Implementing a co-produced curriculum for neurodivergent individuals in the workplace

Supplementary Material
Supplementary Material A. Gender Differences
[bookmark: _GoBack]Due to the low number of non-binary participants (n = 1), only qualitative data from male and female participants are presented below. Participants were approximately evenly distributed by gender across participant type. The majority of participants from both genders reported both barriers and facilitators of implementing DIVERSE, with 100% of male participants reporting facilitators. Gender differences are reported if they met the criteria described above for participant type differences.
	Innovation Characteristics. There were some differences in terms of comparison to other training programs. For example, men (n = 2, 40% of gender group) were more likely than women (n = 1, 5.26%) to view DIVERSE as worse than other training programs, and men (n = 2, 40%) were the only gender to discuss training programs created by their organizations. In terms of design of DIVERSE, men were more likely to discuss the handouts (n = 3, 60%) and pacing of the program (n = 3, 60%) compared to women (n = 4, 21.05% for both). 
	Outer Setting. Men (n = 4, 80% of group) were more likely than women (n = 7, 36.84%) to discuss how DIVERSE may or may not have sufficiently met the needs of employees. When asked about trainings by peer organizations, no men but 6 women (31.58%) reported that they did not know. Finally, there were some gender differences in external policies that could incentivize DIVERSE implementation. Men (n = 4, 80%) were more likely than women (n = 8, 42.11%) to endorse making DIVERSE a requirement for employment in an organization or profession. Men (n =4, 80%) were also more likely to discuss financial incentives at an external policy level compared to women (n = 6, 31.58%)
	Inner Setting. In terms of structural characteristics of organizations that may influence implementation of DIVERSE, men (n = 3, 60% of group) were more likely to discuss the size of organizations compared to women (n = 4, 21.05%). Men (n = 2, 40%) were the only gender represented in discussing how DIVERSE fit their personal or organizational values in terms of addressing societal stigma about disability. Finally, men (n = 2, 40%) were more likely than women (n = 1, 5.26%) to report that leadership at their organization was not involved in promoting or completing DIVERSE.
	Individual Characteristics. The only individual characteristic that differed across more than 30% of the groups was a sense of self-efficacy and general confidence in implementing DIVERSE, which was higher in men (n = 4, 80% of group) than women (n = 8, 42.11%).

Supplementary Material B. Racial/Ethnic Differences
	There were more similarities in participant responses across race/ethnicity than differences. Due to the low number of non-Hispanic Black participants (n = 1), only qualitative data from the following three groups are presented below: non-Hispanic White, Asian, Hispanic individual of any race (i.e., White or multiracial in this sample). Participants were not evenly distributed by race/ethnicity across participant types. Non-Hispanic White participants were represented across all participant types, but there were no Asian employers or Hispanic parent/guardian participants. Additionally, only one Asian participant was a JC. See detailed demographics in Supplementary Table 1. In general, Asian participants were less likely to discuss barriers to implementation compared to other racial/ethnic groups. Other racial/ethnic differences are categorized into the CFIR domains, as presented below.
	 Innovation Characteristics. Some aspects of DIVERSE were only mentioned by single racial/ethnic groups. For example, White participants were the only individuals who mentioned disliking the AI voices in the audio. Additionally, Hispanic participants were the only group who reported that no changes needed to be made to DIVERSE. In contrast, other aspects of DIVERSE were not mentioned by certain racial/ethnic groups. Asian participants did not discuss the congruence of DIVERSE with stakeholder experience, and no Hispanic participants reported that they did not know how DIVERSE was developed.
	Outer Setting. Asian participants were the only racial/ethnic group to discuss cultural change as an external policy or condition for facilitating the implementation of DIVERSE. They were also more likely to discuss the role of California Regional Centers in implementation. White and Hispanic participants were more likely to mention having a requirement to complete DIVERSE in one’s workplace or profession as a potential incentive for implementation, whereas Asian participants did not mention this.
	Inner Setting. White participants were the only racial/ethnic group to discuss turnover in the workplace as a factor in the implementation of DIVERSE. They were the only group to report that their workplace or family had an unreceptive implementation climate, serving as a barrier. However, they were also the only group to discuss a desire for societal change regarding attitudes toward disability as a compatible value between DIVERSE and themselves or their workplace, which would facilitate implementation. No Asian participants reported that implementation of DIVERSE would be a low priority in their workplace or families. Additionally, no Asian participants reported that an internal sense of motivation or intrinsic reward would be an incentive for completing DIVERSE.
	Individual Characteristics. Racial/ethnic groups differed in self-efficacy in learning and implementing DIVERSE. Asian participants were more likely than other groups to report feeling less confident in the application of lessons learned through DIVERSE in practice, whereas Hispanic participants were more likely than other groups to report low levels of self-efficacy in general with respect to understanding DIVERSE and applying concepts learned in DIVERSE. In contrast, no White participants reported a sense of low self-efficacy in using the concepts learned in DIVERSE.
Supplementary Table 1. Distribution of Interview Participants by Participant Type
	Participant Type
	JC (n = 10)

