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Purpose: This thesis investigates the impact of open-plan office designs on neurodivergent
employees, focusing on how these environments affect their experiences in the workplace.
The research aims to provide insights into creating more inclusive work environments that
accommodate the needs of neurodivergent individuals.

Methods: A qualitative, inductive research approach was used to gather data through
interviews and drawings of neurodivergent employees working in a university setting. This
case study allowed for an in-depth exploration of the participants' experiences and
perceptions.

Results: The findings reveal that open-plan offices significantly hinder the concentration and
productivity of neurodivergent employees due to frequent distractions. Personalized
workspace adjustments, such as zoned desks and assigned seating, are critical in mitigating
these issues and supporting routine and consistency.

Conclusion: The study highlights the multifaceted experiences of neurodivergent employees
in open-plan offices, with a shared experience being the many distractions they cause.
Implementing basic practices, combined with personalized adjustments can enhance focus and
productivity, creating an inclusive work environment that enables all employees to contribute

effectively.
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The redesigning of workplaces, emphasizing open-plan offices and flexible spaces like hot
desking, has gained popularity across various sectors, including universities. While these open
work environments foster interpersonal access and communication, they present significant
challenges, particularly for neurodivergent employees, including those with autism spectrum
disorder (ASD), dyslexia, and attention deficit hyperactivity disorder (ADHD), who face
heightened sensitivity to distractions such as noise and lack of privacy. Despite the challenges,
having a neurodiverse workforce can be beneficial for organizations. It brings new
perspective, enhances a more empathetic work culture, and fosters more well-being among all
employees. Embracing neurodiversity also aligns with ethical and social responsibilities,
promoting fairness and equity in the workplace. Furthermore, successful inclusion of
neurodivergent employees leads to higher retention rates, fosters creativity, enhances team

problem-solving abilities and boosts organizational performance.

This thesis aims to enhance understanding of how neurodivergent employees at a Dutch
university experience working in open-plan offices, contributing to the literature on inclusive
work environments and guiding organizations to accommodate neurodivergent employees
effectively. The study employed a qualitative, inductive approach, utilizing semi-structured

interviews and visual methods with seven neurodivergent employees.

Key findings reveal that open-plan office spaces are related to a lot of distractions,
negatively affecting concentration and productivity. Minimizing visual and auditory
interruptions could improve focus. Although some neurodivergent individuals prefer to sit in
an office alone, others benefit from some social presence of colleagues to foster trust and
social control, with an optimal group size of around four colleagues. This variation

underscores the necessity for personalized office designs to accommodate diverse needs.

To create inclusive work environments, several key elements for organizations to consider
are suggested. Providing noise-canceling tools, partitioning, and quiet zones are frequently
mentioned as essential measures. Separate meetings rooms, agreements on office conduct and
assigned desks are important, as this can help maintain a calm and consistent work
environment. Additionally, offering areas for rest are important, as these spaces enable
neurodivergent employees to effectively manage feeling overwhelmed. The frequent mention

of these suggestions underscores their importance in creating a supportive workplace.
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While general strategies are useful, it is crucial to accommodate individual needs, which
can vary significantly. Therefore, organizations should engage in discussions with employees
about individual needs to create a supportive culture, ensuring neurodivergent employees feel
valued and empowered. These dialogues could address preferences for desk placement in
relation to objects, windows, door, and colleagues. Additionally, preferences regarding
partitioning and office sharing could be explored. Since some neurodivergent employees may
hesitate to disclose their condition, inclusive recruitment processes and neurodiversity
practices are essential. Educating hiring managers and HR practitioners about neurodiversity

can foster an inclusive work environment where everyone feels valued and can thrive.

Overall, this research highlights the complex nature of neurodivergent experiences in
open-plan offices and the necessity for inclusive practices to accommodate diverse

preferences, ultimately fostering a more inclusive and productive work environment.
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The redesigning of workplaces with more open-plan offices and flexible, innovative
spaces, with the implementation of concepts such as hot desking, have become more popular
(Van Marrewijk & Van den Ende, 2018; Van Marrewijk & Yanow, 2010). This increasing
popularity of office redesign has been expanding from public and private organizations, as
well as in universities, which are more and more applying open-plan offices to house their
academic and supporting staff (Lancione & Clegg, 2013; Van Marrewijk & Van den Ende,
2018; Wilhoit et al., 2016). While literature claims that open workspaces offer increased
interpersonal access and an easy way for communication compared to traditional enclosed
offices (Lee & Brand, 2005), they are not without their challenges. Research shows the
concerns of open-plan offices from the perspectives of occupants, such as noise, lack of
privacy and other distractions (Evans & Johnson, 2000; Sundstrom et al., 1996). Open-plan
office spaces can, for example, cause concentration issues for all employees (Evans &
Johnson, 2000), but neurodivergent individuals are particularly affected due to their
heightened sensitivity to distractions (Nash, 2024). This makes maintaining focus in such

environments especially challenging for them.

Neurodivergent employees include those with conditions like autism spectrum disorder
(ASD), dyslexia, and attention deficit hyperactivity disorder (ADHD) (Armstrong, 2010). The
concept of "neurodiversity" reframes the social understanding of neurocognitive conditions as
individual differences rather than medical deficiencies (Dobusch, 2021). It highlights the
unique cognitive and behavioral characteristics of neurodivergent individuals, distinguishing
them from neurotypical people. The spectrum of neurodiverse conditions includes various
cognitive and behavioral differences, with shared challenges such as difficulties in
maintaining attention and concentration. Recognizing these common challenges highlights the
importance of studying neurodiverse conditions collectively. By acknowledging and
addressing these overlapping issues, research can improve support mechanisms for

neurodiverse individuals navigating the complexities in the workforce (Nash, 2024).

Research suggests 15 to 20 percent of people worldwide having a neurodiverse brain (Ott
et al., 2021). The unemployment rate for this group of people is six times more than of people
without disabilities (Thompson & Miller, 2018). One reason for the noticeably higher
unemployment rate can be partly connected to a lack of understanding about how to establish

and maintain an inclusive neurodiverse workplace that produces positive results (Khan et al.,
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2023). Inclusive work environments encompass a broad spectrum of dimensions, including
cultural, social, and physical elements. It extends to the fostering of a culture where everyone
feels valued and heard (Volpone et al., 2022), with social dynamics that encourage
collaboration and mutual respect (Adjo et al., 2021). Additionally, attention to the physical
environment, such as office design, plays a crucial role in promoting inclusivity by ensuring
accessibility, flexibility, and sensory considerations (Narenthiran et al., 2022). By addressing
these diverse aspects, organizations can create truly inclusive environments where all

individuals feel empowered to contribute and thrive (Adjo et al., 2021).

Research often focuses on specific neurodiverse conditions (Cassidy, 2018; Narenthiran et
al., 2022; Tomczak, 2022), with limited studies considering the broader neurodiverse
spectrum. Furthermore, the lack of research in the university context calls for further research,
as universities represent unique organizational environments with distinct requirements and
challenges (Wagner et al., 2011). With their unique roles, decentralized structures, and high
autonomy, universities contrast with more hierarchical organizations (Maassen & Vught,
1992). Overall, the existing literature underscores the need for a more comprehensive
understanding of how organizations can create a more inclusive work environment,

particularly in the context of neurodiversity and open-plan offices.

Therefore, the goal of this research is to enhance our understanding of how
neurodivergent employees experience open-plan offices and to contribute to the literature on
inclusive work environments. Additionally, the research aims to guide organizations in
accommodating neurodivergent employees to foster a more inclusive workplace. This goal is

guided by the following research question:
How do neurodivergent employees of a university experience working in open-plan offices?

Neglecting the considerable presence and needs of neurodiverse individuals in the
workforce can lead to confusion, stress, and anxiety, adversely affecting both organizational
performance and employee welfare (Thompson & Miller, 2018). Consequently, cultivating an
inclusive work environment not only mitigates the negative impacts associated with
neurodiversity but also enhances productivity and overall employee satisfaction (Adjo et al.,
2021). Therefore, a practical relevance can be found in finding more in-depth experiences of
neurodivergent employees in the workplace, for more understanding in possible best practices

for inclusive work environments within academic setting.
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This thesis continues with the theoretical framework (chapter 2), which delves into
relevant theories and concepts to establish a solid foundation for the study's objectives. It is
followed by the methodology (chapter 3), which details the epistemology, research context
and units, data collection methods, methods of data analysis, personal positioning, and
research ethics. The findings of the data gathering will be presented in the results section
(chapter 4). The results are followed by the discussion (chapter 5) and conclusion (chapter 6),
where the results are interpreted within the theoretical framework, highlighting implications,

limitations and suggestions for future research.
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2.1. Organizational Space

It is established that the surrounding of people impacts themselves and their actions (Ropo
& Hoykinpuro, 2017). Van Marrewijk & Yanow (2010, p. 1) refer to organizational spaces as
something that “engages various aspects of work-related settings and their relationships to
their ‘inhabitants’, from employees at all levels to clients or customers, and from visitors to
onlookers at a greater remove.” Organizational spaces serve as fundamental settings where
organizational members carry out their tasks (Elsbach & Pratt, 2007; Van Marrewijk &
Yanow, 2010), offering contexts that both enable and limit actions, thereby influencing
interactions, creativity, and innovation (Fayard & Weeks, 2007). Both these definitions
highlight the significance of organizational spaces as environments that encompass various
work-related settings and their interactions with individuals, whether employees, clients, or
visitors. The perception of spaces is shaped by emotions, imagination, and physical
sensations, filling them with a dynamic quality (Véland, 2010; Van Marrewijk & Yanow,
2010). Spaces transform from passive objects into active and dynamic entities through human

engagement.

Open-plan offices

Organizational space is divided in different possible office spaces, ranging from cell
offices (one person), sharing offices (two or three persons), to open-plan offices which
differentiate in size from four to infinite number of persons (Danielsson & Bodin, 2008), and
everything in between or transcending these. As we see an increasing popularity of office
redesign to more open-plan offices (Lancione & Clegg, 2013; Van Marrewijk & Van den
Ende, 2018; Wilhoit et al., 2016), research on these types of offices becomes more relevant.
Open-plan offices can be defined as rooms shared by four or more people, where workstations
are organized in groups with minimal physical barriers (Danielsson & Bodin, 2008), and
which can include flexible, innovative and alternative workplaces (McElroy & Morrow,
2010). A distinction can be made between small, medium-sized and large open-plan offices,
where small include four to nine persons, medium-sized hold 10 to 24 and large open-plan
offices are those with 24 or more persons (Danielsson & Bodin, 2008). Despite of the
evolvement of many variations of the original concept, the main feature of open-plan offices
is the absence of floor-to-ceiling walls. Instead, separate and functional work zones are
defined by the placement of screens, walls, office supplies, or plants (Zalesny & Farace,
1987).

|10

RNy
fCrTew

4

5
OniNe



In early research, several benefits and limitations of open-plan offices have been found.
Open-plan office advocates claim that these designs improve productivity and
communication, improve working conditions, and save operating expenses (Duffy, 1980).
However, these claims are not consistently supported. Research for example also shows a
decrease in work satisfaction (Danielsson & Bodin, 2008), involvement, work motivation
(Oldham & Brass, 1979) and perceived privacy (Becker, 1991; Maher & Von Hippel, 2005)
where open-plan offices are implemented. Organizations, including universities, design these
open-plan offices with the goal of cutting expenses while boosting output, effectiveness, and
teamwork (Wilhoit et al., 2016). Nevertheless, earlier studies have demonstrated that the
results of these kinds of spatial interventions are complex, unpredictable and unintended, and
even adverse (Wilhoit et al., 2016). Wilhoit et al. (2016) also highlights the unintended effects
of spatial interventions within universities, which leads to resistance, lack of ownership and

employees threatening to leave their employer.

The study by Danielsson & Bodin (2008) into open office environments reveals intriguing
findings regarding the difference between the different sizes of open-plan offices, related to
health status and job satisfaction of employees. Particularly, medium-sized open-plan offices
emerge as environments where employees are more prone to reporting lower health status and
decreased job satisfaction compared to other office layouts. This phenomenon is likely
attributed to the architectural layout and functional characteristics of such spaces, coupled
with the size of the group they accommodate (Danielsson & Bodin, 2008). The medium-sized
open-plan office appears to fall within a threshold where subgroups struggle to form, and
individuals may not have enough opportunities to get to know others well. Similarly, small
open-plan offices also have their challenges, notably a lack of privacy or “backup space” for
employees to retreat to when needed, both for work-related tasks and personal matters.
Despite this, employees in small open-plan offices tend to report higher job satisfaction,
potentially attributed to the smaller group size fostering a sense of cohesion. However, this
setting carries its own risks, as employees may perceive less effective leadership due to
supervisors being seated among them, potentially blurring hierarchical boundaries

(Danielsson & Bodin, 2008).

