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Abstract Autism Spectrum Disorders (ASD) is a high-incidence condition
affecting approximately one out of 68 of people. Adults with ASD are three to four
times less likely to be employed than peers who do not have a disability. The high
rate of unemployment of adults with ASD suggests a gap in employment devel-
opment theory and practice knowledge addressing the specific needs of this pop-
ulation. This chapter provides new insights on theoretical framing of employment
support interventions for people with ASD, including the interface between
behavioral-gradient, structural-infrastructure, and psychosocial factors in vocational
development with individuals with ASD. Practical implications of this chapter
include taking into account level of functioning with ASD, structural-infrastructural
supports, and the use of digital technologies in career counseling of people with
neurodiversity.
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15.1 Introduction

Autism spectrum disorder (ASD) affects approximately one out of 68 children
(American Psychiatric Association: APA, 2013). ASD is a set of
neurologically-based developmental disorders characterized by difficulties with
planning and sequencing tasks, social communication, and presence of persevera-
tive or repetitive behaviors (APA, 2013). Furthermore, individuals with ASD have
social skill deficits, a tendency to fixate on certain tasks or topics, difficulty
adhering to routines, and process visual information more efficiently than verbal
information (Standifer, 2009).
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Consistent with other adults in society, work is of intrinsic value to people with
ASD in enabling them to express their interest and their skills in self-fulfilling ways
(Baldwin, Costley, & Warren, 2014). Research findings indicate that approximately
6–25% of people with ASD are employed (Newman et al., 2011; Nicholas,
Attridge, Zwaigenbaum, & Clarke, 2015; Roux et al., 2012)—suggesting that they
are three to four times less likely to be employed than working-age adults who do
not have a disability (Hedley et al., 2016; Taylor & Seltzer, 2012).

The high rate of unemployment of adults with disabilities persists despite an
increase in the number seeking vocational rehabilitation services (Burgess &
Cimera, 2014). Individuals with ASD are likely to be underemployed with unful-
filling repetitive or routinized work tasks and to be passed over for job training
opportunities (Baldwin et al., 2014) and to be skipped for job training opportunities
(Baldwin et al., 2014). About 56–76% of adults with ASD with employment are
with facility-based work setting rather than competitive employment (Migliore,
Mank, Grossi, & Rogan, 2010; Taylor & Seltzer, 2011). For those who obtain
employment, a variety of difficulties in work participation may arise such as issues
with managing time and transitioning between work tasks (Gentry, Kriner, Sima,
McDonough, & Wehman, 2015; Gentry, Lau, Molinelli, Fallen, & Kriner, 2012;
Hill, Belcher, Brigman, Renner, & Stephens, 2013). These challenges lead to high
turnover rates among this population (Gentry et al., 2015; Taylor & Seltzer, 2012).
Findings of studies based on the National Longitudinal Transition Study-2 (NLTS2)
dataset (e.g., Roux et al., 2012) and the Rehabilitation Service Administration
(RSA-911) dataset (e.g., Burgess & Cimera, 2014) indicate a marginal-to-poor
employment rate for persons with ASD. With a majority of the literature on
employment participation by people with ASD has examined antecedents rooted in
social inequality (Chiang, Cheung, Li, & Tsai, 2013; Hillier & Galizzi, 2014;
Holwerda, Van der Klink, Groothoff, & Brouwer, 2012) or behavioral limitations
(Bishop, Donald, & Lindsey, 2007), there is disappointingly little evidence on
effective structural-infrastructural interventions to assist adults with ASD to obtain
and retain employment (Howlin & Moss, 2012). This is despite the increasing use
adoption of digital assistive technologies for employment participation.

