclinical.com.au/products/view/564. 
Viewed 04/02/2020. 

32. Harrop, C., & Kasari, C. (2015). Learning when to treat repetitive behaviours in Autism. 
Spectrum. Available at https://spectrumnews.org/opinion/viewpoint/learning-when-to-
treat-repetitive-behaviors-in-autism/. Viewed 01/01/2018. 

33. Harter, L., Japp, C., & Beck, C. S. (2005). Narratives, health, and healing: 
Communication theory, research, and practice. PsycINFO Database Record. 
https://psycnet.apa.org › record › 2005-06812-000. 

34. Harvard Mental Health Letter. (1997). What is solution-focused therapy. Harvard Mental 
Health Letter, April 1997, Vol. 13 Issue 10, p. 8, Harvard Medical School. 

35. Hendricks, D. (2009). Employment and Adults with Autism Spectrum Disorders: 
Challenges and Strategies for Success. Journal of Vocational rehabililitation 32 (2010) 
125 – 134. DOI:10.3233/JVR-2010-0502 IOS Press. 

36. Holland, J. H. (1992). Complex Adaptive Systems. In M. M. Waldrop, Complexity: The 
emerging science at the edge of order and chaos. 1993. New York: Simon & Schuster 
Paperbacks. 

37. Interagency Autism Coordinating Committee (IACC). (2017). 2017 IACC Strategic Plan 
for Autism Spectrum Disorder Research. Available at https://iacc.hhs.gov/ 
publications/strategic-plan/2017/strategic_plan_2017.pdf. Viewed 06/01/2017. 

38. Jacob, A., Scott, M., Falkmer, M., & Falkmer, T. (2015). The costs and benefits of 
employing an adult with autism spectrum disorder: A systematic review. PLoS ONE. 
https ://doi.org/10.1371/journal.pone.01398 96. 

39. Kanner, L, (1943). Autistic disturbances of affective contact. Available at 
https://simonsfoundation.s3.amazonaws.com/share/071207-leo-kanner-autistic-
affective-contact.pdf. Viewed 05/01/2018.  

 
 

https://articles.bplans.com/swot-analysis-challenge-day-5-turning-swot-analysis-actionable-strategies/
https://articles.bplans.com/swot-analysis-challenge-day-5-turning-swot-analysis-actionable-strategies/
https://thepeoplegroup.com/wp-content/uploads/2008/04/article-gallup-what-is-a-great-workplace1.pdf
https://thepeoplegroup.com/wp-content/uploads/2008/04/article-gallup-what-is-a-great-workplace1.pdf
https://www.businessinsider.com.au/how-millennials-gen-x-and-boomers-shape-the-workplace-2013-9
https://www.businessinsider.com.au/how-millennials-gen-x-and-boomers-shape-the-workplace-2013-9
http://www.fdu.edu/newspubs/magazine/05ws/generations.htm
http://www.fdu.edu/newspubs/magazine/05ws/generations.htm
https://www.pearsonclinical.com.au/products/view/564
https://spectrumnews.org/opinion/viewpoint/learning-when-to-treat-repetitive-behaviors-in-autism/
https://spectrumnews.org/opinion/viewpoint/learning-when-to-treat-repetitive-behaviors-in-autism/
https://iacc.hhs.gov/publications/strategic-plan/2017/strategic_plan_2017.pdf
https://iacc.hhs.gov/publications/strategic-plan/2017/strategic_plan_2017.pdf
https://simonsfoundation.s3.amazonaws.com/share/071207-leo-kanner-autistic-affective-contact.pdf.%20Viewed%2005/01/2018
https://simonsfoundation.s3.amazonaws.com/share/071207-leo-kanner-autistic-affective-contact.pdf.%20Viewed%2005/01/2018


656    Review of International Comparative Management            Volume 22, Issue 5,December 2021 

40. Kanaya, T., Wai, J., & Miranda, B. (2019). Exploring the Links Between Receiving 
Special Education Services and Adulthood Outcomes. Frontiers in Education. Available 
at https://www.frontiersin.org/articles/10.3389/feduc.2019.00056/full. Viewed 
04/02/2020. 

41. Kapoor, C., & Solomon, N. (2011). Understanding and Managing Generational 
Differences in the Workplace. Worldwide Hospitality and tourism Themes, Vol 3 Issue: 
4, pp. 308-318. 

42. Kapp, S. K., Gillespie-Lynch, K., Sherman, L. E., & Hutman, T. (2012). Deficit, 
difference, or both? Autism and neurodiversity. Developmental Psychology. Advance 
online publication. doi: 10.1037/a0028353. Available at https://www.researchgate.net 
/profile/Kristen_Gillespie 
Lynch/publication/224869514_Deficit_Difference_or_Both_Autism_and_Neurodiversit
y/links/0912f504d11055a78c000000.pdf. Viewed 20/08/2017. 