2.2. Neurodiversity
As introduced before, "neurodiversity" is a umbrella term which holds the social
understanding of neurocognitive conditions as individual differences rather than medical

deficiencies (Dobusch, 2021). According to Armstrong (2015) it refers to the infinite range of
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differences in individual human brain function and behavioral traits. It encompasses a wide
range of conditions, including autism spectrum disorder (ASD), dyslexia, and attention deficit
hyperactivity disorder (ADHD) (Armstrong, 2010). The diverse range of neurodiverse
conditions encompasses a spectrum of cognitive and behavioral differences, each with unique
characteristics. These differences manifest uniquely in each individual, with the expression of
symptoms influenced by a variety of factors, including genetic predisposition, external

environmental influences, and developmental pathways (Nash, 2024).

According to Morris et al. (2015), persons with neurodiverse traits may encounter
challenges when it comes to establishing social bonds, interpreting, or expressing emotions,
and maintaining eye contact, which can affect their experience in the workplace. The types of
challenges that neurodiverse people face will differ per individual, depending on individual
and situational factors. However, while this differs per individual, neurodiversity also often
seems related to other symptoms. For example, according to Kirby and Gibbon (2018), 65%
of those with a dyslexia diagnosis also experience anxiety, sadness, or panic attacks. Despite
the challenges of having a neurodiverse brain, recent studies have highlighted the unique
strengths associated with neurodiversity (Armstrong, 2015). For example, individuals with
ASD often excel in systems-related tasks and detailed pattern recognition (Baron-Cohen et al.,
2009), people with dyslexia frequently possess strong visual-spatial abilities (Von Karolyi et
al., 2003), and those with ADHD and bipolar disorder tend to demonstrate higher creativity
and novelty-seeking behaviors (Simeonova et al., 2005; White & Shah, 2011).

Given that their wiring is different from that of neurotypical people, organizations can
benefit from having a neurodiverse workforce. People who are neurodiverse may provide new
perspectives to an organization's attempts to create or recognize value. Multiple positive
outcomes have been found of neurodiversity in the workplace. It brings unique viewpoints
that contribute to a more empathetic work culture, fostering better mental health and well-
being among all employees (Kamalakannan, 2024). Moreover, embracing neurodiversity
aligns with ethical and social responsibilities, promoting fairness and equity in the workplace
(Ali et al., 2024; Doyle, 2020). Successful inclusion of these individuals leads to higher
retention rates, increased job satisfaction, fosters creativity, enhances team problem-solving
abilities and boosts organizational performance (Meacham et al., 2017; Remington &

Pellicano, 2018).

Neurodiversity in the workplace also presents several challenges. Neurodivergent
individuals face obstacles associated with disclosing their neurodiversity during the
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application process, often resulting in stigmatization and discrimination (Feerasta, 2017;
Macdonald & Cosgrove, 2019). The lack of disclosure further limits their access to necessary
support, impacting performance (Carrero et al., 2019; Macdonald & Cosgrove, 2019;
Remington & Pellicano, 2018). Organizations also face challenges, including lack of
information, stereotyping, and negative attitudes from hiring managers and HR practitioners
(Carrero et al., 2019), who often lack understanding of neurodiversity. Addressing these
obstacles requires fostering a culture of empathy, education, and proactive support to create an
inclusive environment where neurodiverse individuals can thrive and contribute meaningfully

(Volpone et al., 2022).

2.3. Inclusive Work Environments

Adjo et al. (2021), define a truly inclusive organization as one that “cultivates a sense of
belonging and value in its members, realizing their contributions are vital to its success” (p.
1). Within the context of organizational space and neurodiversity, inclusive work
environments encapsulate environments that embrace and accommodate the diverse range of
individuals, including those with neurodiverse traits, differing abilities, and unique
perspectives. The realization of inclusive work environments extends beyond mere
acknowledgment of neurodiversity to actively harnessing its strengths and providing support
where needed. These environments foster a culture of empathy, understanding, and proactive
support to ensure that all individuals, regardless of their cognitive profile, feel valued and
empowered to contribute meaningfully to organizational goals (Volpone et al., 2022). They
strive to break down barriers to employment faced by neurodiverse individuals, such as
stigma, discrimination, and lack of understanding (Feerasta, 2017; Macdonald & Cosgrove,
2019). Inclusive work environments recognize the inherent value of diverse perspectives and
talents, aiming to create spaces where every individual feels a sense of belonging and can
thrive professionally. Narenthiran et al. (2022) found even more inclusion considerations for
an inclusive workplace, more focused on the creation of the work circumstances and
workspace. The main themes and components of their study showed that an inclusive
workspace entails control, flexibility, education, independence, and personalization. Finally,
Adjo et al. (2021) conclude that building and sustaining an inclusive environment needs a
focus on leadership, policy, and accountability. A dedicated effort to dismantling
discriminatory policies and procedures, led by organizational leaders and embraced by all
members, alongside consistent accountability measures through regular assessments and

metric tracking, serves as the foundation of inclusive environments. These approaches will
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align with broader organizational goals of diversity, equity, and inclusion, recognizing that
fostering an inclusive work environment not only benefits individual employees but also

contributes to organizational success and innovation.

An inclusive work environment also calls for the right spatial environment, or inclusive
design. By making sure that spaces are being designed accessible and inclusive, we can
ensure the environment to be contributing to an equal and inclusive workplace (Narenthiran et
al., 2022). However, adaptations for people with disabilities have so far often consisted of
physical adjustments for people with mobility-related conditions, by for example
implementing ramps and lifts. Adaptations for people with neurodiverse brains have not been
explored a lot. However, more recently, Narenthiran et al. (2022) have been exploring an
approach to a more inclusive workplace design, identifying general user needs. While their
study also encompassed individuals with mobility conditions, sensory sensitivities, or
impairments in addition to neurodivergence, it nevertheless provides some valuable insights
into the experiences of neurodivergent individuals within office environments. In the area of
spatial design, their research showed several prescriptive factors to be implemented for an
inclusive environment. These included furniture considerations, such as adaptability (desk and
chair height), layout considerations, specific room decoration, lighting, thermal comfort, and
acoustics. For example, they found that natural lighting, reduced glare (considering darker
surrounding walls) and the use of lamps with warmer light were preferred by their
respondents. In addition, they concluded that users prefer solitude and silence when talking
about acoustics, implementing quiet spaces for concentration and for rest and sound zoning
(places for collective learning and working) (Narenthiran et al., 2022). Additionally, the study
by Morris et al. (2015), which looked for general challenges faced by neurodivergent
engineers, concludes neurodivergent employees commonly suggest changing workplace
arrangements. Suggestions included transitioning to quieter, more private office spaces where
they could focus, rather than a shared open-floor plan. These studies show us a selection of
experiences of neurodiversity in the workplace, but still lack to create an overarching picture

of the accommodation of neurodiversity into a more inclusive work environment.
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3.1. Research design

For this study, a qualitative, inductive research approach is adopted to explore the
experiences of neurodivergent employees in a university regarding working in open-plan
offices. Qualitative research is chosen as it allows for an in-depth understanding of
individuals’ perceptions, experiences, and behaviors within their natural context (Bleijenbergh
et al., 2022). Quantitative methods are not chosen because they often fail to capture the
complexity and richness of these personal and contextual factors (Vennix, 2019). By delving
into the lived experiences of neurodivergent employees, qualitative research offers valuable
insights into the nuanced ways in which they navigate and interpret their work environment.
Also, as space is researched, there is a need for personal experiences through sensuous
perceptions, for the spaces to become active narrators (De Vaujany & Vaast, 2014; Valand,

2010; Van Marrewijk & Yanow, 2010).

Inductive research is selected over deductive research due to the exploratory nature of the
study (Bleijenbergh et al., 2022). In this study, there is limited existing theoretical framework
or empirical evidence specifically addressing the experiences of neurodivergent employees in
open-plan offices. Therefore, an inductive approach is deemed more appropriate as it allows
for the generation of new insights and theories grounded in the data collected from
participants. Inductive research involves collecting and analyzing data to identify patterns,
themes, and relationships, which are then used to generate hypotheses or theories (Vennix,
2019). The aim is to capture the richness and complexity of the participants’ experiences in
their own words and perspectives, thereby allowing emergent themes and patterns to guide the
development of understanding. This approach aligns with the qualitative nature of the
research, as it prioritizes depth of understanding and contextual richness over generalizability

and hypothesis testing.

The underlying philosophical stance guiding this research is constructivism.
Constructivism posits that individuals construct their own understanding of the world based
on their experiences and interactions (Guba & Lincoln, 1994). In this study, the focus is on
acknowledging how neurodiverse individuals perceive and interpret their experiences within
open-plan offices, recognizing that their unique cognitive styles and sensory sensitivities

influence these perceptions.

115

AN,

4,
OMiNe

&
< CrTew



Ontologically, this research acknowledges the subjective nature of reality and the
multiplicity of truths, as ontology refers to the study of what exists and the nature of being
(Guba & Lincoln, 1994). This research recognizes that there are diverse perspectives and
experiences among neurodiverse individuals, and that these subjective realities shape their
interactions with their work environment. Thus, the study does not aim to uncover an
objective truth about open-plan offices but rather seeks to understand the varied subjective

experiences of neurodivergent employees within these spaces.

Epistemologically, which is about the nature and scope of knowledge and how it is
acquired (Guba & Lincoln, 1994), this research aligns with interpretivism. Interpretivism
holds that knowledge is constructed through interpretation and understanding of social
phenomena (Goldkuhl, 2012). In the context of this study, it acknowledges that the
experiences of neurodiverse individuals in open-plan offices are socially constructed and
shaped by cultural, organizational, and individual factors. By engaging with participants’
narratives and interpretations, the research aims to uncover the meaning and significance they

attribute to their experiences in open-plan offices.

Overall, this research design was crafted to capture the complexity and diversity of
experiences among neurodivergent employees in open-plan offices, providing valuable insight
in answering the research question and for organizations and policymakers striving to create

more inclusive work environments.

3.2. Empirical setting

The empirical setting for this study is a university in the Netherlands. The university
includes students, researchers, and staff members, employing approximately 6,147 Full-Time
Equivalents (FTE). A request from within the university has prompted further research into
the needs of individuals working or studying there. The university extensively uses open-plan

offices and is increasingly implementing them, making it an ideal environment for this study.

This study can be characterized as a single case study as this research is done in one
university and focusing on neurodivergent individuals. A single case study holds an in-depth
examination of a specific instance within its real-life context, focusing on a unique entity

(Bletjenbergh et al., 2022; Myers, 2020).

The respondents for this study were seven neurodivergent employees of a university who
work, or have worked in open-plan offices, which are offices with accommodation for four or

more people (Danielsson & Bodin, 2008). Another criterion of the study was that the
|16
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participants have a diagnosed neurodiverse condition, rather than a self-diagnosed one, to
keep it focused. However, during the interviews it emerged that there are many people who do
not have an official diagnosis, but who have a strong suspicion of having a neurodivergent
condition. This was later adjusted in the participant recruitment. Yet in the end, the

interviewed respondents all had an official diagnosis.

Table 1
Respondents and their neurodiverse diagnosis
Respondent Diagnosis
1 Dyslexia & overstimulation due to medication
2 ASS & Giftedness
3 ADHD & Dyslectic Dysgraphia
4 ADHD
5 ADHD
6 ADD
7 ADD

Seven respondents were interviewed, with different conditions (Table 1). The initial plan
was to interview more respondents to gain a comprehensive understanding of the unit of
analysis. However, saturation occurred faster than anticipated as overlapping themes emerged
early in the interviews. Additionally, it was challenging to recruit more participants despite
efforts to broaden the pool by asking all respondents if they knew individuals suitable for the
research. Moreover, one respondent was discovered to be a master student rather than an
employee during the interview. Despite not being the exact unit of analysis, this respondent's
office space situation closely matched that of other respondents, and all other criteria were

met. Therefore, it was decided to include this respondent in the study.

The participants could differ in neurodiverse condition, as this study looks at
neurodiversity in general and does not focus on one neurodiverse condition specifically. These
individuals have firsthand experience of navigating their work environment with neurodiverse
traits such as ASD, ADHD, dyslexia, or other cognitive differences. Their insights and
perspectives are central to understanding the challenges and opportunities associated with

open-plan office layouts for neurodiverse individuals.
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3.3. Data collection

This study blends semi-structured interviews with visual methods to investigate the
experience of neurodivergent employees with working in open-plan offices. By blending
multiple data sources, data-triangulation is employed. Triangulation involves combining
various data collection techniques (Bleijenbergh et al., 2022). This allows for in-depth
exploration of phenomena and facilitates comparison of data obtained through different
methods. By employing triangulation in this research, including verbal and visual
representations, the study enhances the comprehensiveness and validity of findings, capturing

diverse perspectives.