Assistive technology refers to “any item or piece of equipment or product system
acquired commercially, off the shelf, modified, or customized, and used to increase,
maintain, or improve functional capability for an individual with disabilities”
(Beard, Carpenter, & Johnson, 2007, p. 4). Digital Assistive devices (DADs) such
as computer tablet devices, personal digital assistants (PDAs), and smart phones
may help improve the job performance of individuals with ASDs (Baxter, Pike, &
Reece, 2013; Burke et al., 2013; Gentry et al., 2012, 2015; Hill et al., 2013).
Research on the utilization of PDAs by workers with ASDs is limited (Cihak,
Fahrenkrog, Ayres, & Smith, 2009; Gentry, Wallace, Kvarfordt, & Lynch, 2010).
Only a few studies have considered digital age technologiesfor employment support
interventions utilizing digital age technologies (e.g., Baxter et al., 2013; Gentry
et al., 2015; Hill et al., 2013). DADs are assistive technology devices that
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compensate for or augment human work performance such as increased produc-
tivity and inclusiveness of persons with neurodevelopmental impairments in
workplace diversity. DADs are increasingly ubiquitous in the work place. Mobility
device (e.g., wheelchairs), computer modifications, and electronic devices are some
examples of structural-infrastructural resources increasingly utilized to enhance the
work participation of people with intellectual and developmental disabilities,
including those with ASD.

Structural-infrastructural resource approaches to employment participation are
those that address modifiable proximal factors to employment participation by
proposing strategies, technologies and interventions premised on their evidence to
improve work participation on the spectrum. For instance, a frequently cited barrier
to accessibility in the workplace is a lack of job accommodations supporting
adequate functioning of individuals with ASD (Khalifa, Sharif, Sultan, & Di Rezze,
2019). Job accommodations play a critical role in increasing and maintaining
productivity for individuals with ASD in the workplace (Hagner & Cooney, 2005;
Rashid, Thompson-Hodgetts, & Nicholas, 2018). Job accommodations refer to any
adjustment or change to the job environment, actual job, or the way of doing things
to allow a person with a disability to secure a job or acquire access to benefits
available to other individuals in the workplace. By definition, they are
structural-infrastructural resources for enabling people with ASD to engage in
gainful employment. Empirical studies have supported the use of assistive tech-
nology for individuals with ASD in the workplace (e.g., Cullen, Alber-Morgan,
Simmons-Reed, & Izzo, 2017; Gentry et al., 2012, 2015; Hendricks, 2010; Hill
et al., 2013; Smith, Atmatzidis, Capogreco, Lloyd-Randolfi, & Seman, 2017).

To provide a background our discussion on the significance of
structural-infrastructural oriented approaches to work participation of persons with
ASD, we briefly discuss the work participation needs of people with ASD and the
potential benefits of digital technologies to address low participation in employ-
ment. Next, we provide an overview on digital age tools that may improve the work
participation of people with ASD. Finally, we propose implications for vocational
rehabilitation interventions in which digital technologies are used as
structural-infrastructural interventions and their potential to make a positive dif-
ference in employment outcomes of people with ASD.

15.2 Chapter Objective

Against the backdrop of the discussion above this chapter sets out to provide new
insights on theoretical framing of employment support interventions for people with
ASD, including the interface between behavioral-gradient, structural-infrastructure,
and psychosocial factors in vocational development with individuals with ASD.
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15.3 Barriers and Facilitators to Employment
Participation with ASD

Personal perceptions of disability-related restrictions, and options to circumvent
those limitations (say with accommodations), add a level of control by people with
ASD over their social outcomes and employment participation. However, the
severity of these restrictions is greater for people who have Low-Functioning
Autism (LFA), particularly in the area of communication. In contrast, people with
High-Functioning Autism (HFA) tend to have greater social and adaptive skills.
Behavioral predisposition theories would explain differences in social outcomes
with disability in terms of a social-behavioral gradient or continuum in which
higher functioning with disability would portent lower supports to attain the same
social outcomes as typical others (Mpofu & Mpofu, 2018). Persons with LFA
generally present with more severe communication difficulties and secondary dis-
ability than persons with HFA; and for which they would require accommodations
in more life domains than their high functioning peers.