	Parent (n = 10)
	Employer (n = 5)

	Category
	n
	% of sample
	n
	% of subsample
	n
	% of subsample

	Gender
	 
	 
	
	
	
	

	 Female
	7
	70%	Comment by Lawrence Fung: We do not need decimal places for this table.
	8
	80%
	4
	80%

	 Male
	3
	30%
	2
	20%
	1
	20%

	     Nonbinary
	1
	10%
	0
	0%
	0
	0%

	Race and Ethnicity
	 
	 
	
	
	
	

	 African American or Black
	1
	10%
	0
	0%
	0
	0%

	 Asian or Asian American
	1
	10%
	5
	50%
	0
	0%

	     Non-Hispanic White
	5
	50%
	5
	50%
	3
	60%

	     Latino/a/x or Hispanic of any race
	3
	30%
	0
	0%
	2
	40%



1 Not all participants chose to disclose racial/ethnic status.

Supplementary Table 2. Detailed Results for Barriers and Facilitators
	CFIR Domain
	Code
	Facilitator Frequency
	Facilitator Example Quote
	Barrier Frequency 
	Barrier Example Quote

	Innovation Characteristics
	Broad: Innovation Source
	2
	“…I can say that it’s thoroughly thought through.”
	1
	“I did not like the AI voice, you could ask someone with IDD to narrate the videos.”

	
	Innovation Source: Stakeholders with lived experience
	12
	“I like the way that you guys took people from different groups and you brought them together, and it did show when I was watching it, that, you know, you guys did have input from the neurodiverse community.”
	0
	

	
	Innovation Source: [HOST UNIVERSITY]
	1
	“I think because it’s coming from [HOST UNIVERSITY]. A lot of job coaches would naturally follow the suggested guidelines just because of the reputation of the school holds.”
	0
	

	
	Broad: Evidence strength and quality
	24
	“I felt it was quite effective and covered a lot of the important details and in a way that was respectful to all people.”
	0
	

	
	Evidence strength: Basic foundation
	20
	“There’s some good education in there for people who have never…had much experience.”
	2
	“For people that have been in the field for a while, it's…kind of the same information that you already know."

	
	Evidence strength: Knowledge
	10
	“I would definitely think that the DIVERSE curriculum is especially effective because…it definitely gives insights for employers to help people on the autism spectrum get into the workforce.”
	0
	

	
	Evidence strength: Quiz
	3
	“I thought it was good having the videos and then follow up questions.”
	0
	

	
	Evidence strength: [HOST UNIVERSITY]
	3
	“I think the big incentive would be…the intentions…and the backing of [UNIVERSITY]”
	0
	

	
	Evidence strength: Want more
	7
	“What I would also like to see in addition, if it resonates is, I don’t recall seeing, like different types of job coaching styles and methods…listed, and examples given and context given as to how that can also be adjusted in the field”
	18
	“Additional information or additional templates and tools can be provided during, so I actually make use of it rather than remember it as theory.”

	
	Evidence strength: Congruent with stakeholder
	12
	“It was nice to hear it from somewhere else, saying, ‘Okay, I’m doing things right.”…Nobody really taught me this. It was kind of things that I learned on the way. I see that it was working effectively, so it was a nice way to put it together with the data behind it.”
	0
	

	
	Evidence strength: Collaboration
	5
	“I do feel like it kind of empowered me to possibly work with coaches better, like be more understanding of what their responsibilities are."
	0
	

	
	Evidence strength: Memory
	0
	
	7
	“…the retention part was—is challenging because there was no exercise for me to do, practice.”

	
	Relative advantage: Better
	12
	“I think it includes more things that most others that I’ve seen.”
	0
	

	
	Relative advantage: Worse
	0
	
	1
	“I think that the program that DOR runs is good in the respect that it has a lot of interaction. Your program does not have a lot of interaction.”

