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Abstract
The purpose of this PhD research was to apply the principles of Positive Dyslexia

to the current status of dyslexia in the workplace, with the long-term aim of creating
tools to enable companies to become dyslexia-friendly. Positive Dyslexia, accord-
ing to Nicolson (2015), has the main aim of allowing dyslexic people to find their
strengths, to craft their lives according to these strengths and thus to exploit the
possibilities that these can bring to their own lives, and for the advantage of others.
Four studies are presented within this thesis. Taking as starting point the “Dyslexia
Decathlon”, developed by two qualitative studies from S. Agahi et al. (2014) is a
set of ten skills that were found to be characteristic in those with dyslexia. These
ten skills were divided into three pillars (social, cognitive and work strengths) which
were all underpinned by the capacity for unconventional thinking. The social pillar
includes traits such as teamwork, empathy and communication; The Mental pillar
is composed by innovation/creativity, visuo-spatial and big-picture thinking and the
work pillar determination and resilience, proactivity and flexible coping. The empiri-
cal work undertaken for the assessment of the dyslexia decathlon used a sampling
of successful dyslexic adults and entrepreneurs. Therefore one of the aims of this
thesis was to establish whether the skills identified for the dyslexia decathlon skills
also can be understood to be present at an earlier age or not. The findings were
followed up, in order to develop principles that would allow companies to “talent
manage” their dyslexic employees.

Study 1 was undertaken with 251 non-dyslexic students and 70 dyslexic stu-
dents, all from the University of Sheffield. The findings from this study revealed that
dyslexic students showed significantly higher entrepreneurial intentions and traits
when compared with the non-dyslexic student sample, together with a range of
significant differences in parts of the Dyslexia Decathlon.

Study 2 aimed to address the limitations present in Study 1, by using a qualita-
tive approach to understand discrepancies in the finding associated with the themes
of Resilience, Big Picture Thinking, Visual Spatial and Communication skills. The
findings demonstrated that although dyslexic individuals have strong qualities and
traits, such as the capacity for creativity, determination, resilience, persistence,
strong communication skills and empathy (Eide & Eide, 2012; West, 2009), these
four variables were also found to be underdeveloped in some aspects, hence the
reason for some of the discrepancies expressed in the variables of Study 1. There-
fore, there is a constant need for development in order for individuals with dyslexia
to excel to their highest potential and advantage.

Studies 3 and 4 changed focus to dyslexia in the workplace, and were designed
to investigate the current approaches taken in Brazil and in the UK. Despite the ex-
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tensive findings of strengths in dyslexia, it appears that companies are still greatly
lacking in their knowledge of Positive Dyslexia, and in particular the potential ben-
efits of “talent managing” their dyslexic employees. Study 3 assessed companies’
perspectives and attitudes towards dyslexic candidates and employees. Senior
and high-level personnel from SME to multinationals were interviewed in Brazil
and in the U.K. An overall lack of awareness about Positive Dyslexia was identified
within the workplace, whilst a reasonable knowledge of the conventional definition
of dyslexia was apparent in the sample group used from the U.K. In the Brazil-
ian sample, both the overall awareness about dyslexia and any specific knowledge
about Positive Dyslexia knowledge was non-existent.

In Study 4, a quantitative research study was carried out to understand the per-
spective of dyslexic employees as to disclosure of their dyslexia in the workplace.
The major result was that of the identification of a positive significant relationship
between a company’s senior executive’s disclosure of dyslexia and the acceptability
from younger dyslexic individuals to follow suit. In summary, all of the studies show
clear implications for the dyslexic employee’s lifetime in a company, from appoint-
ment to talent management.
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Chapter 1

Introduction

Dyslexia was not always known as a disorder or an easy topic to define. In early
records, dyslexia was described as a “syndrome”. However, Critchley (1970) made
clear the medical responsibility of the specific developmental diagnosis, which brings
us to the most quoted and cited definition of dyslexia, which is from the World Fed-
eration of Neurology:

“Dyslexia is a disorder manifested by difficulty in learning to read despite con-
ventional instruction, adequate intelligence and sociocultural opportunity. It is de-
pendent upon fundamental cognitive disabilities, which are frequently of constitu-
tional origin.”