In contrast, people with HFA may require accommodations in fewer life
domains than their peers with LFA. High cognitive functioning is a better predictor
of employment success in persons with ASD than any other personal attribute
(Baldwin et al., 2014; Holwerda et al., 2012). Even within a level of ASD func-
tioning, permutations on communication and others behavioral skills will vary
significantly among individuals (Hendricks, 2010). Behavioral theory-oriented
studies have considered the role of training persons with HFA in social and
vocational skills (Hiller, Fish, Siegel, & Beversdorf, 2011; Palmen, Diden, & Lang,
2012) as well as employment preferences (Migliore, Mank, Grossi, & Rogan, 2007;
Taylor et al., 2012). However, work preference measures may be of limited value
for persons with low-functioning ASD who typically experience significant lan-
guage and communication problems but be relatively appropriate with individuals
with high functioning ASD.

Individuals with ASD are heterogeneous population and that no two individuals
with ASD are identical in their employment support needs. With this caveat, we
now consider barriers to successful employment outcomes by people with ASD for
which structural-infrastructural interventions applying digital technologies would
be a solution: atypical social skills, executive functioning and opportunity structure.

15.4 Social Skills

Individuals with ASD often experience communication and social difficulties with
colleagues and supervisors (Camarena & Sarigiani, 2009; Müller, Schuler, Burton,
& Yates, 2003; Ruef & Trumbull, 2002; Sperry & Mesibov, 2005). For that reason,
individuals with ASD are at elevated risk of social exclusion at the workplace
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(White, Keonig, & Scahill, 2007). Social skills are critical to workplace satisfac-
toriness, or how one gets along with co-workers and supervisors, which determines
the fit with the work setting as well as likelihood to retain employment. Individuals
with ASD who have social skill deficits tend to fixate on certain topics and to
process visual information more efficiently than verbal information (Standifer,
2009). Teaching social scripts and social stories is effective for developing social
skills in people with ASD (Reichow & Volkmar, 2010). Although individuals with
ASD can learn social skills from social scripts, they may still require prompting as
not to miss out on social cues for the actions to engage (Loveland & Tunali, 1991).

The social engagement of people with ASD may be effected by comorbid mental
health needs which are often undiagnosed within this population (Gotham, Bishop,
Brunwasser, & Lord, 2014; Hassiotis & Turk, 2012), adding to workplace disad-
vantage associated with lack of social participation skills (Gotham et al., 2014).
Social skills programs, peer groups and self-management strategies have also been
used to assist in improving social functions in structured school environment set-
tings (Rogers, 2000), but much less so in employment settings. People with ASD
are at elevated risk for exclusion from employment by implicit discrimination by
employers, work colleagues and/or employment networks (Gewurtz, Langan, &
Shand, 2016; Meyer, 2016), starting with the hiring process (Baldwin et al., 2014;
Richards, 2012). With social skills deficits, the behavioral gradient effectively limits
work opportunities of individuals with ASD due to perceptions of
impairment-related restrictions and limitations that would cause undue hardship to
prospective employers (Nesbitt, 2000).

15.5 Executive Functioning

People with ASD frequently have trouble in executive function-related tasks
involving prospective memory, organization, planning, and goal-direction (Gentry,
Wallace, Kvarfordt, & Lynch, 2010) that can diminish their work engagement with
tasks that require simultaneous self and task monitoring. However, use of smart
technology devices to compensate for these limitations can enhance task perse-
veration and completion by people with ASD in competitive or ordinary settings
(Baldwin, Costley, & Warren, 2014; Parr & Hunter, 2014; Scott, Falkmer, Girdler,
& Falkmer, 2015).