43. Kim, T. J., & von dem Knesebeck, O. (2015). Is an insecure job better for health than 
having no job at all? A systematic review of studies investigating the health-related risks 
of both job insecurity and unemployment? BMC Public Health (2015) 15:985 DOI 
10.1186/s12889-015-2313-1. 

44. Kleinman, A. (1988). The illness narratives: Suffering, healing, and the human condition. 
PsycINFO Database Record. https://psycnet.apa.org/record/1988-97187-000. 

45. Kral, R. (1989). Strategies that work: Techniques for solutions in the schools. Milwaukee, 
Wisconsin Institute on Family Studies.  

46. LeCompte, M. D. (1987). Bias in the biography: Bias and subjectivity in ethnographic 
research. https://doi.org/10.1525/aeq.1987.18.1.04x0762h. 

47. Leventhal, B. (2007). Book Review: Autism: A Neurological Disorder of Early Brain 
Development. The New England Journal of Medicine; Boston. 356(16) pp 1690-1691. 

48. Lorenz, T., & Heinitz, K. (2014) Aspergers – different, not less: Occupational strengths 
and job interests of individuals with Asperger’s Syndrome. PLoS ONE 9(6): e100358. 
doi:10.1371/journal.pone.0100358. June 2014 Volume 9 Issue 6 e100358. Available at 
http://journals.plos.org/plosone/article?id=10.1371/journal.pone.0100358 Viewed 
20/08/2017. 

49. Matson, J. L., & Rivet, T. T. (2008). Characteristics of challenging behaviours in adults 
with autistic disorder, PDD-NOS, and intellectual disability. Journal of Intellectual & 
Developmental Disability, Dec,33(4), 323-329. Available at https://doi.org/10.1080/ 
13668250802492600. Viewed 10/01/2010. 

50. Meredith, G. G., Nelson, R. E., & Neck, P. A. (1982). The practice of entrepreneurship. 
International Labour Office, Geneva. 

51. Morey, L. C. (2010). Personality Assessment Inventory. Available at 
https://shop.acer.edu.au/personality-assessment-inventory-pai. Viewed 04/02/2020. 
Mottron, L. (2017). Should we change targets and methods of early intervention in autism, 
in favor of a strengths-based education? European Child & Adolescent Psychiatry, 26(7), 
815-825. 

52. Orsmond, G. I., Shattuck, P. T., Cooper, B. P., Sterzing, P. R., & Anderson, K. A. (2013). 
Social participation among young adults with an Autism spectrum disorder. Journal of 
Autism and Developmental disorders, 43(11). DOI 10.1007/s10803-013-1833-8. 

53. Pannucci, C. J., & Wilkins, E. G. (2010). Identifying and Avoiding Bias in Research. 
Available at https://www.ncbi.nlm.nih.gov/pmc/articles/PMC2917255/pdf/nihms-
198809.pdf. Viewed 07/02/2020. 
 
 

https://www.frontiersin.org/articles/10.3389/feduc.2019.00056/full
https://www.researchgate.net/profile/Kristen_Gillespie%20Lynch/publication/224869514_Deficit_Difference_or_Both_Autism_and_Neurodiversity/links/0912f504d11055a78c000000.pdf
https://www.researchgate.net/profile/Kristen_Gillespie%20Lynch/publication/224869514_Deficit_Difference_or_Both_Autism_and_Neurodiversity/links/0912f504d11055a78c000000.pdf
https://www.researchgate.net/profile/Kristen_Gillespie%20Lynch/publication/224869514_Deficit_Difference_or_Both_Autism_and_Neurodiversity/links/0912f504d11055a78c000000.pdf
https://www.researchgate.net/profile/Kristen_Gillespie%20Lynch/publication/224869514_Deficit_Difference_or_Both_Autism_and_Neurodiversity/links/0912f504d11055a78c000000.pdf
https://psycnet.apa.org/record/1988-97187-000
https://doi.org/10.1525/aeq.1987.18.1.04x0762h
http://journals.plos.org/plosone/article?id=10.1371/journal.pone.0100358%20Viewed%2020/08/2017
http://journals.plos.org/plosone/article?id=10.1371/journal.pone.0100358%20Viewed%2020/08/2017
https://doi.org/10.1080/13668250802492600.%20Viewed
https://doi.org/10.1080/13668250802492600.%20Viewed
https://shop.acer.edu.au/personality-assessment-inventory-pai
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC2917255/pdf/nihms-198809.pdf.%20Viewed%2007/02/2020
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC2917255/pdf/nihms-198809.pdf.%20Viewed%2007/02/2020


Review of International Comparative Management            Volume 22, Issue 5, December 2021     657 

54. Pellicano, E., Dinsmore, A., & Charman, T. (2014). What Should Autism Research Focus 
Upon? Community Views and Priorities from the United Kingdom. Autism, 18(7),  
756-770. DOI: 10.1177/1362361314529627. 