	
	Relative advantage: Only
	3
	“As far as trainings like this, I have not seen anything…more of little workshops and an hour conversations, things like that, nothing in depth like a full training on it or a full class.”
	0
	

	
	Relative advantage: DIY
	1
	“We have the Workability program as a whole, that we had to do internal training between each other, but nothing like this.”
	0
	

	
	Relative advantage: Similar
	1
	“There are similarities with NADSP that I liked.”
	0
	

	
	Broad: Adaptability
	1
	“I expected much better handouts…but the course was good.”
	8
	“I would have liked to have seen more real life situations, real life interviews with people who are currently working with folks with disabilities or with special needs in a work environment.”

	
	Adaptability: No changes
	4
	[When asked about changes they would recommend]  “I don’t think so. I think it was a great overview…”
	0
	

	
	Adaptability: Length
	0
	
	2
	“So the length of time it takes would be a barrier.”

	
	Adaptability: Format
	2
	“It would be nice if there was also a condensed version of it that did cover the realm of what you cover.”
	5
	“I think it would be helpful for direct service staff or job coaches to have that information in different formats to actually bring into the field, to work side by side, with clients, in sharing that knowledge, that information, and talking over it.”

	
	Adaptability: Audience
	0
	
	11
	“It was confusing to me who the audience was, specifically, I mean.”

	
	Adaptability: Content
	5
	“I want to see individuals with a range of special needs, with a range of disabilities, telling me, ‘This is what I need,’
 and, ‘I might be different than this person sitting over here with the exact same disability, but because I’m an individual…’ and because that’s what your curriculum seemed to focus on a lot, which is focusing on the individual, which I thought was really very true and, it’s very smart, very perceptive, but now I want to see two different people who both have been diagnosed with autism.”
	20
	“There is no unit in the DIVERSE training for those who don’t pass fingerprinting.”

	
	Adaptability: Training structure
	1
	“I still feel like it’s important, though, for [DIVERSE] to be made available to as diverse a workforce as possible, including my point of there being at least components of it, that a job coach can take in the field and work alongside a client with.”
	5
	“I wasn’t required to fill out some of the forms, to do a case study all the way through the modules.”

	
	Adaptability: Quiz
	0
	
	5
	“Those questions, I found myself, even if I didn’t know the answer directly, I found myself using test taking strategies instead of reviewing content.”

	
	Complexity: Easy
	31
	“I found it pretty straightforward.”
	0
	

	
	Complexity: Depends
	0
	
	2
	“It was pretty straightforward. I experienced some tech challenges because I was not familiar with the platform.”

	
	Complexity: Too easy
	2
	“Personally, while I liked it, I liked everything about it, I felt that it was very remedial for me.”
	4
	“…it was very easy. I think a little more challenge would help me appreciate and retain the learning more.”

	
	Broad: Design quality and packaging
	8
	“I think it was laid out really nice.”
	1
	“One thing I did is I speeded up because it was really slow paced for me.”

	
	Design: Videos
	5
	“I like the visual component on the videos.”
	7
	“But that happened a lot where the text was gone before I’m like, ‘Okay, wait, what does it say?’ And then I’d rewind it…because I needed to see it. So I felt like the text could be up there a little bit longer.”

	
	Design: Audio
	0
	
	7
	“One thing that kind of was distracting to me was some of the modules felt like it was AI voiced, like it was very robotic.”

	
	Design: Handouts
	6
	“I liked the worksheets that came with it, so those are nice.”
	1
	“I think the handouts could have been a lot better at times.”

	
	Design: Online
	5
	“I really like the platform you guys used for the class. It was very user friendly.”
	2
	“I experienced some tech challenges because I was not familiar with the platform.”

	
	Design: Pacing
	5
	“I like the way you know the duration of them, even in the speed at which that stuff was delivered.”
	2
	“The text would come on, and then it would go off too quickly.”