Task accessibility, a function of ergonomic or workflow qualities, can influence
the success that individuals with ASD in completing tasks in the expected time
without disrupting the workflow or work unit performance (Benedyk, Woodcock,
& Harder, 2009; Boff, 2006). These personal and task-structure qualities can pre-
sent limitations to successful work performance and are amenable to utilizing
technology assisted workplace accommodations for improving organisational skills,
navigation and providing information in a way that is easy to understand and
process (Burke et al., 2013; Gentry et al., 2012, 2015; Hill et al., 2013).
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Individuals with ASD may experience difficulties managing work time; activity
scheduling with use of digital assistive devices, such as computer tablets, personal
digital assistants (PDAs), and smart phones may overcome those limitations (Baxter
et al., 2013; Burke et al., 2013; Gentry et al., 2012, 2015; Hill et al., 2013).
Assistive devices may also be utilized to promote independence among workers
with ASD by prompting transitions between tasks, supporting on-task behavior and
assisting with time management (Gentry et al., 2012; Hill et al., 2013). However,
there is evidence to suggest that some individuals with ASD may fixate on the
assistive technology, which may increase the amount of time to perform job tasks
and be over-stimulating (Burke et al., 2013; Hill et al., 2013).

15.6 Opportunity Structure

Antecedent social inequalities can influence employment participation opportuni-
ties. As Shattuck and Roux (2015) aptly observe, “unemployment is not just an
individual predicament”, it is a social problem and research must address, “…the
social environment and the impact of interventions targeting a community or policy
level” rather than being overly “modifying individual behaviors and abilities” even
though also “an important pursuit” (p. 246). Moreover, labor market dynamics such
as the availability of works positions in communities and neighborhoods both
sustain and drive social inequalities. Further, more than 75% of young adults with
ASD lived with their families (Taylor & Seltzer, 2011). Families, in providing
support to adult member with ASD, invest material, emotional and personal effort
to access and retain employment for their family members (Hillier & Galizzi, 2014).
Therefore, young adults with ASD from high income families had superior work
participation compared to those from low socioeconomic status (SES) backgrounds
suggesting the importance of social equity context in addressing employment of
persons with ASD (Chiang et al., 2013; Hillier & Galizzi, 2014; Holwerda et al.,
2012).

The use of digital age technologies to address these structural opportunities
contingencies has not been adequately studied for their capacity to bridge work
exclusion from social disadvantage. For instance, social support by family and
peers may also assist people with ASD to achieve a range of job related functions,
such as attaining and retaining employment as well as navigating workplace task
assignments requiring collaboration (Cimera, 2010; Gentry et al., 2015; Hill et al.,
2013). Likewise, impoverished communities have less social capital through
community-based social networks to provide employment opportunities and
development (Granovetter, 1995). Social inequality due to deprivations in access to
general amenities (e.g., transportation, health care services, social services, personal
safety) diminish employment opportunities in the communities or neighborhoods
overall; and especially for people with historical social disadvantage such as people
with disability. Structural-infrastructural type theory may explain employment
outcomes for people with ASD by enabling the examination of latent social capital
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effects on employment outcomes (see also Migliore, Gross, Mank, & Rogan, 2008).
Conceivably, with use of digital technologies such as online or mobile app
employment services with social media networked others, people with ASD may be
able to access the larger market of hidden jobs often not advertised by employers.

15.7 Digital Technologies for Work Participation
on the Spectrum

The use of DADs for job accommodations among individuals with ASD has
recently gained increased attention from vocational rehabilitation (VR). DADs of
interest are those characterized as portable, customizable, capable of handling large
amount of data storage, and accessible with touch screens and multimedia input and
output (Hill et al., 2013). Given those features, digital technologies not only provide
an interface to promote independence for individuals with ASD and increase
accessibility in the workplace (Myles, Ferguson, & Hagiwara, 2007; Stock, Davies,
Davies, & Wehmeyer, 2006), but also demonstrate cost-effective potentials by
reducing job coaching hours (Gentry et al., 2015).

15.8 Personal Digital Assistants (PDAs)

PDAs can improve the job performance of people with ASD across a range of job
related functions, such as navigating around the workplace and performing tasks
accurately (Gentry et al., 2015; Hill et al., 2013). PDAs have been utilized suc-
cessfully in school settings with students who have ASD to improve their perfor-
mance in a number of areas (Cihak et al., 2009; Gentry et al., 2010; Mechling &
Savidge, 2011). PDAs support independent task completion and task transitioning
of students with ASD (Cihak et al., 2009; Mechling & Savidge, 2011). PDAs also
facilitate task acquisition and maintenance by children and adolescents with ASD
(Bellini & Akullian, 2007). The acquired skills could also be generalized across a
range of settings (Bellini & Akullian, 2007), suggesting that PDAs could be utilized
successfully within workplace settings to support adults with ASD to improve their
job performance.