Semi-structured interviews are chosen because of its emerging character (Myers, 2020).
They involve the use of some pre-formulated questions for consistency, but it gives the
interviewee the opportunity to add important insights as they arise during the course of the
interview (Myers, 2020). These interviews will provide a rich source of qualitative data,
allowing participants to share their experiences and perceptions in their own words
(Bleijenbergh et al., 2022). Transparency is maintained through the provision of an interview
guide (Appendix 1 — Interview guide), ensuring consistency and clarity in data collection. It
was decided to ask about the drawing at the end of each interview. This decision was made to
prevent the immediate focus on the physical space, which could overshadow other

experiences with open-plan offices and jeopardize the openness of the interview.

Acknowledging the limitations of verbal expression, participants were encouraged to
express their visions through drawing. Visual methods encompasses the utilization of all types
of visual data by researchers (Banks, 2001) and includes “respondent created data” (Prosser &
Loxley, 2008). Drawing aids in accessing aspects that might remain unspoken as visual
expression can unveil subconscious elements typically repressed verbally (Jones, 2004).
Moreover, neurodiverse people, for example people with dyslexia, often have a heightened
visual-spatial orientation (Von Karolyi et al., 2003), which also makes this visual method
suited for this study. The participants were asked in advance of the interview to make a

drawing of their experience of the open-plan office they worked in.

Spanning approximately one month, the data collection process unfolded in distinct
phases. Finding participants started by making a short survey (Appendix 2 — Survey for
recruiting participants), which’ link was put into a poster (Appendix 3 — Poster for recruiting

participants). The post was then passed through via a contact within the university. The
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contact person helped approach possible participants and mailed the poster to multiple teams.
When a participant filled in the form, they were contacted through an e-mail, giving more
information and to set a date for the interview. They were asked to make a drawing of their
experience of the open-plan office they work, or have worked in, and take it with them to the
interview. This way the researcher could ask questions about it during the interview. The
interviews were of the length of an hour maximum. This careful planning and execution of the

research process, ensured for rigor and for focused and efficient data gathering.

3.4. Data analysis

The data analysis involved several key steps. Firstly, interviews were recorded using a
smartphone and a laptop, making sure the data will not get lost. These interviews were then
transcribed using the transcribing function of Word. Once transcribed, the data was coded
following the Gioia method, which involves systematically identifying and categorizing
themes and patterns within the data (Magnani & Gioia, 2023). This method fits with the
inductive approach of this study, as it has an open stance with analyzing data and it allows for

in-depth understanding of the data.

The Gioia Method, as outlined by Magnani and Gioia (2023), offers a comprehensive
approach to concept development that carefully balances the imperative to derive new
concepts inductively. Opting for the Gioia method over traditional approaches is primarily
driven by its potential to generate novel concepts, rather than merely elaborating on existing
constructs, thus avoiding potential blindness to the significance of innovative concept
development. The application of the Gioia method in this study involved three distinct coding
rounds in the data analysis process. In the first round of coding, transcripts of the interviews
were carefully read, and the researcher highlighted potentially interesting data points for
further exploration. To these highlighted sections, codes were assigned to capture key
concepts and themes. Subsequently, these codes are organized into broader categories to
facilitate the identification of overarching themes. Through iterative rounds of comparison
and refinement, themes were further developed and clarified, allowing for a comprehensive
understanding of participants’ experiences and perspectives. These codes and themes, with its
exemplary quotes are documented in a code book (Appendix 4). Finally, the most explanatory
themes for answering the research question are put in a code tree (Appendix 5), which will
provide a clear, summarizing overview of the data found. This structured approach ensures
rigor and consistency in data analysis while also accommodating flexibility and

responsiveness to emerging insights.
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Furthermore, the drawings of the participants were analyzed. Participants’ drawings and
their verbal elaborations during the interviews are subjected to a Systematic Visuo-Textual
Analysis (Brown & Collins, 2021). This analytical framework aims to systematically integrate
visual and textual information, recognizing the equal importance of both modes of
communication. The analysis began with a meticulous examination of participants’ drawings,
focusing on visual elements. Subsequently, interview transcripts were analyzed to extract
verbal insights. Integration of visual and textual data followed, highlighting connections. The
insights across the different elements were put together in a table according to the method of
analysis (Appendix 6). This integration led to emerging themes, capturing the essence of
participants’ experiences. This methodological approach ensures a holistic understanding of
the research topic, bridging visual and verbal domains within a concise analytical framework

(Brown & Collins, 2021). The relevant findings are mentioned in the results chapter.

3.5. Personal positioning

As the researcher in this study, [ approached my role with attentiveness, empathy, and
carefulness. I strived to cultivate a sensitive and respectful environment where participants
felt valued and heard. During interviews, I adopted an open and non-judgmental stance,

fostering a safe space for participants to share their experiences openly.

Awareness of biases is integral to my research practice. I acknowledge the potential for
biases to influence interactions and interpretations, particularly considering the diverse
perspectives of neurodiverse individuals. I was mindful of how participants may perceive me
as a researcher and recognized the possibility of them feeling like they belong to an “out-
group” in this context. To address potential biases, I took proactive steps to mitigate these.
During the interviews, I explicitly acknowledged the potential for biases and reassured
participants that I was committed to understanding and respecting their perspectives. In
addition, I kept a reflective journal to document and challenge my assumptions during the
interviews, which also supports a continuous reflective process. For example, after the second
interview, [ made a note that I tended to swiftly address a topic brought up by the first
respondent as well. However, to ensure an open interview, I consciously reminded myself to
avoid doing so in the following interviews. After each interview, I took time to reflect on my
approach, questioning assumptions, and examining any biases that may have influenced the
interactions with the participants. With this input I sought feedback from two other students to
gain different perspectives on my research practice and possible biases I oversee. Based on

this reflection I tried adjusting my approach where needed to ensure an ethical and respectful
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research process and interaction with participants. There was one instance during an interview
where I felt it necessary to emphasize to a respondent that I would not disclose any
information shared, as they had not disclosed their condition to their employer. Remaining,
adjusting my approach was not necessary as the respondents seemed relaxed and open to

share their experiences with me.

3.6. Research ethics

Ethical considerations play a paramount role in this study. Prioritizing participant well-
being and confidentiality, this study adheres to ethical guidelines (Myers, 2020). Informed
consent is obtained from all participants, ensuring their voluntary participation, and
understanding of the study’s purpose and procedures. Prior to starting the recording of the
interview, participants were asked to consent with the recording, which was then asked again
when the recording starts, to ensure their agreement with the recording of the interview. This
step was taken to uphold ethical standards and respect participants’ autonomy in the research
process. Participants are assured of confidentiality, with measures in place to safeguard their
anonymity throughout the research process. This was done by not including their names in
transcribing the interviews which was also mentioned during the e-mail correspondence
between the researcher and the participant and during the introduction of the interview.
Furthermore, to ensure ethical data processing, all research data, including interview
recordings, transcripts and other documentation, was stored on the secured and password-
protected platform of the private online university environment of the researcher, where

others do not have access.
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In this chapter the observed results of the interviews and the drawings are presented and
discussed. The chapter is divided into four key dimensions that emerged from the analysis,
each represented in its own paragraph. The paragraph 4.1 is dedicated to workspace design
and layout, highlighting how various aspects of the physical workspace impact the daily
experiences of neurodivergent employees in open-plan offices. Subsequently, paragraph 4.2
addresses environmental and sensory factors, focusing on the influence of sensory inputs and
environmental conditions of these employees in the workplace. Workplace social dynamics
are covered in section 4.3, exploring the social interactions and relationships within the office.
Finally, section 4.4 delves into experiences of employees regarding operational policies and
agreements within these types of offices and what may or may not be present. These
dimensions collectively provide a comprehensive view of the various factors influencing the
work experiences of neurodivergent individuals in open-plan offices. Observed results will be
illustrated through quotes from the interviews, and occasionally by explaining about the

drawings of the respondents.

The seven respondents described various open-plan offices: one sharing an office with
four others, another with six, and the rest with at least eight. One worked in a room with about
twenty people. Most mentioned flex rooms, though some had their own desk despite the flex
setup. A few had the same office and same desk every day. The respondents also varied in

their neurodiverse conditions, as detailed in the methodology chapter.

4.1. Workspace design and layout

One of the themes emerging from the data was the respondents’ experiences with
workspace design and layout. Respondents articulated their preferences regarding desk
placement in relation to others, highlighting several key factors affecting their productivity.
Some individuals find it distracting when colleagues sit directly across from them. Instead
they preferred sitting next to someone, as it can be motivating if others can view their screen,
fostering a sense of accountability. Facing a hallway is seen as beneficial since the possibility
of a supervisor passing by can enhance motivation to work. Minimizing potential distractions
is crucial; for instance, desks located near the coffee machine are generally undesirable due to
the frequent conversations and noise. Consequently, many respondents prefer desks situated in
the corner of the office, as corners are perceived to provide fewer visual distractions and

create a sense of personal, enclosed space, enhancing concentration:
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Respondent 5 (ADHD):

“The fact that it is somewhat different within the space, somewhat different spaces.
That it is not a massive area, so that you do have your own corner. This makes it a bit
clearer and if there is noise around the corner, it will be muffled somewhat.”

The sentiment is that a corner desk, while still part of a larger space, offers a degree of
isolation helpful for focused work. Additionally, the majority of respondents emphasized the
importance of some form of physical divider between their desks and those of others. Partial
separation, such as a partition between themselves and the person seated opposite, was found
beneficial, with some respondents positioning their monitors to obstruct the view of the door
or the colleague in front of them. Frequent distractions and a lack of concentration were
reported, indicating that dividers can mitigate these issues by blocking out potential
distractions:

Respondent 4 (ADHD):
“So I was thinking that perhaps a good thing, a good environment for me to work or

for people that need to focus that find it hard to focus, is like a very big cubicle. So our
eyes are just fixed on the laptops with the work, not with someone else coming up.”
Respondent 6 (ADD):

Yes, that diagnosis also affects my work because I know that I need quiet places, so to
speak. So I also have a nicer place in the lab than in the very large office where [
work. I'm in a more secluded place to do my work. And that helps a lot with my
concentration.

These quotes tell us increased concentration was noted when individuals were somewhat
isolated from their surroundings. A preference for cubicle desks, which provide enclosure on
all sides and greater privacy, was expressed. Conversations among colleagues within the
office significantly distracted respondents, disrupting their focus and concentration. To
mitigate this issue, several respondents proposed the establishment of separate meeting rooms

to prevent meetings from occurring within the main office space.

In sum, the first overarching theme that emerged from the data reveal that reducing
distractions and creating personal space are critical for productivity. Desk arrangements that
minimize visual and auditory interruptions, such as placing desks in corners and using
physical dividers, enhance focus and concentration. The need for accountability and
motivation is also addressed by positioning desks in view of supervisors and colleagues. The
respondents' emphasis on creating isolated workspaces, such as cubicles and separate meeting
rooms, highlights the importance of privacy and dedicated areas for focused work, ultimately

supporting a more productive work environment.
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4.2. Environmental and sensory factors

In expressing their experiences within their open-plan office, respondents mentioned
several environmental and sensory factors. Several respondents described their office
environment as chaotic and overcrowded, with frequent distractions like colleagues'
conversations, online meetings, phone calls, people walking in and out, and loud ventilators.
These interruptions make it difficult for neurodivergent individuals to regain focus, reducing
productivity. The drawing of respondent 6 really showed the distraction caused by peoples by
noting "blablabla" in between the desks, which was followed with the following explanation,
showing the chaotic experience:

Respondent 6 (ADD):

“I actually drew that it was very chaotic for me. Because people were constantly walking
through those sliding doors to the lab or coming into our office to ask questions.”

Although distraction is generally problematic for these individuals, the specific sources of

distraction vary:

Respondent 5 (ADHD):

“And you would all sit with your backs to each other. And that is very annoying for me, that
things are happening behind me. So with the new office I quickly thought, | want a place
where there is a wall behind me. So that if there is a sound, it happens in front of me or next to
me, because that is also what had always bothered me, for example when | went to work in the
university library, things happened on all sides, that if something fell behind it gets my full
attention.”

Respondent 6 (ADD):

“Passing in front of me would be more annoying, I think. (...) Because then yes, because I

can 't really see them with my eyes behind me, I notice that less. I do notice it, but I can close it
more easily than when people actually walk past me.”

As illustrated by these quotes, some respondents are more affected by activities in front of
them, while others are distracted by behind activities, causing them to frequently look over
their shoulders. Moreover, busy hallways are more distracting than those used only by

specific individuals.

All respondents reported using noise-canceling tools, with the majority utilizing noise-
canceling headphones to block out distractions. One respondent with dyslexia uses
headphones for a text-to-speech tool, while others with ASD or ADHD use them for podcasts
or concentration music to manage their focus:

Respondent 2 (ASD & Giftedness):

“Often, the headphones are nice so you can, yeah | don’t know, like blast techno really loudly
when there is not a lot happening around you.”