	
	Design: Length
	5
	“It was short and sweet.”
	1
	“The videos are very long…”

	
	Cost: Feasibility
	1
	“Oftentimes it comes down to cost both in money and time.”
	0
	

	Outer Setting
	Broad: Needs and resources of those served by organization
	5
	“I do think that there are professionals who don’t have some of the understanding that was in the curriculum, so I do think they need it.”
	1
	“It gives us tools, but it doesn’t give us the time, right? Nobody can give us the time, and every work is so busy…”

	
	Needs: Employees
	2
	“The hidden agenda, I think, was one of the best things that you guys talked about, how to communicate with different people because there’s all different types of needs and that kind of thing…learning about the personal and the professional is key ‘cause that could really get you into a lot of hot water.”
	2
	“I have a lot of consumers who have background that don’t pass [a background check]…there is no unit in the DIVERSE training for those who don’t pass fingerprinting”

	
	Needs: Family
	4
	“I think this is good for families.”
	2
	“I [a parent participant] don’t feel like I was quite the target audience”

	
	Needs: JC
	12
	“I wish I had this when I started working [as a JC].”
	1
	“The job coach needs to know, what do you do with consumers who have a misdemeanor, a felony, something on their record?”

	
	Needs: Employer
	3
	“I think the same principles in DIVERSE apply and would help employers, supervisors, job trainers, that kind of be able to pick up on things that they wouldn’t if they didn’t know about it.”
	1
	“I mean one of the biggest scary things…I think is a barrier to employers is supervisors, saying, ‘We’re tired and exhausted, and we have no idea how to cope with a neurodiverse person’…So I think of importance is being clear about what the supports are, and you’ve got to convince the supervisors.”

	
	Broad: Cosmopolitanism
	0
	
	1
	“I think we’ve run into a lot of red tape with referring folks to the Regional Center and getting the services that they deserve.”

	
	Peers: ACRE
	1
	“It’s definitely better than what’s out there. I’ve done ACRE certification. I’ve done CESP—the Certified Employment Specialist Professional. I’ve gotten all the certifications. I think those are just F’s.”
	0
	

	
	Peers: CESP
	1
	“It’s definitely better than what’s out there. I’ve done ACRE certification. I’ve done CESP—the Certified Employment Specialist Professional. I’ve gotten all the certifications. I think those are just F’s.”
	0
	

	
	Broad: External policy and incentives
	2
	“There’s obviously a big push for person-centered planning, and so in terms of staff, I can see a lot of organizations prioritizing that.”
	1
	“So policies that would have [Regional Centers] be more proactive might be useful.”

	
	External policy: Requirement
	4
	“It can be part of the new hire process, to be a requirement to get hired, like it’s part of that job application.”
	0
	

	
	External policy: Time
	1
	“I think if you do it at the beginning, when they first got plenty of people, they’re excited, and will do whatever to kind of start the job.”
	0
	

	
	External policy: Workload
	1
	“If they are given some time, their work hours, to do it, I think that will be another way to do it—so just allowing the time to take it while they’re employed.”
	2
	“If there’s funding to make sure that the job coaches do not have too many clients, that would help, with giving more one on one attention to clients.”

	
	External policy: Culture
	0
	
	1
	“…I think there is still a lot of stigma involved…I feel like as a human being, it’s very hard to come over those stigmas and barriers."

	Inner Setting
	Broad: Structural characteristics
	2
	“I think there’s a way to do it. We have means to spread out in my organization.”
	0
	

	
	Structure: Size
	1
	“Us being kind of a small school, you know, I think we’re hoping to—open to new ideas, right?”
	2
	“I think part of it is when you’re dealing with larger organization, they’re more spread out, like a school district, it takes more time to get things implemented.”

	
	Structure: Services
	2
	“The way our program is set up, we have classroom in the morning. Our cohorts, our interns go to work, and then we come back and we do classroom in the afternoon, and then they go home. So that it wouldn’t really change because we could still do [DIVERSE], talk about what we learned in the morning, how did, how do we use the skills we learn during the day?”
	0
	

	
	Structure: Onboarding
	4
	“It will be nice when they get hired. They can get, along with that 20,000 videos we have to watch for insurance purposes, you can put [DIVERSE] in there as well.”
	1
	“But I don’t think it sounds like there’s anything that’s required prior to taking on the job.”

	
	Broad: Culture
	4
	“Everything that was taught online fits with what we believe.”
	0

	

	
	Culture: Norms
	6
	“We have a company culture that kind of expects these trainings to come up once every year.”
	1
	“When you’re dealing with larger organizations, they’re more spread out, like a school district, it takes more time to get things implemented, so it might be a little bit slow at first to get everyone up to speed.”