PDAs with video modelling and prompting may be an effective strategy for
training adults with ASD to support and maintain accurate task performance (Burke
et al., 2013; Kellems & Morningstar, 2012). Individuals with ASD can perform
tasks, such as filling shelves or shipping tasks, with a higher level of accuracy if
they are provided with a PDA that have video modelling and prompting of the task
(Burke et al., 2013; Kellems & Morningstar, 2012). Furthermore, evidence suggests
that individuals with ASD utilised PDAs with video modelling and prompting to
maintain skills they had learnt by viewing the material before and during task

15 Employment Practices with People with Autism Spectrum … 315



completion (Kellems & Morningstar, 2012). Notable in these studies was that the
participants were individuals with HFA. As such, there is a lack of evidence to
support the utility of PDAs to improve the task performance of individuals with
LFA. In workplace settings there are other areas PDAs could potentially be utilized
to provide job supports.

PDAs can be utilized as a workplace accommodation to support on-task beha-
viour, task transitioning, navigation, behavioural management and thus overall job
performance (Gentry et al., 2012, 2015; Hill et al., 2013). For instance, PDAs with
alarm and verbal reminder applications significantly reduced the amount of
supervision that was required to ensure individuals with ASD stayed on task and
moved from one task to the next (Gentry et al., 2012, 2015; Hill et al., 2013). The
number of times individuals who became lost in a workplace was also reduced with
way finding videos recorded on a PDA (Gentry et al., 2012). Furthermore, PDAs
significantly reduced anxiety experienced by workers with ASD and related
problematic behaviour (Gentry et al., 2012). The available research supports the use
of PDAs by individuals with HFA to improve their job performance in areas such as
task performance, way-finding and behavioural management. However, the fol-
lowing case examples are illustrative of the implementation of PDAs for this
purpose:

Case Example #1: Mr. Paul Southern, with Work iPad and Digital
Calendar
Mr. Paul Southern is a 42-year-old with high functioning autism spectrum
disorder, living independently. He is employed as a furniture mover by a local
contactor delivery service. His essential job functions include loading and
offloading furniture from the truck, as well as helping customers place
delivered furniture pieces in their desired locations at home. Paul Southern
experiences difficulty following work routines, initiating social interactions,
and picking up on social ques in conversations with both coworkers and
customers. As a means to assist his work task compliance, Paul was issued a
company-sponsored tablet containing daily updates of his assigned tasks for
the day. His employer is currently in the process of synchronizing the
company’s online booking software with Paul’s iPad digital calendar. The
new calendar task reminder would list Paul’s daily tasks over the course of a
week with an attached pdf of images that would describe his roles. If suc-
cessful, then the digital calendar will replace the need for daily reminders
emails from the secretary outlining Paul’s tasks for the following day. This
approach gives Paul the opportunity to prepare for his work routines days in
advance, instead of the night before or the day of the move. Non-technology
accommodations for Paul include being paired with delivery partners to
model and learn from means that Paul has a consistent team from whom to
learn and further develop social cues through modeling.
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Case Example #2: Ms. Jennifer Scotts, with Smartphone for Flexible
Work Scheduling
Miss Jennifer Scotts is a 37-year-old woman with moderate symptoms of
autism spectrum disorder. She is employed part-time as a janitor in an office
building, responsible for cleanup duties on a single floor. Her essential job
functions include cleaning the office kitchenette, sweeping the floors, and
emptying the desk-side trashcans. Jennifer has trouble coping with sudden
changes to her routine and surroundings and communicates with a combi-
nation of physical gestures and overly simple sentences. Jennifer’s employer
provided her with a company smartphone that she frequently uses to call into
work and find out if any cleaning routines have changed and if anyone was
absent or left early from work that day. She then uses that information to
prepare for any changes to her routine she might experience as she arrives on
shift, such as having one less trashcan to empty, working with a new office
cleaner, and avoiding sections of the office building going through renova-
tions. The structured routine at work means that Jennifer consistently meets
her daily personal goals at work, establishing her positive social and practical
integration into the office culture and environment. A non-technology
accommodation for Jennifer includes having her homecare support staff
present at her work with her to provide a consistent familiar face and to help
manage behavioral issues on days when adjustment to change is difficult for
her.