Respondent 3 (Dyslectic Dysgraphia & ADHD):

“I need to listen to something while I'm working because I find, I think it's also an ADHD
thing where it's like, I find it easier to kind of focus on two things than to focus on one. So I'm
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always listening when I'm writing or coding or something, I'm always listening to a podcast or
an audio book or something like that.”

Given the dynamic nature of shared offices, noise-canceling tools are essential for
maintaining concentration. Respondents have expressed that they would greatly appreciate it
if their employers or supervisors provided such tools to help mitigate distractions and improve

their ability to focus.

Respondents also mentioned office decorations and windows. Minimal decoration can feel
boring, while colors from decorations or plants provide a pleasant visual break. Natural
daylight and fresh air are preferred, and the position of desks relative to windows varies in its
impact on distraction. While some found windows distracting, others enjoyed occasionally
looking outside. One respondent mentioned that having a window nearby, but behind or not
directly adjacent to them, was ideal. This arrangement allowed for daylight without causing
distraction. These varying perspectives highlight the differing preferences regarding window

presence and placement in the office environment.

Furthermore, the size of the office was discussed often during the interviews. Many
respondents found large offices with more than eight people overwhelming. They suggested
adding walls to reduce the number of people per room, which is shown in the drawing of
respondent 5, where a wall was drawn between desk zones when asked for the ideal office
situation. The following quotes show some of the preferences on the number of people within
an office:

Respondent 6 (ADD):
“The way I have drawn it now, I would just divide it into 3, so only a maximum of 4 people in

i3]

a room.

Respondent 7 (ADD):

“I like to share an office with a number of people, so not to have an office on my own. And
then I think two or three extra people. That works best for me.”

Smaller offices were preferred over larger spaces, with some respondents feeling anxious
about returning to bigger offices post-renovation. While one preferred a private office, most

favored sharing with a few colleagues, ideally limiting the number to four.

The interviews revealed that numerous respondents frequently experience feelings of
being overwhelmed. These feelings arise from a variety of factors, including external
distractions, internal thoughts, personal circumstances, and the effects of medication:

Respondent 1 (Dyslexia & overstimulation due to medication):

“... and then it is very nice to have a place where you can just cry in private.’
Respondent 3 (Dyslectic Dysgraphia & ADHD):

b
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“It's like when I get overwhelmed, it's probably the same for a lot of people with
neurodivergencies. You kind of like shut down and go like kind of nonverbal. Like you don't
want to talk to anybody. So like, if you wake up in a ****** mood or something bad happened
at home and you want to just not talk to anybody, it's difficult when you're in a shared office.”

These quotes show that many respondents need distance from the office when they feel
overwhelmed or need to take distance because of their medical situation. This necessitates
having a space where they can withdraw from the office environment. For one respondent,
this means having a room where they can sleep or cry privately. Others currently cope by
going home or walking around the building, as they feel it is their problem and do not wish to

inconvenience others:

Respondent 3 (Dyslectic Dysgraphia & ADHD):

“Well, it definitely helps to not be surrounded by my peers for a minute. And just to be alone
or something because. Yeah, I think, I mean obviously it's none of their faults that I get
overwhelmed, but being around them makes it worse because you see how everybody else is
still so calm. Yeah. So I guess like being away from the situation helps, but it can be difficult to
go kind of refocus yourself after something you know.”

Overall, these various environmental and sensory factors in open-plan offices show us that
distraction such as noise and interruptions from colleagues hinder focus, affecting
productivity, particularly for neurodivergent individuals. These distractions highlight the
respondents' need for a quiet workspace, which is further emphasized by the current use of
noise-cancelling tools by all the respondents. Additionally, smaller, partitioned offices are
favored over larger, more crowded spaces, which again highlights the need of a calm work

environment.

4.3. Workplace social dynamics

The interviews show that the dynamics of social interaction among colleagues vary
significantly. Larger offices often foster frequent social interactions, valued by many
respondents for quick assistance and community building. Conversely, some individuals find
the social pressures and distractions in shared offices overwhelming, hindering productivity.
Striking a balance between supportive colleague presence and minimizing distractions proves
challenging. Structured break times, like coffee breaks, are seen as beneficial for maintaining

routine amidst this tension.

Furthermore, the interviews highlighted diverse experiences with colleagues and
supervisors regarding neurodiversity support. While some supervisors show genuine
understanding and support, others lack comprehension of neurodiverse conditions and their

impact. Instances where requests for necessary accommodations are ignored and the fact that
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neurodiversity is not often talked about, contribute to feelings of insecurity and fear of people

doubting their job competence:

Respondent 2 (ASD & Giftedness):
“So I don't have any problems with it at work, mostly because people know that [ am
neurodivergent, so to speak. But I usually keep autism out of the conversations, because there

is more stigma and prejudice attached to it.”

Respondent 6 (ADD):

“Yes, I certainly have trouble with the image people have of me. I wouldn't like it if people got
a more negative image of me, so to speak. So that's why I don't quickly share that I suffer from
this.”

These quotes show us that neurodivergent employees experience stigma surrounding
neurodiversity, which adds complexity, with individuals sometimes concealing their diagnoses

to avoid prejudice, as respondent 2 also not disclosed the ASD diagnosis with superiors.

Most respondents indicated a need for consistency within their working environment,
which can manifest in various ways, such as having an assigned desk, ensuring the same
monitors and keyboards are available in a flexible workspace, or consistently having the same
people around. In flex offices, daily changes in surroundings hinder trust-building and

discussions about neurodiverse needs:

Respondent 1 (Dyslexia and overstimulation due to medication):

“...because you are of course in a room where everyone sees everything, so you can no longer
simply share your concerns. While before we at least had a room with basically only PhDs.
(...) So if you were frustrated about something you could still vent about it to each other.
Respondent 6 (ADD):

“...because these are flex spaces and because there are people you don't know, (...). I find it
too personal thing to say to them, hey, this is bothering me, can you take that into account? So
1 really think that is a disadvantage of flexible offices. Because yes, people have probably
started working with whom you don't work much and that's why I think it's a big thing to talk
to them about it.”

Knowing in advance who will be present could alleviate anxiety and foster a sense of control.
Routine and predictability are crucial for managing hyperfocus episodes, with respondents
relying on schedules and reminders to maintain balance and productivity, which is illustrated

by the following quotes:

Respondent 2 (ASD & Giftedness):

“What is very nice about being in the office is that there are lunches, for example, always at
half past one. When I'm at home, | sometimes forget to eat or I'm eating a sandwich every two
hours and then at the end of the day you think what the fuck happened here, so that brings
quite a bit of external structure and that is sometimes quite pleasant. Not always, usually.”
Respondent 3 (Dyslectic Dysgraphia & ADHD):

“I think in general like trying to stick to a set schedule like I'll come in, get my coffee, I like to
do my New York Times games like the wordle and stuff like that in the morning to kind of warm
up my brain, and then I'll take my medication and work pretty much as long as I can try not to
get distracted.”
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Some respondents expressed a preference for working in the surroundings of a few

individuals:

Respondent 3 (Dyslectic Dysgraphia & ADHD):

“...so I think it's very nice to see that other people are also working. That also helps me to
concentrate. That's called body doubling. So that does help me.”

Respondent 7 (ADD):

“So for me it often helps if I kind of, yes. What do you call that, having a fellow student, so if
there is someone sitting next to me who is busy, that is often a kind of reminder to me that you
are here to work and if I sit alone, it is much easier to get lost. in either my phone or in my
own mind and then I don't quite realize, oh yeah, I should be doing something else now.”

These quotes show that being surrounded by others can be beneficial for maintaining social
control. It serves as a reminder to stay focused and productive, as the social pressure
motivates them to concentrate better and avoid non-work-related activities, like checking their
phone. Additionally, the presence of others working alongside them creates a conducive

environment for concentration, reducing distractions and enhancing productivity.

In sum, the findings on workplace social dynamics highlight that social interactions in
larger offices can be both beneficial and overwhelming for neurodivergent employees.
Balancing supportive colleague presence with minimizing distractions is essential, which
consequently underscore the complexity of achieving an optimal balance in open-plan offices.
Routine and consistency in the work environment is crucial for neurodivergent individuals. In

addition, support and awareness is important to create a safe and nice place to work.

4.4. Organizational policies and agreements
The interviews highlighted the significance of stability in the work environment,
contrasting with the instability experienced in flexible workspaces. Respondents, particularly
those familiar with flex spaces, expressed concerns about the uncertainty of having a desk
each morning, let alone having the same workspace daily:
Respondent 1 (Dyslexia & overstimulation due to medication):
“We are absolutely not allowed to leave things so that routine is no longer there, and I'm just

scared because I don't. I just can't get to work earlier than 9 — 10 am. Do I have to fight to
maybe have a spot for once? Let alone be lucky that I have the same spot every time.”

This lack of assurance leads to insecurity and disrupts routines and stability, which is

established as crucial for productivity and well-being.

Most respondents expressed a desire for their own desk, emphasizing the importance of
having an assigned workspace. They value the ability to personalize their environment, keep

personal belongings, and maintain ergonomic furniture arrangements:
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Respondent 1 (Dyslexia & overstimulation due to medication):

“And, what | also liked is that we actually secretly had fixed places, because that gives a bit of
a routine. You can really say that | am at my desk. And then I can immediately get into work
mode. And when | step away, I'm immediately out of work mode and for me it's a bit of a
routine, which is also very nice to keep that well separated.”

Respondent 7 (ADD):

“You have 1 large office space where you all sit together and these are flexible workplaces, so
you also sit in a different location every day. And I think I will miss some structure. I often
have quite a lot of papers around me and if I have to move them all the time from one side to
the other, I think I would really miss the overview”

Furthermore, as previously discussed, numerous respondents find the office environment
overly distracting due to the high volume of conversations and meetings taking place within
the shared space. The following quotes illustrate some experiences regarding the use of their
shared offices:

Respondent 6 (ADD):

“No agreements had really been made. Whether you had to be quiet in the workplace or
whether or not you were allowed to discuss matters. In other words, there were no clear
agreements. Yes, so there were often discussion about that. People used to say, hey, you can
go and discuss somewhere else. | liked that then. That wasn't a rule, so those people were
angry again. Yes, why is that necessary? Because you talk too.”

Respondent 7 (ADD):

- “But it should be set up in such a way that work is actually being done in that office
and that if there is any kind of consultation happening, that is fine for 5 minutes or so,
but if it is really a longer consultation, then you have consultation rooms where you
can do that.”

- “And if you want to have a coffee break or have lunch with someone, you just have a
separate room to do that there, so that it doesn't happen in the same office.”

The common theme among these responses is the lack of established office conduct rules,
especially for conversations and meetings, which many believe would be beneficial. Sharing
concentration struggles is particularly challenging when one is unfamiliar with their
colleagues, as previously mentioned. Respondents working in smaller offices often experience
implicit norms, such as leaving the office for coffee or lunch breaks to allow others to
continue working without interruptions. Taking breaks outside the office helps in consciously
transitioning in and out of work mode. One respondent noted that informing colleagues
through a communication channel when uninterrupted focus was needed effectively reduced

interruptions.

In conclusion, the experiences on organizational policies and agreements show us the
clear preference for stability and familiarity. Neurodivergent employees benefit significantly
from having an assigned desk and clear office conduct and norms, maintaining routines and

security, to foster productivity and well-being in the workplace.

129

AN,

4,
OMiNe

&
< CrTew



This study aimed to contribute to literature on inclusive work environments by enhancing
our understanding of how neurodivergent employees of a university experience working in
open-plan offices. Through interviews and drawings, four key dimensions emerged: 1)
workspace design and layout, 2) environmental and sensory factors, 3) workplace social
dynamics and 4) organizational policies and agreements. These dimensions shed light on

various aspects of the work experiences of neurodivergent individuals in such environments.

5.1. Theoretical contributions

The findings indicate that neurodivergent individuals experience significant distractions in
open-plan offices, which disrupt their focus and productivity. A calm work environment and
consistent workplace are essential, with desks that are somewhat zoned from others to
minimize sensory overload and assigned desks to maintain routine. However, the preference
for precise desk placement varies among individuals, highlighting the need for personalized

approaches to office design to accommodate diverse needs effectively.

As this study considers the different neurodiverse conditions as one broader spectrum,
shared experiences emerged, showing that there are notable commonalities among
neurodivergent individuals. The literature so far mostly emphasized shared challenges such as
maintaining concentration and attention (Nash, 2024). This study confirms these challenges,
noting that neurodivergent individuals are easily distracted making it difficult to concentrate,

but also reveals additional common experiences among these individuals.

Within open-plan offices, neurodivergent individuals experience a significant number of
distractions. Previous studies have already suggested that open-plan offices might
compromise perceived privacy (Becker, 1991; Maher & Von Hippel, 2005). This study
somewhat aligns with these findings by indicating a preference for partitioning, but it also
shows that for neurodivergent individuals, the preference is primarily about minimizing
distractions. Partitioning and zoning are crucial aspects of the workplace for neurodivergent
individuals, as open-plan offices often present excessive distractions due to their large, open
spaces where much activity occurs. Although open-plan offices can differ in size, ranging
from four to infinite number of occupants (Danielsson & Bodin, 2008), most individuals

experience the number of about four to be optimal and the maximum.