55. Pickavance, N., 2014. The reconnected leader: An executive’s guide to creating 
responsible, purposeful and valuable organisations. Kogan Page: London, Philadelphia, 
New Delhi. 

56. Pyöriä, P., Ojala, S., Saari, T., & Järvinen, K. (2017). The Millennial Generation: A New 
Breed of Labour? SAGE Open January-March 2017: 1-14. 

57. Ratto, A., & Mesibov, G. (2015). Autism spectrum disorders in adolescence and 
adulthood: long-term outcomes and relevant issues for treatment and research. Science 
China. Life Sciences,58(10), 1010-1015.  DOI: 10.1007/s11427-012-4295-x Source: 
PubMed. 

58. Riessman, K. R., & Speedy, J. (2007). Narrative inquiry in the psychotherapy professions: 
A critical review. DOI:10.4135/9781452226552.n17 Source: Semantic Scholar. Available 
at https://www.semanticscholar.org/paper/Narrative-Inquiry-in-the-Psychotherapy-
Professions%3A-Riessman-Speedy/dff9ca67d228cf64bed5129ee7e9293b94e09b94. 
Viewed 17/11/2019. 

59. Roux, A. M., Shattuck, P. T., Cooper, B. P., Anderson, K. A., Wagner, M., & Narendorf, 
S. C. (2013). Postsecondary employment experiences among young adults with an 
Autism spectrum disorder rh: employment in young adults with Autism. Journal of the 
American Academy of Child & Adolescent Psychiatry, September, 52(9), 931-939.  
DOI: 10.1016/j.jaac.2013.05.019. 

60. Rutter, M., Le Couteur, A., & Lord, C. (2003). Autism Diagnostic Interview-Revised 
(ADI-R). A structured interview for diagnosing autism and planning treatment. Available 
at https://www.pearsonclinical.com.au/products/view/290. Viewed 04/02/2020. 

61. Seltzer, M. M., Greenberg, J. S., Taylor, J. L., Smith, L., Orsmond, G. I., Esbensen, A., & 
Hong, J. (2011). Adolescents and adults with autism spectrum disorders. In D. G. Amaral, 
G. Dawson, & D. H. Geschwind (Eds.), Autism spectrum disorders (pp. 241-252). New 
York: Oxford University Press. 

62. Shattuck, P. T., Seltzer, M. M., Greenberg, J. S., Orsmond, G. I., Bolt, D., Kring, S., et al. 
(2007). Change in autism symptoms and maladaptive behaviors in adolescents and adults 
with an autism spectrum disorder. Journal of Autism and Developmental Disorders, 37(9), 
1735–1747. doi:10.1007/s10803-006-0307-7. 

63. Sorenson, S. (2014). How Employees’ Strengths Make Your Company Stronger. 
Available at https://news.gallup.com/businessjournal/167462/employees-strengths-
company-stronger.aspx. Viewed 11/01.2019. 

64. The Economist, (2016). Beautiful minds, wasted. April 16th, 2016 edition. Available at 
https://www.economist.com/leaders/2016/04/16/beautiful-minds-wasted. Viewed 
10/01/2020. 

65. The Guardian. (2016, October 27). 11 shocking statistics about autism and employment. 
Available at https://www.theguardian.com/tmi/2016/oct/27/11-shockingstatistics-about-
autism-and-employment. Viewed 20/08/2017. 

66. The National Autism Society. (2016). The Autism employment gap. Available at 
www.autism.org.uk/~/.../tmi%20employment%20report%2024pp%20web.ashx?la... 
Viewed 05/01/2018. 

67. Tolbize, A (2008). Generational Differences in the Workplace. Research and Training 
Center on Community Living, University of Minnesota. Available at 
http://rtc.umn.edu/docs/2_18_Gen_diff_workplace.pdf. Viewed 21/08/2017. 