	
	Implementation climate: Receptive
	24
	“We’re always open to, you know, the latest and newest thing out and trying stuff like that at our school, very experimental in that regard.”
	0
	

	
	Implementation climate: Not receptive
	0
	
	1
	“I don’t think anything like this is going to be implemented.”

	
	Tension: Need
	20
	“There definitely is a strong need for a curriculum like this.”
	0
	

	
	Broad: Compatibility
	15
	“I think it aligns with our values, organizationally.”
	0
	

	
	Compatibility: Inclusive
	12
	“I think it fits [my values] really well. I like how it talks about IDD in a very humanized way.”
	0
	

	
	Compatibility: Representative
	2
	“I think it was evidence that when it was creative, there were people that were involved that work with, live with, and have IDD.”
	0
	

	
	Compatibility: Person-centered
	10
	“I appreciated some of the materials because—and some of the videos—because what stood out for me is that it takes a very person-centered approach, and that greatly aligns with me as an individual as well as with our organization.”
	0
	

	
	Compatibility: Independence
	4
	“I think it fits [my organization’s values] nice because we are all about having the students making their own decisions and being themselves.”
	0
	

	
	Compatibility: Societal
	3
	“I would say [DIVERSE fits my organization’s values] pretty strong…I’m coming, just my lens, right, as trying to get these guys to more independence…and for equality, right? I mean, we learn a lot about that in your videos, right? Injustices that our people can be a victim of and how society views them.”
	0
	

	
	Compatibility: Importance of employment
	1
	“I feel it fits well with when it comes to my personal values because I believe that no matter what your capabilities are, every human being needs to be productive to have a fulfilled and happy life.”
	0
	

	
	Broad: Relative priority
	1
	“Let’s say in the future, wherever my son works if…[the employees] are like hitting the bumps, and they don’t know what to do, but they are getting stuck. So I just feel that this curriculum could really help like getting all those curves, where we don’t need a bigger meeting.”
	0
	

	
	Priority: High
	8
	“It’s certainly at the top of my head right now, probably because it’s the priority because I’m personally in that situation. I don’t know how my son will settle, how he would fare in a corporate world…”
	0
	

	
	Priority: Low
	0
	
	2
	“Well, I think that in my agency [DIVERSE] would be mainly for people who don’t have experience with people with IDD, but on that note we all do, so it wouldn’t be very useful for someone like for my agency.”

	
	Priority: Timing
	2
	“We need more trainings. We need something that, especially for new hires, we’re getting a lot of people with no experience, that they come in with a good heart, but they get overwhelmed because they don’t know.”
	0
	

	
	Org. incentives: Internal
	1
	“It’s coming from a good place, you know it has good intensions, right? And there’s that need, right? I think those are the big incentives.”
	0
	

	
	Org. incentives: People 
	1
	“That’s [for corporate employees] where I think that your curriculum would to the most good. It would change perceptions in places where perceptions and mindsets are kind of stuck.”
	2
	“A problem right now is we did a lunch and learn for a couple of our employers to try to get them to reach out to them for training. And that was kind of difficult to get any of them to come. So just to try to get them on board, it’s gonna be difficult.”

	
	Org. incentives: Financial
	1
	“I think you have to give them some kind of stipend…”
	1
	“If there’s funding to make sure that the job coaches do not have too many clients, that would help with giving more one on one attention to clients.”

	
	Org. incentives: Success
	2
	“So the incentives would be kind of…just the success of the young folks that we’re working with and the successful exits of those young folks.”
	0
	

	
	Org. incentives: Certification
	1
	“So what motivated me was getting another certificate from you.”
	0
	

	
	Org. incentives: Time
	2
	“…or embedded into their work schedule.”
	0
	

	
	Org. incentives: Professional development
	2
	“We are required to do professional development every year, so we can embed into that.”
	0
	

	
	Broad: Learning climate
	7
	“We’re always looking to improve.”
	1
	“It sounds like there are classes or workshops that are offered, but I don’t think it sounds like there’s anything that’s required prior to taking on the job.”

	
	Learning: Individual support
	5
	“Our service is always shifting towards more updated training, both training for novices and refresher to seasoned staff.”
	0
	

	
	Learning: Org. support
	1
	“I feel like our organization is very open and responsive, you know, is definitely invested in the dense that [education and training is] like a priority, like it’s a tenet that we operate by, it’s one of our values.
	0
	

	
	Learning: Slow
	0
	
	4
	“Things [at my organization] are fairly slow moving. That’s the only downside.”