This finding underscores the need for a calm work environment, aligning with the study of

Narenthiran et al. (2022) and Morris et al. (2015) which showed the preference for silence,
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implementing quiet spaces for concentration and for rest, and sound zoning. Also, the
implementing of quiet spaces for concentration and rest seems to be supported by this study,
as many need to withdraw themselves from their office when they feel overwhelmed. This is
often not possible within organizations, as there is often a lack of “back up spaces”
(Danielsson & Bodin, 2008). The study by Narenthiran (2022) also highlighted a preference
for solitude in workplaces. However, the results of this study actually suggest the opposite.
Most neurodivergent individual actually prefer to be surrounded by some colleagues as it

provides social control that encourages working.

A key communality found in this study is the importance of routine and consistency for
neurodivergent individuals, which extends to their work environment. This includes having
the same people around to build trust, which also comes back to routine and consistency. Trust
is necessary for sharing neurodiverse needs and struggles, which can help navigate the
complexities of a work environment. In many open-plan offices, especially in medium- and
large-sized ones, it is often challenging to get to know others well (Danielsson & Bodin,
2008), hindering the creation of trust. A smaller group size within an office would attribute to
fostering a sense of cohesion (Danielsson & Bodin, 2008), with earlier established, most

preferring an office environment with a maximum of four individuals.

In addition to shared experiences among neurodivergent individuals, this study highlights
the varied experiences and needs within work environments, which aligns with literature
suggesting that neurodiverse conditions manifest uniquely in each person (Nash, 2024). There
are considerable differences between individuals, such as in preferences of how the desks are
placed relative to windows, doors and others in the office. This shows the need for
personalization within workspaces, which also aligns with the study of Narenthiran et al.
(2022) in creating an inclusive work environment. This suggests that successful inclusive
work environments tailor to individual requirements, actively harnessing strengths and
providing support where needed (Volpone et al., 2022). However, literature indicates that not
all neurodivergent individuals disclose their condition during the application process, due to
fear of stigmatization and discrimination (Feerasta, 2017; Macdonald & Cosgrove, 2019),
making it difficult to understand individual needs, which further limits their access to
necessary support (Carrero et al., 2019; Macdonald & Cosgrove, 2019; Remington &
Pellicano, 2018). Consequently, this complicates efforts to create an inclusive work

environment for both organizations and employees.
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5.2. Practical implications

In order to create inclusive work environments, organizations should consider several
aspects. This study highlights some shared preferences among neurodivergent individuals,
such as the need for a calm office environment, with minimized distractions in the office
space. Offering noise-canceling tools for employees to help mitigate auditory distractions and
use partitioning to minimize visual distractions can be useful. Separate meeting rooms and
agreements on office conduct are crucial to reduce the disruption caused by in-office
conversations, ensuring that the main workspace remains quiet and conducive to focused
work. Furthermore, the need for consistency is highlighted, which can be provided by
assigning desks. This also creates trust among colleagues, because of the familiarity and
stronger personal connections that develop when sitting with the same people regularly. In
addition, possibilities to withdraw from the office for rest when needed would be beneficial

for the well-being of neurodivergent employees.

Although there are overarching themes that can be implemented within offices, it is
important for organizations to listen and accommodate to individual needs, as they differ per
person. Although sometimes corresponding, preferences for desk placement, partitioning and
the number of persons of whom may share an office with, can differ. However, this individual
approach can oppose difficulties, as not all neurodivergent feel confident in disclosing their
condition with their employer. To counteract this non-disclosure of neurodivergent employees,
organizations should create inclusive recruitment processes (Mellifont, 2021) and implement
neurodiversity practices (Brinzea, 2019). Organizations should be aware of possible negative
attitudes of their hiring managers and HR practitioners towards neurodiversity, and educate
them to create an inclusive environment where neurodivergent individuals can thrive and

contribute meaningfully (Volpone et al., 2022).

5.3. Limitations and future research

While this study offers several insights into inclusive work environments, it also features
some limitations. One limitation of the study is selection bias, where the participant pool
predominantly consists of individuals with ADHD and ADD. Although there were also
respondents with dyslexia and ASD, there was only one of each, which might not fully
capture their perspectives. This imbalance may skew the results, as the experiences and
perspectives of those with ADHD and ADD might not fully capture the diversity within the

neurodivergent employee population.
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Furthermore, the small sample size of seven respondents, though sufficient for qualitative
depth, restricts the diversity of perspectives. A larger sample could provide a broader

understanding and reveal more experiences.

The study uses a qualitative, inductive approach based on a single case study at a Dutch
university. This method offers deep insights into neurodivergent employees' experiences but
limits generalizability. The unique university setting, open-plan office design, and Dutch
cultural context may affect results, reducing applicability to other settings. Due to its specific
context, there is no one-size-fits all approach to the question on neurodiverse experiences in
open-plan offices. To better understand and support neurodivergent employees in open-plan
offices, a differentiated approach is needed. This involves using a variety of research methods
and conducting multiple case studies across different settings and cultural contexts to capture
diverse experiences and increase generalizability. Together with longitudinal research, which
can help observe changes over time and assess the long-term impact of different
accommodations of office designs (Vennix, 2019), broader patterns and needs can be

identified.

Future research could explore the experiences of neurotypical individuals alongside
neurodivergent ones in open-plan office environments to identify differences or similarities.
This approach can provide deeper insights into fostering inclusivity in the workplace.
Furthermore, future research can be broadened by including respondents having a strong
suspicion of them having a neurodiverse condition, as often people do not want to get
diagnosed for different reasons (Meltzer et al., 2003; Rotella, 2022). Further research could
also focus on evaluating the effectiveness of different interventions and accommodations in
the workplace, such as quiet zones and sensory-friendly areas to determine best practices for
supporting neurodivergent employees and creating a more inclusive work environment.
Related to that, the role of technology and assistive tools in supporting neurodivergent
employees could be investigated, including software solutions, noise-cancelling headphones,

and possible other assisting devices.
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This study aimed to enhance our understanding of neurodiverse experiences in open-plan
offices to contribute to the literature on inclusive work environments, while guiding
organizations in accommodating neurodivergent employees. Overall, the study reveals several
shared experiences and needs among individuals with different conditions, including the need
for a calm work environment, minimizing distractions. Additionally, the study highlights that
the experiences of neurodivergent individuals in open-plan offices are of a multifaceted nature
and underscores the importance of creating inclusive work environments that accommodate
diverse needs and preferences. This indicates that a certain number of basic practices can be
implemented to make the work environment more inclusive, but individual needs should be
considered. By incorporating dialogues with employees about individual needs and making
personalized accommodations accordingly, organizations can create a culture of empathy and
proactive support, ensuring that all individuals feel valued and empowered to contribute

meaningfully to organizational goals.
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Appendix 1 — Interview guide

Nederlandse interview guide — Master Thesis

Percepties van neurodiverse medewerkers op open-plankantoren in een universiteit
Welkomstpraatje

Bedanken voor de medewerking
Allereerst wil ik je bedanken voor je medewerking aan dit interview en dat je tijd vrij hebt gemaakt. Is

het goed als ik ‘je’ zeg?

Toelichting interview

Dit interview is onderdeel van mijn master scriptie van de master Strategic Human Resource
Leadership. Daarvoor ben ik benieuwd naar jouw ervaringen op jouw werkplek. Aan het einde van
het interview zal ik je nog kort iets meer vertellen over het precieze onderzoek.

Ik wil vooraf even benoemen dat er geen goed of fout is, ik ben hier niet om te veroordelen en wil
juist graag jouw perspectieven horen.

Toelichting toepassing resultaten

Ik zal uiteraard vertrouwelijk omgaan met de resultaten, die discreet verwerkt worden. Ik zou het
interview graag willen opnemen. Geef je hier toestemming voor? Zo ja, dan herhaal ik dit zo nog
even op de opname. Op deze manier kan ik de informatie terugluisteren en transcriberen. De
transcripten worden dan vervolgens geanalyseerd, wat ervoor zorgt dat de informatie niet verkeerd
wordt begrepen en zo bruikbaar mogelijk is. Alle namen van personen en bedrijven zullen
geanonimiseerd worden. Bovendien zal de data alleen voor deze scriptie worden gebruikt en zal de
opname na het interview direct op een beveiligde server worden opgeslagen en worden verwijderd
van de telefoon. Na het afronden van de scriptie zal de opname ook helemaal verwijderd worden.

Duur interview
Het interview zal maximaal een uur duren.

Opbouw interview
Ik heb 3 onderwerpen voorbereid waar we het over zullen hebben, maar ik zal dit ter plekke wat
specifieker benoemen.

Heb je op dit moment nog vragen?

Zo niet, dan beginnen we nu met het interview en zet ik nu de opname aan.
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Geef je toestemming voor opname van dit interview?

Interview vragen

Introductievragen

1

Ik ben heel erg benieuwd naar wie jij bent, zou je je kort willen voorstellen?
> Hoe heet je?
> Watis je rol aan de universiteit
> Hoelang werk je hier al?

Open-plan kantoor

2

Je hebt aangegeven dat je in een kantoor werkt met 4 of meer mensen.
Hoe zou je deze kantooromgeving omschrijven?

> Hoelang werk je al in dit kantoor? (of heb je gewerkt?)

> Met hoeveel mensen deel(de) je dit kantoor?

Hoe ervaar(de) je het werken in dit kantoor?
> Welke aspecten van je kantoor vind je fijn?
> Welke aspecten van je kantoor belemmeren je in je werk?

4

Welke rol speelt je kantoor in jouw dagelijkse werk?

Neurodiversiteit

5

Je hebt op het formulier aangegeven dat je een diagnose hebt van {......}.

Wat betekent dit voor jou in je werk?
> Hoe heeft deze conditie invloed op jouw behoeften of voorkeuren met betrekking tot je werkomgeving?
> Hoe hebben deze behoeften of voorkeuren invloed op je ervaring in je kantoor?

Tekeni

ng

6

Heb je een tekening gemaakt van je huidige kantooromgeving?
Zo ja, zou je kunnen beschrijven wat je hebt getekend?

Welke elementen heb je benadrukt of getekend die je als relevant beschouwd voor je ervaring als neurodiverse
medewerker?

> Welke ervaar je als positief?

>  Welke ervaar je als belemmerend?

> Wat maakt dat je deze elementen hebt benadrukt?

> Wat maakt deze elementen belangrijk voor jouw ervaring in je kantoor?

Welke specifieke elementen in je kantooromgeving zou je willen veranderen?
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Ik ben aan het einde gekomen van mijn vragen. Heb jij op het moment nog vragen/opmerkingen?
Zijn er nog dingen niet aan bod gekomen waarvan jij denkt die ik zou moeten meenemen/ weten?

Dan ga ik nu de opname stoppen.

Zoals ik vertelde aan het begin van het interview zal ik het onderzoek nog even kort iets meer
toelichten. Ik doe onderzoek naar de ervaringen van neurodiverse medewerkers die werken in een
ruimte met 4 of meer personen. Ook wel open-plan kantoren genoemd. Het doel van het onderzoek
is om bij te dragen aan de literatuur over neurodiverse percepties op open-plan kantoren in
universiteiten, om meer inzicht te krijgen in mogelijke best practices voor het ontwerpen van
werkruimten in academische omgevingen.

Mocht je hier met collega’s over praten, mag dat natuurlijk, maar dan wil ik je vragen om dit te doen
nadat ik iedereen heb gesproken.

En wat nu? Deze opname zet ik zo direct op een beveiligde omgeving en verwijder ik van mijn
telefoon. Deze wordt bewaard totdat de scriptie is afgerond.

Ik wil je heel erg bedanken voor je tijd en antwoorden. Deze zijn super waardevol voor mij.
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English interview guide — Master Thesis

Perceptions of neurodiverse employees on open-plan offices in a university
Opening talk / welcoming

Thanking for cooperation
First of all, | would like to thank you for your cooperation in this interview and for taking the time.

Explanation of interview

This interview is part of my master thesis for the master Strategic Human Resource Leadership. To
that end, | am curious about your experiences at your workplace. At the end of the interview, | will
briefly tell you more about the precise research.

| would like to state in advance that there is no right or wrong, | am not here to judge and would like
to hear your perspectives.

Explanation of application of results

| will of course treat the results confidentially, which will be processed discreetly. | would like to
record the interview. Do you give permission for this? If so, | will repeat this on the recording in a
moment. This way | can listen back and transcribe the information. The transcripts are then analyzed,
which ensures that the information is not misunderstood and is as useful as possible. All names of
persons and companies will be anonymized. Furthermore, the data will only be used for this thesis
and the recording will be immediately stored on a secure server and deleted from the phone after
the interview. After completing the thesis, the recording will also be completely deleted.