These two case illustrations make the point that DADs alone will not address
workplace adjustment of people with ASD. Making the work environment neuro-
diversity friendly includes training of co-workers and supervisors on work partic-
ipation with neurodevelopmental disorder and without stigmatizing the employees
with ASD. Providing technology accommodations but neglecting the training of
co-workers and supervisors in inclusive work practices would be harmful to people
with ASD and be failing to address the quality of the work environment. Employees
on the spectrum with workplace social isolation by peers would likely be less
productive and with avoidable work absenteeism from work-related mental health
distress (Hendricks, 2010).

The following are illustrative research studies on the use of DADs for improving
on employment outcomes with ASD (see Boxes 1 and 2).

Research Box 1
Gentry et al. (2012) in their case studies, for example, adopted Apple iPod
Touch as an assistive device for participants with ASD to manage their job
tasks (e.g., switching tasks) and transportation schedule. The job coach
provided initial training and setup of an iPod Touch for the participants with
ASD after gaining insights into their needs. In their randomized control trial
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(RCT) study, Gentry et al. (2015) adopted an Apple iPod Touch as a voca-
tional support to reduces personal support needs on the job and improve work
performance for adults with ASD who were beginning a vocational placement
support by a job coach. The features used in the iPod Touch was to facilitate
task management (e.g., task reminders and task lists), visual modeling (e.g.,
picture prompts and video-based task-sequencing prompts), behavioral
self-management adaptations (e.g., way-finding tools), and communication
(e.g., communication with job coach via Wi-Fi when the job coach available
on the jobsite. The finding demonstrated the use of iPod Touch as an assistive
technology significantly reduces the need of workers with ASD in job
coaching support without compromising functional performance on the job.

Research Box 2
Hill et al. (2013) in their attempt adopted the Apple iPad as an assistive
technology to increase the independence and success of young adults with
ASD and other development disabilities in the workplace. The features uti-
lized in the iPad were for the participants to manage job tasks, reduce anxiety,
facilitate self-monitoring, manage medications, and facilitate positive coping
behaviors. The results from this study exemplify the use of iPad as an
assistive technology to enhance functioning needed to contribute to a positive
work experience and successful outcomes. Cullen et al. (2017) also yielded
similar findings providing additional support for adopting an iPad as a
vocational support device for individuals with ASD.

From these research studies, it is apparent that use of DADs has beneficial
multiplier effects on the work participation of individuals with ASD with regard to
their productivity through enhanced on-task behaviors. DADs use by people with
ASD also reduces demands on co-workers and supervisors to provide coaching
support, making for a more disability inclusive work environment.

15.9 Virtual Reality Environments

In addition to PDAs and tablets, the use of virtual reality technology in promoting
participation in the workplace for individuals with ASD is an emerging area
(O’Sullivan & Kearney, 2018). Unlike PDAs and tablets that are mainly used by
individuals with ASD as a personal assistive technology, virtual reality technology
not only serves as a vocational support device for individuals with ASD, but also
helps empower human resource (HR) managers or supervisors to manage workers
with ASD and increase accessibility within their workplace (O’Sullivan & Kearney,
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2018). For example, virtual reality technology can simulate an environment that
illustrates the sensory stimulation perceived by individuals with ASD from aspects
of the work environment lay out and lighting. On the evidence from virtual tech-
nology, HR managers can adjust the sensory stimulation (e.g., environment layout
and lighting) to be neurodiversity inclusive (O’Sullivan & Kearney, 2018). Work
environments with neurodiversity inclusive sensory stimulation enhance the quality
of work life for individuals with ASD by minimizing work distractions.

