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Eric Song, 26, who graduated from Neurodiversity Pathways last summer, now works as a systems analyst at Visa’s Palo Alto office.

STAN OLSZEWSKI 

those are very, very important capabilities that we can 
use in our companies,” he said. 

To tap into that talent base, companies are offering 
extended and alternative interview processes tailored to 
neurodiverse candidates, such as sharing a list of inter-
view questions ahead of time, hosting candidates at the 
office for a multiday visit or avoiding the “job interview” 
label in order to reduce the candidate’s anxiety. 

Raye Keslensky, a 33-year-old who graduated from 
Neurodiversity Pathways in 2018, said a hiring manag-
er at Stanford’s Neurodiversity in IT program had tried 
“incredibly hard to convince me that this was just a 
conversation and not an interview, because of whatever 
nonsense I had built up in my head in terms of inter-
view anxiety and whatnot.” 

The tactic worked: Keslensky was hired in October as 
a Salesforce developer through the initiative, which is 
a subset of Stanford’s Neurodiversity at Work program 
and has hired four people in the last year. 

Keslensky is on the autism spectrum and has spoken 
with a stutter since childhood. 

Despite having a master’s degree in human-comput-
er interaction from the Georgia Institute of Technology, 
she said it took her years to find a full-time job in tech 
as she did mostly freelance work. Part of that was the 
challenge of interviews, where Keslensky said some-
times interviewers thought her midsentence pauses 
were the phone connection dropping out. 

As the years stacked up without salaried work, Kes-
lensky said it was difficult to demonstrate her employ-
ability without references from full-time jobs. 

“I’d go through periods where I’d answer every 
recruiter that talked to me and try to have an inter-
view lined up, at least one each week,” Keslensky said. 
“I got burnt out on that because I would keep having 
these situations where I’d get one interview, tops, with 
a lot of these people, or the recruiters would just be, 
like, ‘OK, do you actually have any references outside 
of school?’” 

Eric Song, a 26-year-old on the autism spectrum 
who graduated from Neurodiversity Pathways last 
summer, said he was given interview questions in 
advance, which helped him prepare his thoughts. “If 
you’re blindsided by a question, it could come off as 
you’re making up something on the spot, and perhaps it 
sounds like you don’t know what you’re talking about,” 
Song said. “When in reality, you’re just trying to dig 

through a pool of history that may be buried some-
where in your subconscious.” 

Today, Song works as a systems analyst at Visa’s Palo 
Alto office, where he said he was given first choice of 
where his cubicle is — an important accommodation for 
many on the spectrum who may have sensory sensitiv-
ity to noise, for example. Employers commonly provide 
noise-canceling headphones or quiet rooms to duck 
into to employees who may need them. 

Peter Bryant Haas, 31, said he regularly has the 
opportunity to talk through these issues with his man-
ager at EY’s downtown San Jose office, where he was 
hired last year through the company’s Neurodiversity 
Centers of Excellence program.  

Haas said his stress issues, which include pan-
ic attacks, are a symptom of autism, a diagnosis he 
received in his late 20s. The EY program he is now a 
part of employs 80 people in five cities, including 16 
in San Jose. 

Hiren Shukla, who founded EY’s national neurodi-
versity program almost five years ago, said the neuro-
diverse employees work on projects with a focus on 
artificial intelligence, blockchain, cybersecurity, data 
sciences, data analytics, data visualization and emerg-
ing technology. 

“They work across all of EY, so we’re supporting 
our clients and our business needs across the entire 
firm,” Shukla said. “We’re hiring these individuals not 
because it’s a nice thing to do … We’ve got a really strong 
business need, and these individuals have tremendous 
talent.”

Companies say many of their 
neurodiverse employees 
learn technical skills quickly, 
maintain focus for long 
periods of time and demand 
a kind of direct, literal 
communication that makes 
teams function better.
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