Duration interview
The interview will last a maximum of one hour.

Structure of interview
| have prepared 3 topics that we will talk about, but | will mention this more specifically on the spot.

Do you have any questions at this time?’

If not, we will start the interview and | will turn on the recording now.
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Do you give permission for the recording of this interview?

Interview questions

Introductory questions

1 | am very curious about who you are, could you briefly introduce yourself?
>  What is your name?

> What s your role at the university

> How long have you been working here?

Open-plan office

2 You have indicated that you work in an office with 4 or more people.

How would you describe this office environment?
> How long have you been working in this office? (or have you worked?)
> How many people do you share this office with?

3 How do you experience working in this office?
> What aspects of your office do you like?
>  Which aspects of your office hinder you in your work?

4 What role does your office play in your daily work?

Neurodiversity

5 You indicated on the form that you have a diagnosis of {......}.

What does this mean for you in your work?
> How does this condition affect your needs or preferences regarding your work environment?
> How do these needs or preferences impact your experience in your office?

Drawing
6 Have you drawn a picture of your current office environment?
If so, could you describe what you drew?
7 What elements have you highlighted or drawn that you consider relevant to your experience as a

neurodiverse employee?
> Which ones do you experience as positive?
> Which do you experience as obstructive?
> What made you emphasize these elements?
> What makes these elements important to your experience in your office?

8 What specific elements in your office environment would you like to change?

| have reached the end of my questions. Do you have any questions/comments at the moment? Are
there things that have not yet been discussed that you think | should include/know?

Then | am going to stop the recording now.

As | said at the beginning of the interview, | will briefly explain the research in more detail. | conduct
research into the experiences of neurodiverse employees who work in a room with 4 or more
people. Also called open-plan offices. The aim of the study is to contribute to the literature on
neurodiverse perceptions in open-plan offices in universities, to gain further insight into possible best
practices for designing workspaces in academic environments.

If you would like to talk about this with colleagues, you can of course, but | would like to ask you to
do this after | have spoken to everyone.

And what is next? | will immediately put this recording in a secure environment and delete it from my
phone. This will be kept until the thesis is completed.

| would like to thank you very much for your time and answers. These are super valuable to me.
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Appendix 2 — Survey for recruiting participants

Onderzoek naar neurodiversiteit in open-
plan kantoren / Research on neurodiversity
in open-plan offices

-- English below —
Bedankt voor het openen van dit formulier!

Werk jij (of heb je gewerkt) met vier of meer personen in &&n ruimte en heb je een diagnose (of
een sterk vermoeden) van een neurodiverse conditie, zoals dyslexie, ASS (in het autistisch
spectrum) of ADHD? Dan ben ik op zoek naar jou en hoop ik dat ik contact met je op mag nemen.
Sta je hiervoor open? Vul dan onderstaand formulier in. Jouw mening wordt erg gewaardeerd en

kan het verschil maken!

lk ben Maud Hanselman, en in het kader van mijn master scriptie Business Administration,
specialisatie Strategic Human Resource Leadership, doe ik onderzoek naar de ervaringen van
neurodivergente medewerkers in open-plan kantoren in een universiteit. Hiermee krijgen we
meer inzicht in de effecten van deze kantoren, die steeds meer worden ingezet binnen

organisaties.

Thank you for opening this form!

Do you work (or have you worked) with four or more people in one room and do you have a
diagnosis (or strong suspicion) of a neurodiverse condition, such as dyslexia, ASD (on the autism
spectrum) or ADHD? Then | am looking for you and | hope | can contact you. Are you open to this?

Please complete the form below. Your opinion is greatly appreciated and can make a difference!

My name is Maud Hanselman, and as part of my master's thesis in Business Administration,
specialization Strategic Human Resource Leadership, | am conducting research into the
experiences of neurodivergent employees in open-plan offices in a university. This gives us more

insight into the effects of these offices, which are increasingly used within organizations.

* Vernlichte vraan
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Werk je op dit moment (of heb je ervaring met het werken) in een kantoor met 4 of meer
personen in 1 ruimte (open-plan kantoor)?

Do you currently work (or do you have experience working) in an office with 4 or mare
people in 1 room (open-plan office)?

Markeer slechts één ovaal.

:-).,_,.'-: la/ Yes

Nee / No

Ik heb een diagnose (of sterk vermoeden) van: Meerdere antwoorden mogelijk (als je

twijfelt over of jouw diagnose in het onderzoek past, laat het dan toch gerust achter bij
‘anders’)

| have a diagnosis
of (or strong suspicion): Multiple answers possible (if you have any doubts about whether
your diagnosis fits into the research, please leave it as 'other’)

Vink alle toepasselijke opties aan.

l:l Dyslexie / Dyslexia

l:l Dyscalculie / Dyscalculia

l:l ASS (in het autisme spectrum) / ASD (on the autism spectrum)
l:l ADHD or ADD (attention deficit [hyperactivity] disorder)

I:I Hoogbegaafdheid / Giftedness

D Hoogsensitiviteit / Highly sensitive person

|:| Anders:

Voor welke faculteit en/of afdeling van Radboud Universiteit werk je?

Which faculty and/or department of Radboud University do you work for?

|48



4. Hoe kan ik contact met je opnemen voor een vervolg in de vorm van een interview?

Laat je telefoonnummer of e-mailadres achter

How can | contact you for a follow-up interview? Leave your telephone number or email

address

5. Wat is je voornaam (en achternaam)?

*Contactgegevens worden vertrouwelijk behandeld en uitsluitend gebruikt om contact

op te kunnen nemen

What is your first name (and last name)?

*Contact details are treated confidentially and used exclusively for communication

purposes

6. Inwelke taal wil je contact hebben? / In which language would you like me to contact

you?

Markeer slechts één ovaal.

_ Nederlands
English

() Both are fine

7. Ruimte voor eventuele opmerkingen

Space for any comments
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Appendix 3 — Poster for recruiting participants

DEEL JE ERVARINGEN!

Onderzoek naar neurodiversiteit in
kantoorruimtes met 4 of meer personen

Ervaringen van

[ neurodiverse
medewerkers in
open-plan kantoren

Ben jij iemand die:

« Op dit moment werkt, of hebt gewerkt in een
kantoor setting met minstens 4 mensen;

« Een diagnose heeft van een neurodiverse
conditie (denk aan ASS (autistisch spectrum),
ADHD, dyslexie);

« Open staat voor een interview van ongeveer
een uur en het maken van een tekening van
jouw ervaring van je kantoor;

« Nederlands of Engels spreekt.

Dan zoek ik jou en hoop ik je te mogen spreken!

MASTER THESIS :
BUSINESS Meedoen? Scan de QR-code of mail naar: (@B PR IE R

ADMINSITRATION

SHARE YOUR EXPERIE

| Research on neurodiversity in offices
| f———. with 4 or more people
———
A —————

. Experiences of
[ neurodiverse
employees in open-
plan offices

Are you someone who is:

Currently working, or has worked in an open
office setting with at least 4 people;
Diagnosed with a neurodiverse condition
(think of ASS (autistic spectrum), ADHD,
dyslexia);

Open for an interview of about an hour and
making a drawing of your office experience;
English or Dutch speaking.

Then | am looking for you and | hope to speak to you!

:3;;‘5';;"‘5'5 Join this study? Scan de QR-code or mail: @l ERALCRICITN!

ADMINSITRATION
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Aggregatea zna oraer

dimensions concepts

Workspace
Design and
Layout

1st order concepts

Different rooms to discuss things

Exemplary quotes
you are in an o i
things.

Separate meeting and that, for example, there really is a space, a separate space, for consultation. Because, because now there is a discussion
rooms Separate room for meetings when in shared office  |between the student and PhD students to ask for something and that , ves, all in that room. That just happens a lot.
BUT 1T should De Set up N Such a way thal work 15 aciuany %mg done m %?‘Iﬁce ’ﬁ That i there 15 any lﬁm Of consunauon
When a meeting takes longer than a few minutes, go |happening, that is fine for 5 minutes or so, but if it is really a longer consultation, then you have consultation rooms where you
out of the shared office can do that.
Yes, that diagnosis also affects my work because Tknow that T need quiet places, so To speak. 5o T also have a nicer place in
Needs more sectioned off place to help with the lab than in the very large lab where | work. I'm in a more secluded place to do my work. And that helps a lot with my
concentration concentration.
[Nice that the person Who IS there Ofen IS Across wWith
a screen in between | like it that the person who is often there sits opposite me, the screens between them. That's quite relaxing.
When T should have Tike cubicles or something like that, where it'd still be Tike the same amount of space, but just Tike kind of
Preferably have a cubicle sectioned off. So a little more privacy, | guess.
Partitioning Putting menifer in a way fo hide the door or Because, uh, the way my my speaking, my desk is also goes with the door direction. So IT can't see people walking, so
the Ihe door.

colleague

utlhe monrtorlnawa tc-hldethedoor Soldon‘thavetoseemd‘nmscorm " orwhos P

Some sort of divider is already a little helpful

can see you, the person opposite you, but | cmnot look upathls desk. Irllemewer And Mlattbesthatd)h)you? -
Respondent 5: A somewhat more closed feeling. Yes, it's a bit more comfortable for me to just have my own mess, so to
speak. Yes, so | think that is very helpful. Just that, that little shot.

When there is a divider in between it is fine to have
SOMeons across

And what if you do have someone in front of you, but you have some kind of divide between them? Respondent 5: Yes, that
would be fine, | think. Yes Yes.

Desk placement

Better if someone can see screen

Yes, 50 it 15 true that | need that social control that they have 10 De able 10 See My Screen, Decause oiherwise 1 simply
wouldn't be able to do my work without them noticing. So if they were to sit opposite me with the screens facing each other.
That would be less effective than if they were sitting next to me.

Close to the coffeemachine i1s not a nice place

No. And here 1s the coffee machine, which people walk towards. So actually | didn't have a nice place in this room at all.

Hawving minimum sides where distraction can come
from

Yes, Twould prefer to just sit in the comner, because then, say, two sides in front and, and on the left, things can happen. Now
things also happen on the right, so you simply have as few areas as possible where distractions come from.

Rather sit next to someone than across

=0 If they were 1o sit opposite me with the screens facing each other. [hat would be less effective than it they were siting next
to me.

Screen facing the hallway which is motivating

Als0 part of I 15 because my desk s IKe you can see what s on ny desk IKe my CompLUier When you re walking past the
room. So that makes me motivated to work more in case my supervisor is walking past. So in that way it's good.

The Tact that It 15 somewhat different within the space, somewhat different spaces, 5o 1o speak. That it 1S not a Mmassive area,
so that you do have your own comer. This makes it a bit clearer and that if there is noise around the comer, it will be muffled

&
s CrTew

Comer desks Mentally in own little corner although in shared space |someawhat.
Nice to have own kind of closed off comer But I really like the fact that | really do have my private comer here. o that | can close myself off a bit there, yes.
Prefers desk in the comer I think | like sitting in the comer. There's less fo look at, soit's less distracting. You know.
No, no, just and then the the the fresh air aJsobecaJsen'ryl Thave a sensifive with the smell as well for me that's that's the
Hawing options to open windows two things that is really have to be taken care of.
Hawving the possibility to look outside is nice | can look outside, which i1s also very nice and sometimes it is nice to be able to stare out the window a bit
And T did s at a desk wilh a real view oulside and that can be a relalively disrachion for me, yes, but nol really something That
Window presence |Outside view is distracting | saw as a major obstacle. More really those little things.

VWhen distance to window is big its not distracting

But here was a window, but the distance was guite large so | had no distractions from it.

Window is nice for some daylight

That and not the dayhght. Look, T sometimes gof exireme headaches, also from those medications, which were
overstimulating. Well then it's real, | have then. So | was lucky that sometimes | could just say, hey, guys, can we turn off

some of the lights, because then you had, you know, two lights and then we could at least dim it a little bit
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Environmental
and Sensory
Factors

Using tools for noise
cancelling

Headphone is uncomfortable after weanng it a while

It's also very nice. What T nofice now 1s that Tam now temporanly in an office alone. Every now and then it 1s very nice nof fo
have to wear headphones, especially when it is sweaty and hot and then it can always imitate and so on. | have to say, that is
literally a breath of fresh air in my ears every now and then, because | live with those headphones on all the time.

Need noise canceling headphones to block out noise

S0 when s busy | really need a noise canceling headsel. Utherwise 1 gel really distracied Dy those & people In meelings and

Using headphones for stimulans or concentration
music

then 3 thi come in at the same time. And that's nothing.
Theed 10 ||%W‘Wﬁﬁrrmmmn O SOMeting wime Tm N Decause INK TS also an NG WieTe S TRe, Easier

kind of focus on two things than to focus on one. So I'm. Always listening when I'm writing or coding or something, I'm always
listening to a podcast or an audio book or something like that.