Virtual environments are being used to model interactions and provide social
skills practice for individuals with ASD (Mitchell, Parsons, & Leonard, 2007) as
well as providing assistance with understanding emotions (Moore, Cheng,
McGrath, & Powell, 2005). The use of virtual realities provides stable and pre-
dictable environments which make it easier for individuals with ASD to learn.

Although the use of technology is promising, research is still required to support
social understanding of adults with ASD (Silver & Parsons, 2015). Novel tech-
nology approaches, which support the use of social awareness and develop social
interaction skills for individuals with ASD when interacting with others, requires
further investigation. Figure 15.1 illustrates person and environmental considera-
tions in use of smart technology tools as workplace accommodations.

15.10 Implications for Vocational Rehabilitation
with People with ASD in the Digital Age

The number of individuals with ASD in the VR programs in the United States has
significantly increased over the past years. The cost spent on supporting individuals
with ASD in the workplace is higher than that on supporting groups of persons with
other disabilities (Cimera & Cowan, 2009). However, the employment outcomes
remain unsatisfactory despite the high cost on vocational support for individuals

Fig. 15.1 Person x environment interactions on employment outcomes with digital technologies
(Source own work)

15 Employment Practices with People with Autism Spectrum … 319



with ASD (Cimera, 2012). Use of digital technologies may provide serviceable
model for improving on employment placement and retention of people with ASD.
The use of such digital technologies not only promotes independence for individ-
uals with ASD and increase accessibility in the workplace, but also has potential in
reducing job coaching hours and promote cost-effectiveness of VR services. Given
these advantages, VR programs should consider provision of digital technologies as
a service option for individuals with ASD in meeting their unique needs in the
workplace. Figure 15.2 summaries key considerations in use of digital technologies
as workplace supports for people with ASD.

Success in using DADs to bridge employment outcomes with ASD may vary
according to context, individual behavioral competencies and the specific em-
ployment outcome. For instance, for individuals with HFA (a behavioral gradient
variable), work participation may depend more on the area-level employment
opportunities and services available (structural-infrastructural variables) than of any
other personal factor attribute (Howlin, 2000; Howlin Goode, Hutton, & Rutter,
2004) and with supported employment options (behavioral-structural variable)
(Wehman, Lau, Molinelli, & Brooke, 2012). Similarly, the policy implications of
prioritizing specific digital technology interventions would be different. For
instance, task focused digital technology workplace intervention support of adults
with ASD may likely neglect the relational aspects of work participation as
addressed by social media networking, which if used with perseveration, may also
harm successful work outcomes. Similarly, prioritizing to address the opportunity

Fig. 15.2 Logic model for improved employment participation with use of digital technologies
(Source own work)
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structure may lead policymakers to undervalue or overlook relevant digital tech-
nology support innovations that may add to the social capital of those with
marginalization to access work participation.

15.11 Summary and Conclusion

Vocational rehabilitation services need to identify evidence-based practices specific
to serving individuals with ASD. Structural interventions supported with digital
technologies may improve employment participation with adults with ASD.
Increased understanding of smart technologies for workplace supports by
employment agencies may enhance the employment participation by people with
ASD. In consideration of the high turnover rates among employed individuals with
ASD, it is essential to utilize digital technologies as workplace accommodations to
support and improve their job performance. While research on the utility of digital
technologies by workers with ASD is limited, the emerging evidence suggests that
digital technologies are viable and feasible as workplace accommodation to
improve the job performance of individuals with HFA.

Adopting structural-infrastructural approaches to evaluate and promote
employment participation by people with ASD could enhance employment out-
comes with ASD better than relying solely on impairment status (a behavioral
variable) or social inequality (a structural variable) as outcome predictors. A focus
on modifiable structural-infrastructural affordances applying digital technologies to
employment participation with people with ASD would better support these indi-
viduals to lead productive work lives.
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