	
	Readiness: Yes
	9
	[When asked, “How ready is your organization for this curriculum?”] “100%.”
	0
	

	
	Readiness: Steps
	1
	“[Implementing DIVERSE] can be done. It has to go through the higher ups and see if they think it's valuable, but I believe it can be done, and it will be beneficial for the organization to do it.
	0
	

	
	Broad: Leadership engagement
	1
	“I think at the management level, [receptivity in my organization for implementing DIVERSE is] pretty solid.”
	0
	

	
	Leadership: Active
	1
	“I am the leader [of my organization], and I did [DIVERSE].”
	0
	

	
	Leadership: Passive
	2
	“The leadership is involved. They wanted me to try DIVERSE first.”
	0
	

	
	Leadership: Not involved
	0
	
	1
	[When asked about level of involvement of leadership in DIVERSE] “I think it’s just me.”

	
	Broad: Available resources
	1
	“I think [implementing DIVERSE] would be very positive. I think the greatest consideration would just be figuring out the details, you know, resources.”
	0
	

	
	Available resources: Time
	0
	
	4
	“If just you start [DIVERSE], and then it drops off because you get busy and get more expectations on your place, I think these are some of the barriers.”

	Individual Characteristics
	Broad: Knowledge and beliefs about innovation
	2
	“I think [development of DIVERSE is] wonderful work. I think it’s so important.”
	1
	“[DIVERSE] should try to make the diversity [in the IDD community] more salient.”

	
	Belief: Helpful
	45
	“[DIVERSE is] definitely extra helpful, so we at [our organization] are most likely going to use that.”
	2
	“It’s almost lacking at both extremes, you know, both ends: the high functioning, the really high functioning, and the really low functioning people, I think it’s missing. But I think that it's good to go through. I think that you could go to like Parents Helping Parents and offer this and say, ‘This is something, you know, that is, curriculum that’s useful.’ So I think it’s useful for families. I found it useful.”

	
	Belief: Meta
	6
	“The thing I found more useful [from DIVERSE], most useful, was how other people might be trained to work with my child, my adult child.”
	2
	“I don’t feel like it was specific for parents. It was specific for caregivers, I mean for the people, coaches and stuff like that, so it was useful to know what the coaches might be trained with.”

	
	Belief: Detailed
	7
	“I thought [DIVERSE] was excellent. I know you were trying to hit a lot of different audiences with that, including parents like myself and job coaches. And so I think that’s a real challenging goal to do all in one curriculum, but you guys managed to do it.”
	1
	“[DIVERSE] was really good. It covered a lot of topics. It covered definitions that I hadn’t been aware of before. I can’t remember it now—but that for me, the retention part, was challenging…”

	
	Belief: Not for me
	1
	“Personally, while I liked [DIVERSE], I liked everything about it, I felt that it was very remedial for me personally. I did not feel that it gave me much of anything because I have dealt with this so much.”
	2
	“I don’t know. That’s where I’m sort of like, ‘What’s the entry point for family?’?

	
	Broad: Self-efficacy
	1
	[When asked their confidence in implementing DIVERSE] “Pretty confident.”
	0
	

	
	Self-efficacy: Confident general
	7
	“I think it’s pretty doable.”
	0
	

	
	Self-efficacy: Learning confident
	0
	
	1
	“I know the theory, but I don’t know how to follow it through.”

	
	Self-efficacy: Implementing confident
	1
	“Going through the curriculum, it did give me the confidence that not just my son, but people who help because I work for an FRC too, is, I can help other parents.”
	0
	

	
	Self-Efficacy: Implementing unconfident
	1
	“[DIVERSE is] helpful for giving me some additional tools with my son, but the near term of getting him a job, that’s back to the specificity of, you know, the individual and the context. And you know what are my next steps is not…I’m still kind of trying to understand what resources are available.”
	5
	“”Yeah, I certainly feel like no 100% confident in, especially the tools that are required.”

	
	Broad: Other personal attributes
	1
	“I’m always looking for new things.”
	9
	

	
	Other personal: Experience
	7
	“I’m neurodiverse myself. I’m also a job coach, so it also made it nice that it’s good both for everybody who’s watching it because there’s neurodiverse people who do the jobs that it’s for also.”
	1
	“You know, in my experience, [using positive reinforcement] can be challenging, especially for new staff that don’t have a lot of experience in the field.”