Would be nice it noise cancellig i1s facilitated

will be mice if the university can also give us a like noise cancelling thingy.

Need of an [:alm[fﬁcewherepeo le work

"That you are in an office that 1s gquiet and where people are working

e Need the focus moment in the of But yes, sometimes | just need the reasonable, yes. Yes, the focus moment of siting in the office.
Well, Tthink so. [f's more about peace of mind, so fo speak. So even If there were 4 people there, if we just do our work
Mot too much sound is important reason and don't talk too much to each other, that would be nice, | think.
And T was alieady 1a1e, 50 There were only two colleagues and T'was Siing on The Tloor, and T said, T cant get up anymore. |
just can't get up anymore, it's completely empty. So then you feel very vulnerable, because you see your colleagues at once
Collapsing in the office feels vulnerable on a side that you normally only have at home.
Lumrent workplace has a room to pull back when Now in the cument office we have, | made sure to have a rest room because we just have so many exira empty omces. We
needed just brought a couch and lhen | can ust lie Ihere for a WhI|B ll I reall feel a sI e aﬂ:ack comln g on
TEQIT. S0 UTE TITET T £= W TODaOTT e TS
neurodwergent:les You Iund of like shut down and go Ilke Iund of nmverh:al Like you dont wam to talk to anybody So like, if
you wake up in a ***** mood or something bad happened at home and you want to just not talk to anybody, it's difficult when
you're in a shared office. So like, whereas if | was working in the silence section of the library, | don't have to talk to anybody.
You know, it's like, but when you come in here, it's rude if you don't say hi to everyone, and don't say hi to your friend and
Difficult to be in shared officed when overwhelmed  |stuff.
Possibilites to And what should such a space look like according fo you? Or what do you need, so to speak? Respondent 1: Very simple. A
withdraw from office | Extra room should have a bed

Having a room where you can sit when you have to
concentrate

bed.

Ur maybe the oiher way around? It could also De Ihat you creale a kind of qUIET Space, S0 people who are really reading
attentively and do not want to be disturbed can go into a separate room where everyone is just quiet, that is a rule, for
example.

Need distance from office when overwhelmed

setting Ilke thls'? Yem What do they do or where do Ihey goor somethlng like that, becz-use like, I'll defnrtely have |nstances
of like, you get really frustrated with something that you're doing. And then you feel like everybody else's doing it fine. And
then you get really flustered. And then for me, | just kind of have to go wander around the building for a while or just, like, go
sit in the bathroom for a while and just kind of collect myself, you know?

Need of pnvate place to cry when needed

No exactly and then it 1s very nice to have a place where you can just cry in pnvate.

VWould like a room besides the ofces to retneve
yourself (exira room)

But also, fo have a place outside your office, where you can retreat for a while.

Can't work with too much people in the room

Yeah, when there's so many people come in Tike T remember f was more than eight people. And then T noficed that T cannot
work because people keep talking and then pecple kept like, | also want to talk. Also there there's the is not also their
problem, but it's also me who wants to talk to them as well

Being very accessible to get asked questions pulls
out of concentration

DECAUsE | was very CIOSE 10 ~TWas 250 Very accessibIe, Winth means Thal PEopie are cons ESKINg you hings
and therefore | have difficulty getting started on things. So if | lose my concentration again, | have to go over that whole
mountain again to get back to my administration or something like that.

Can not focus due to smells

And then T noticed dunng summer because T Tmy Thave a sensitive smell. And so sometimes Tsmell Tike body odor. Tt's quite

Difficult to switch back to what you were doing when
distracted

annoying for me, so | cannot also focus,
Because That 15 mamly that, IT something nappened, L would recelve my full aitention. And i T Nappens bennd me, hat s

where my attention goes, while if it happens in front of me, it's easier for me to switch back to what I'm doing. So that was very
much like okay, | have to have a place on the wall, because if not then, yeah, I'm all over the place.

Distracted by people walking in and out

Yes, so [ found it very annoying that there were people constantly walking up and down. Feople who were also discussing with
each other in that office

Distracted by things making noise

And yes. there was also a faidy loud fan that constantly made a kind of zooming sound, so that was not nice either.
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Gets distracted fast and easily

Yes, it gives me a lot of distraction. Constantly takes me out of my concentration. Which just meant T couldn't get any work
done, so to speak.

It's hot in the office which makes it hard to focus

More noisy when office 1s in a busy hallway

You know also, | mean, it's also almys really hot in there, which can make it a little harder to focus, yeah.
It's quite noisy as well because we're on the like main hallway.

Distraction Hmywwoulu iz] VOLUII DECRS 1o 2ach othel. AN 1 k e
So with the new ofﬁce | quickly thought, | want a pla[:e where there is a wall behnd me. So that if there is a sound it happens
in front of me or next to me, because that is also what had always bothered me, for example when | went to work in the
Most distracted by things happening behind university library, things h ned on all sides, that if something fell behind it somethin ts my full attention.
Does it mﬁ%mmmﬂﬁ%%ﬁam
annoying, | think. - Interviewer: OK, why? - Respondent 6: Because then yes, because | can really see them with my eyes
Most distracted by things happening in front behind me, | notice that less. | do notice it, but | can close it more easily than when people actually walk past me.
Talking surrounding is distracting | did occasionally have too much chatter. Yes, then | can't get anything done anymore, because | get constantly distracted.
There is always happening something in the office  [Tthink it would definitely affect in the sense that i's like there’s always kind of something. Dike someone talking or something,
which is distracting or when people are maoving around the room, | find it very distracting.
ADD. Yes, actually, as | said, | don't really notice it in practical work. Then I'm really in my zone and it's quite easy for me to
cut myself off from the environment. But it's really more when | have to read things, read things carefully or really think
carefully about data, make analyzes or presentations, things like that, then | really notice that. That it is very easy for me to be
When doing work that needs concentration, mostly  |busy with something else, so everything is actually a distraction. Whether it's people around me or whether it's my phone or
distracted just looking up news online. | always have something more fun to do and then really find vour concentration. That is difficult.
AIS0 compared 10 previous worﬁl?ﬁﬁmre, Tef's say, JU people on the work foor In DIocks of 4 desks of 50, SIX of
When everyone is calling at the same time it'stoo  |whom were all in another mesting at the same time. Yes, | immediately bought noise canceling headphones when | started
distracting there. Yes.
Cosy office because of plants It was also a cozy office because there were a lot of plants put away by everyone who sits there often, so to speak.
The this is we have a picture of some {explanation of picture} here which is nice. Ohh it's Tike the Tittle bif of decoration we
Dernrahion Decoration is nice have in the office.

More personality in the room makes it more relaxed

Yean, and 1] S really nice Tor E10 Nave S Not SoME R Tical environment. Very mu
that | visit hospitals regularly at all. And if | also work in some kind of clinical hospital environment, | think oh well. A bit of
persenality in a room is allowed and that gives us a slightly more exciting atmosphere and so on.

Amount of people in
office

In an office with 2 or 3 people is best

I'like to share an office with @ number of people, so not to have an office on my own. And then [ think two or three exira
people. That works best for me.

Maximum of 4 persons in the office is ideal

20 yeah, not so many people. And four, four 1s maximum, T guess because T usually can work well when there are four people
in the room. Also, the room is big, but four people is is really productive. | guess if it's like more than four and then if there’s
somegone next in front of me like sitting in front of me and then it's it's, it's hard for me to really work well.

Maxamum of & persons in the office

Yes, | think about & or so of them...

Nice to have a room to yourself

Sifting alone, siting alone 1S nice. SIng alone 1S Nice, BUt also T'm distracted. s my own sell also as well, ke With my phone
and then with everything but so far for me, because | like to do it by myself. Then sitting alone is very fine.

Mot nice to sit in an office alone

Maybe. Yeah. T mean T would say like, it'd be nice to have a room to yourself. But then if's Tike T don't know how preoductive Td
be if there wasn't pressure to be productive

Mot everyone 1S always present in the ofice which 1s
nice

Some people around for quick talk

So on avel | have one person in the office, so that makes a big difference.

And tnﬁm%mmwﬁmm

aboul a stupid spelling check, for example, | can just ask a colleague for a moment, | can interrupt for a while. Could you
s read an email?

Same people in the
office

Couldn't get used to people in flex room

ltwas S0 flexible, S0 1 had 10 Sit in a different place every Ume, which meant T courdnt really get used 1o the people around
me. So it was constantly a new experience. Okay, is it going to be quiet today or is it going to be busy today with people

Knowing who will possibly be in the office that day

talking or not, | can concentrate. Can | even sit there? That was too. Another question. Yeah, so that was an

TF that IS not msmmmmﬁﬁmm
that | know OK from our department, these groups can come and sit here so that | know that they people can sit here, do | like
to sit in that room with them or not.
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Workplace Social
Dynamics

Having a constant in office so you know what to
expect

there would be a lot of noise behlnd me. And then ﬂ'lereslusi a different enwronmem every tlme and now I'm used to, Dkay
that's where the sound comes from. That's where sound comes from. That's where sound comes from. Because that is very
constant for me. And when | sit in a different place, | suddenly have to get used to the sound coming from all kinds of different

mmers are oorlsiant

places again. And now, at Ieastthe

In a flex room the monitor and keyboards should be
the same

TS TRE 3 TIEX 100N, e STa T [
difference is pﬁhaps we just need to change the hight of the table and onlg.r Ihat ncﬁ wﬂh the other stuﬁ thing. Uh so now the
the cables are like very different and the kinds of keyboards. Before | went home | think they did a little bit. They just change it

so they just changed it into %uite the same, but the monitor still still the old one.
TTwas qUIie a large oice TOOmS 4l Was 4 116X Space where L was a S, Decause you quICKly g

people... There was really more than enough space, so people had their own routines and all that. We didn't have a real Clean

S People create routines even in flex rooms desk policy there either.
Tdont nhm
indeed be if | just had regular people around me, | think that would be the ideal situation. If that is not possible, | would like to
Prefers same people at the office know, okay, those people will come on Monday, those people will come on Tuesday.
Roufine 1s a energy saver Yes exactly, and you don' always need that_| really need my routine a lol and my routine Is also an energy saver.
What is very nice about being in the office is that there are lunches, for example, always at half past one. When I'm at home, |
sometimes forget to eat or I'm eating a sandwich every two hours and then at the end of the day you think what the fuck
Standard breaks at the office as extemal structure  |happened here, so that bnngs quite a bit of extemal structure and that is sometimes quite pleasant. Not always, usually.
And then Tthink a big part of it for me is Tike trying to stick to a routine, because routines really help, because if Tknow like, oh,
Try to stick to a schedule for the routine | have to focus from 11:00 to 7-00, then | can do it you know.
S0 for me i often Nelps i 1 kind of, yes. yvhat do you call that, having a 1ellow SIUdent, so i there 15 SOMmeone sing Next o
him who is busy, that is often a kind of reminder to me that you are here to work and if | sit alone, it is much easier to get lost.
Having someone next to you as reminder of work in either my phone or in my own mind and then | don't quite realize, Oh yeah, | have to be on something else now.
Because very often there 15 someone who 15 working and then yes, | have that memory and that social control, which means [
People as social  |Having someone next to you works as social control |work better myself.
control Yes and, But | also don't want fo sit by myself, because that doesnT help erther, Decause I'm more Tikely fo ook for distraction
miyself. Because then | don't feel that social pressure to work, so I'm more likely to be on my cell phone or something, so to
Not feeling social pressure when sitting alone E .
dus 3 vind 1K ideaal eigenljk dat je wel nog met wat andere Nensen zit, dus [k vind het heel jn om te zien dat andere Mensen
Seeing people also work helps to concentrate ook aan het werk zijn. Dat helpt mij ook om te concentreren. Body doubling heet dat. Dus dat helpt mij wel
Incomprehension makes you share Tess and you get [Yes, and that makes you Tess inclined to share your concems. And then you become more dependent on that ofher network
more dependent of others of those other PhD students, efc.
Yes, yes, | think so because you are of course in a room where everyone sees everything, so you can no longer simply share
When in a open office, you can share less womes  |your concems. While before we at least had a room with basically only PhDs. PhDs, Post-Does and junior researchers, so to
Not building trust  |with people speak. Yes, soif yo were frus’tra’[ed about somerlh| g you could still vent about it to each dher bul Ihat was it.
\thel'l mtwﬂhtm Jd. Ll O '!" U, AL d It
same paople zaten er dus ook nog Mee andere afdelingen waar ik eigenlijk met die Mensen verder niks te maken heb vind ik dat een te

When working in a room with unknown pecple its
difficult to bnng up needs

perseconlijk ding om tegen hun te zeggen van hé, ik heb hier last van, kunnen jullie daar rekening mee houden? Zeg maar.
Dus dat vind ik echt een nadeel aan flexkantoren. Omdat daar dus ja Mensen zijn waarschijnlijk gaan werken waar je nist veel