 

https://www.semanticscholar.org/paper/Narrative-Inquiry-in-the-Psychotherapy-Professions%3A-Riessman-Speedy/dff9ca67d228cf64bed5129ee7e9293b94e09b94
https://www.semanticscholar.org/paper/Narrative-Inquiry-in-the-Psychotherapy-Professions%3A-Riessman-Speedy/dff9ca67d228cf64bed5129ee7e9293b94e09b94
https://www.pearsonclinical.com.au/products/view/290
https://news.gallup.com/businessjournal/167462/employees-strengths-company-stronger.aspx
https://news.gallup.com/businessjournal/167462/employees-strengths-company-stronger.aspx
https://www.economist.com/leaders/2016/04/16/beautiful-minds-wasted
https://www.theguardian.com/tmi/2016/oct/27/11-shockingstatistics-about-autism-and-employment
https://www.theguardian.com/tmi/2016/oct/27/11-shockingstatistics-about-autism-and-employment
http://www.autism.org.uk/%7E/.../tmi%20employment%20report%2024pp%20web.ashx?la
http://rtc.umn.edu/docs/2_18_Gen_diff_workplace.pdf


658    Review of International Comparative Management            Volume 22, Issue 5,December 2021 

68. Twenge, J. M., Campell, S. M., Hoffman, & B. J., Lance, C. E. (2010). Generational 
Differences in Work Values: Leisure and Extrinsic Values Increasing, Social and Intrinsic 
Values Decreasing. Journal of Management Vol. 36 No. 5, September 2010 1117-1142 
DOI: 10.1177/0149206309352246. 

69. Wachtel, L. E., Contrucci-Kuhn, S. A., Griffin, M., Thompson, A., Dhossche, D. M. & 
Reti, I. M. (2009). ECT for self-injury in an autistic boy. European Child and Adolescent 
Psychiatry, 18 (7), 458-463. doi: 10.1007/s00787-009-0754-8. 

70. Wakefield, A.J., et. al. (1998). Ileal lymphoid nodular hyperplasia, non-specific colitis, 
and pervasive developmental disorder in children [retracted]. Lancet 1998; 351:637-41. 

71. Wong, P. S. (2018). Expecting autistic people to ‘fit in’ is cruel and unproductive; value 
us for our strengths. The Conversation. Available at http://theconversation.com/ 
expecting-autistic-people-to-fit-in-is-cruel-and-unproductive-value-us-for-our-strengths-
103888. Viewed 31/10/2019. 

72. Wong, P. S. S., Donelly, M., Neck, & P. A., Boyd, B. (2019). Positive Autism: 
Investigation of Workplace Characteristics Leading to a Strengths-Based Approach to 
Employment of People with Autism. Review of International Comparative Management, 
RMCI, Volume 19, Issue 1. Available at http://www.rmci.ase.ro/no19vol1/02.pdf. Viewed 
07/02/2020. 

73. Wong P.S., Neck P.A., Yu T.C., 2013. When East Meets West: managing the digital-age 
of global business transformation. Lambert Academic Publishing, Saarbruken, Germany. 

74. United Nations (2006). Convention on the Rights of People with a Disability. Available 
at https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-
persons-with-disabilities/convention-on-the-rights-of-persons-with-disabilities-2.html. 
Viewed 02/15/2020. 

75. United Nations (2016). Sustainable Development Goal 8. Available at 
https://unstats.un.org/sdgs/report/2016/goal-08/ . Viewed 02/02/2020. 

76. United Nations (2017). Equal Opportunity for Self-determination Would Empower 
Persons with Autism to Make Stronger Positive Impact, Secretary-General Says in World 
Observance Message. Available at https://www.un.org/press/en/2017/ 
sgsm18476.doc.htm. Viewed 24/08/2017. 

77. Wartzman, R. (2014). What Peter Drucker Knew About 2020. Harvard Business Review. 
October 16, 2014. 

78. Whitehouse, A., Evans, K., Eapen, V., Prior, M., & Wray, J. (2018). The National 
Guidelines for the Assessment and Diagnosis of Autism Spectrum Disorders in Australia. 
Available at https://www.autismcrc.com.au/knowledge-centre/resource/national-
guideline. Viewed 05/02/2020. 

 

http://theconversation.com/expecting-autistic-people-to-fit-in-is-cruel-and-unproductive-value-us-for-our-strengths-103888
http://theconversation.com/expecting-autistic-people-to-fit-in-is-cruel-and-unproductive-value-us-for-our-strengths-103888
http://theconversation.com/expecting-autistic-people-to-fit-in-is-cruel-and-unproductive-value-us-for-our-strengths-103888
http://www.rmci.ase.ro/no19vol1/02.pdf
https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities/convention-on-the-rights-of-persons-with-disabilities-2.html
https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities/convention-on-the-rights-of-persons-with-disabilities-2.html
https://unstats.un.org/sdgs/report/2016/goal-08/
https://www.un.org/press/en/2017/sgsm18476.doc.htm
https://www.un.org/press/en/2017/sgsm18476.doc.htm
https://www.autismcrc.com.au/knowledge-centre/resource/national-guideline.%20Viewed%2005/02/2020
https://www.autismcrc.com.au/knowledge-centre/resource/national-guideline.%20Viewed%2005/02/2020