You need to build trust with your coworkers

mee samenwerkt en daardoor vind ik dat redelijk een ding om dan met hun het daarover te hebben, zeq maar.
Het s voor mensen heel moeljk om dat niet te Judgen en daar moet e echt een verrouwensband voor opDoUwen met

SUpervisors

Community in your workplace is pleasant

I understand that, yes. Uh because. Because which aspects of the work in that office did you like’ - Kespondent 1: Yes, so
the community

Fixed moments with colleagues to talk is pleasant

We have regular moments with the PhD sfudenis where we all have a coffee togefher. Yes, we just have regular moments
when we are there. Then we go and get coffee with the whole group, so to speak, and then we can also have a chat and
discuss things that we encounter, etc. And | really like that.
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Mot much really, except that T saw more people. Tam quite secluded now. TTke that because T can concenirate better, bul T do
notice that it means | see fewer people. mmm-lmmmymmymm-m&mm,
Hann tact with Has less social interaction in small office y‘rr:adl.d I(hlnhceﬂ'nilfﬂvelmssncmll : _
colleagues Letting colleagues know that you are doing work that hmdﬂylhmk)mkmmymmm ml’dnmfnrpemhﬂﬂlanaﬁiabb I:.lltrytnalsob
have to be concentated for mﬂrﬂenhy Sni‘slwdofti;mytedﬂﬁihwmmmmhqﬂ
Needing to talk to people to share insecunty j =
MNeeds people around for help and support
i £ process 1
rﬂvem&mkdnlﬂ'lat,dlgnsh sfnidl]lslask&lspelsonlnwﬂnyaed)ng sobsped.‘red'l,ldknddﬁlg,mto
Social pressure in shared offices speak. So it is mainly social interaction that has an impact for me.
[Afraid people think that you can't do your job or get Yes,Ica'laliylﬂuehubbuﬂlﬂlenn_;epaxﬂelﬂueufmlmidn‘thkeii;npbgianmnegﬂrmmngedm s0
negative idea of them
Colleagues not knowing what the condition contains
F Feeling insecure because of neurcdiverse condition N}leeelllkemieul’ealﬂ_
. eeling Idsnﬂ'lnkﬂﬂﬂlemypenﬂedoﬂmﬂytﬂtmmw so fo speak. In any case, T don't have the feeling that this’
misunderstood Neurodiversity doesn't get talked about often which Bbﬂgdmmedmymeﬂbtaﬂﬂﬂinﬂmltﬂﬁuﬂmmyupﬂmhrﬂcﬂbmb hey, this is bothenng me, can't
makes it difficult to bring things up ..hst . :
ﬂdwushluse&ﬂieehﬂhspeechaﬂmm’ﬁowudmﬂhhybemtm Rmpnrl:lerﬂlﬂlnkpequle:hftsee
People not seeing the necessity of certain tools how necessary it is for me.
There is shame in a neurodiverse condition | There are different facets that it influsnces. On the one hand it is shame
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Appendix 5 — Code tree

1ST ORDER CONCEPTS 2ND ORDER CONCEPTS  AGGREGATE DIMENSIONS

Needs more sectioned off place to help with concentration
Preferably have a cubicle Partitioning

Separate room for meetings when in shared office Separate meeting rooms

Workplace Design and Layout

Nice to have own kind of closed off corner
Corner desk

Better if someone can see screen

Desk men

Having minimum sides where distraction can come from placement
Window is nice for some daylight

Outside view is distracting Window presence

Decoration is nice

Decoration

VYTV

Using tools for noise cancelling

Need noise canceling headphones to block out noise

Feeling misunderstood

Afraid people think that you can't do your job or get negative idea of them
Colleagues not knowing what the condition contains

Same people in the office

Knowing who will possibly be in the office that day
3 = 7 eements on use of office
Afraid of not having a place in the flex room 7 Agri

When taking break leaving the office space
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Appendix 6 — Visuo -textual analysis

Respondent 1
E T
m‘-—-v-""‘"" "r‘ L7
\ \
\ — - —
e = 1|
|
g}/ e |
I ' R
Element 1 Element 2 Element 3
Visual only Transcript only Visuo-textual
combined
Level 1 - Squares close to each “Desks, with Dividers
Noticing and other, with stripes on computerscreens” Meeting table
describing them - “People beside you see, | Plants
- Some without people across you don’t
computerscreens see because of
- Multiple places to sit dividers”
. Plapt on t'able - “Sort of meetingtable,
- Thicker lines without screens.
between some - “Lot of plants”
squares
Level 2 A lot of desks in one - “The divider is quite A lot of
Conceptualising | space, dividers between nice” people sharing
desks across, plants. - “Meeting table was an office, but
- “Cosy office due to make it okay,
plants” plants make
the office
COSY.

ANy
[
<, Crre™

%,
Omines
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Respondent 2
o
.
O
B e
— -G
_ uas e MB =5
— LI,
S I o e 2 e
L G 00
— " CoEER N B gl .
Element 1 Element 2 Element 3
Visual only Transcript only Visuo-textual
combined
Level 1 Squares with lines, all -“This is a stone roof” Desks close to
Noticing and connected to each other. - “Thin wall in between | each other
describing Different office next to it. | our and a different Noise
Names written on the office” Divider
Squares. - “Screens in between Routine
me and the person
across”
- “Same people are in
this office”
Level 2 Desks across from each - “sometimes birds on Knowing who
Conceptualising | other and one the side. the roof, which is fun to | works in this
Screens between the look at” office for some
persons across. Pretty - “a lot of noise through | routine. Having
small space. the wall” some sort of
- “Nice that the screen is | divider and not
in between everyone at the
- “Having the same same time in the
people around works for | office for some
me, and not them always | quiet.
all being there at the
same time”
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Respondent 7 _

&

Element 1 Element 2 Element 3
Visual only Transcript only Visuo-textual
combined
Level 1 Room with desks “There's seven desks, usually | Desk in corner
Noticing and in corner and on only four of them are filled” | Window
describing the sides. Names | - “[ prefer the desk in the Small office
on the desks. corner”’ Not all desks
Cabinets and - Window is “distracting but are filled
whiteboards also nice”
between desks. - “Pretty small office. (...) like if
| backed up my chair too
much, I'd hit the other chair.”
Level 2 Small office. - “it'd be nice to have aroom | Desk in a corner
Conceptualising | Small window to to yourself. But then it's like | | causes less

another office.

don't know how productive
I'd be if there wasn't
pressure to be productive.”
- “I think | like sitting in the
corner. There's less to look
at, so it's less distracting.”

distraction. A
window is nice
for some
daylight, but
also distracting.
Probably not
productive
when sitting
alone, so sitting
a few people
seems good.

LI
[
Yerren
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Respondent 4

A oo™

G

2

7

@
@
O

®
®

[0 2] §: me 8 14!

ML @

Element 1 Element 2 Element 3
Visual only Transcript only Visuo-textual
combined
Level 1 Different zones with - Yellow=where I | Divider
Noticing and rectangles, with circles sit, Blue=where | Messy
describing colorcoded yellow and others sit. Headphones
blue. Partitions between Table with
the rectangles across from multiple chairs is
each other. 2 Cupboards lunchtable or
in the middle. Drew own where you can
desk with papers, also work
earphones, plants, post- Partition = “not
its. as high as the
monitor”
“My desk is
messy”’
Uses headphones
alo
Level 2 Desks sitting next and “I make my Blocking distraction
Conceptualising | across from each other. monitor to hide | from the door and
Some not having desks the door others with monitors
besides them. One table direction” as partition is not
with multiple chairs at “I will have an high. Has to get
one table. FIF:X room so excuse to just go everything rlght
people can sit wherever. out (...) to make before starting work
sure that which takes a while
. every day when not
everything is .
having an own desk.
there before |
start to work”
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Respondent 5

AT

w7 Dot wetld be
1 R Seeabion

‘ {

Element 1

all the way in the
corner.

- Going to move to
the desk next to
me because more
in the corner

- “the little
partition gives
some closed
feeling, as own
space”

- “Need freedom
to work chaotic”

Element 2 Element 3
Visual only Transcript only Visuo-textual
combined
Level 1 One space with 4x4 | - Spaces with the | Big open space
Noticing and rectangles, window lines through are | Desk in corner
describing on the right, “different Partition
different spaces,” but the
departments in one “rest are all one
space. Thick open office
highlighted between space”
desk across. - “What I
highlighted is a
bit higher”
- Feeling of some
sort of own space
in corner
Level 2 One big open space, |- Own space in the | Sitting in the corner
Conceptualising corner desks, but not corner 1s nice, because it

feels like own space.
A lot happening in
such a big space, a
lot of distraction.
Really want to have
some sort of own
space feeling, such
as with partition.
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Respondent 6

£ o ]
S 32 ]
|

S
ko ﬂw\euLuwwwﬁ‘\:' Aff N
| Zirien R 0P dent{fds ¢l  comemid

%@ﬁ&é Luri) uhb) W" Vg”:m T
4 “&b“fi‘&‘%m 4 \ —\——r =
Element 1 Element 2 Element 3
Visual only Transcript only Visuo-textual
combined
Level 1 Flex space: Different “Drew some Talking
Noticing and zones of rectangles, tables, but I don’t | Flex office
describing multiple rectangles, know how many | Coffeemachine
kitchen, door is there were” Door always open
always open, - “Coffeemachine | Different workplace
blablabla in between in the office” every day
the rectangles. - “Always people
Current, temporary talking, walking
office: 3 persons, around”
small room, - “Flex, so not in
respondent with same place every
back to door. day”
- No window now,
is not very nice
Level 2 Flex: Alot of talking | -  “It was very The flex office was
Conceptualising in the office, big chaotic for me” | very chaotic because
open flex space, - “People talked a | there was a lot of

door open always.

Current: same
places, no window,
quiet hallway.

lot and there
were no rules”
- Misses some
daylight
- Nice to sit with
back to door

chatter and walking
around. There were
no rules about it.
Some daylight was
nice. There was no
routine due to flex
space.
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Respondent 7
ouae 6/?6 K/K/K
ontine \ o - 7 ﬂ
ly R =
o 5 s © o F :
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R AGEEEm I &%)
S |
\ \ o \t%l
il Lazs N \;\ §‘ I""‘x \H\\
— R —_— T
<\ ) - o
L S - S
N Raizey
Element 1 Element 2 Element 3
Visual only Transcript only Visuo-textual
combined
Level 1 Open office: Long - Long tables with | Long desks
Noticing and lines with 5 circles chairs, facing Separate meeting
describing on each. 2 separate each other’s rooms
online meeting backs Walking route
rooms. Office for the | - The line: “route
boss. Some lines people took to go
from door to door. from building to
building”
Current: small - Distance to
office, 3 persons, window was big
window in the - “The colored
hallway seat was where [
usually sat”
Level 2 Walking route - “No distraction The walking route
Conceptualising through the office. from window and the big room
Left corner because long with many people is
workplace. Long distance” distracting. Window
lines of desks with - “In this space was far away so no
chairs. was left corner distraction. Having
the nicest for me | someone working
to sit” next to you is nice
- Current: and that people can
“Someone next look on your screen
to me which 1s motivating.
helps and that
they can look on
screen like social
control”
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Appendix 7 — Integrity Form

Research Integrity Form — Master thesis

Name: Maed Hanselman Student number: S1101437
R e-mail address: mand hanselman @m.nl Master specialisation: Strategic
Human Fesowrces Leadership

Thesis tifle: Understanding the experiences of nenrodivergent employees in open-plan
offices in a vniversity: towards a more inclusive work environment.

Brief description of the study:

A gualitative study, utilizing interviews and visual methods, 7 nenrodivergent emplovees
are interviewed. The study atms to get a better nnderstanding of neurodiverse experiences
in the workplace, particularly in open-plan offices. The results show several shared
experiences and needs within their work environment, bt also highlights the differences
between individuals. To foster truly inclusive work environments, organizations must
consider the diverse needs of neurodivergent emplovees in office design.

It iz my responsibility to follow the nniversity's code of academic integrity and any relevant
academic or professional guidelines in the conduct of my study. This inclodes:

providing original work or proper use of references;

providing appropriate information to all involved m my study;

requesting informed consent from participants;

transparency in the way data is processed and represented;

ensuring confidentiality in the storage and use of data;

If there is any significant change in the guestion, design or conduct over the course of the
research, I will complete another Research Integrity Form.

Breaches of the code of conduct with respect to academic integrity (as described / referred to
in the thesis handbook) should and will be forwarded to the examination board. Acting
contrary to the code of conduct can result in declaring the thesis invalid

Stdent’s Signature: W Date: 14-6-2024

Ta be signed by supervisor

I have instructed the student about ethical issues related to their specific study. I hereby
declare that I will challenge him / her on ethical aspects through their investigation and to act
on any violations that I may encoumnter.

 COMehy

Supervisor's Signature: Diate: 14.06.24
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