Dyslexia has been an extensively researched area over the last twenty years.
From the beginning, the “medical model” has been predominant across articles
and explanations for this learning disability, focusing on the negative points and
weaknesses that dyslexic individuals may have, and the struggles that must be
faced throughout their lives. Also, the majority of the help and support offered was
mainly focused on literacy issues, concentration, memory and speed. This support
focuses on the challenges of dyslexia and it definitely tries to “cure the negatives”
instead of looking for the positives and trying to help dyslexic individuals to flourish
from their strengths (Seligman, 2002).

Successful individuals, such as Leonardo da Vinci, Albert Einstein, Richard
Branson, Jo Malone, Steven Spielberg and Tom Cruise are just a few names from
across different areas of talent that stand out as having dyslexia. Although there are
great role models for success with dyslexia, as previously mentioned, the struggles
that are faced by dyslexics and the challenges that need to be overcome in order
to achieve marked progress in their lives cannot be denied. Prior research has ex-
amined whether dyslexia occurs more frequently within a prison population. While
there is an estimate that 10% of the general population may have some degree of
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dyslexia, studies have shown a higher prevalence among prisoners, at a minimum
of 30%. Aside from incarceration, other sorrowful situations, such as unemploy-
ment, low self-esteem and frustration can arise with time, if dyslexic individuals are
placed in jobs that are inappropriate for their skills (Kirk & Reid, 2001).

According to Seligman (2002), the purpose of Positive Psychology is to change
the idea of traditional psychology, by focusing not only on finding a remedy to repair-
ing problems, but to further direct an individual’s energy towards growing, evolving
and actualizing the principal and key aspects of life. Positive Dyslexia has taken
its insights from the Positive Psychology movement and focuses on a strength-
based approach for dyslexic individuals, in order to enable them to cope well with
their weaknesses and direct their energies and efforts towards excelling in their
strengths Nicolson (2015); Seligman & Csikszentmihalyi (2014).

According to McLoughlin et al. (2002), many people believe that as dyslexia is a
learning disability, its consideration is specifically related to “schools” or educational
settings, and that it will fade away with time. As such, it is believed that there
is no need for any particular support for these individuals once they are in the
workplace. Clearly, such a thought is highly limited, as the learning process is
present throughout all stages of one’s life.

It is very common to find research on dyslexic school children and the stage of
early childhood, but there are limited findings concerning dyslexia in the workplace
and during a later stage of life. Therefore, the reason for focussing on dyslexia in
adulthood is to provide increased findings and expand the understanding around
this area of study.

The purpose of this PhD is to contribute to this sub-field of strengths in dyslexia,
which is still under development, and to contribute some assistance to many dyslexic
individuals in order that they may be enabled to identify their strengths, focus on
their specific qualities and traits and increase an awareness of Positive Dyslexia as
a whole. This awareness is not limited to themselves as dyslexic individuals, but
also to companies and other institutions of employment, who also need to be better
informed of how they can benefit from the skills, capacities and characteristics of
those with dyslexia.

This current thesis is structured as follows:

The first chapter provides a literature review that covers the main areas involved
in this PhD, namely: medical theories of dyslexia, Positive Psychology, Positive
Dyslexia and Dyslexia and Entrepreneurship (especially the empirical work of J. Lo-
gan (2009)).

The second chapter presents the first study, for which a quantitative approach
was used, focussing on an investigation of the tendencies towards entrepreneurial
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behaviours and intentions within university students of both dyslexic and non-dyslexic
groupings. A comparison has been made between the samples and the main dis-
cussion is based on Logan’s study.

The third chapter, presents the second study for which a qualitative approach
has been adopted. Here, the IPA methodology is used to analyse eight semi-
structured interviews given by participants from Study 1 whose responses pre-
sented specific contradictory results on Resilience, Big Picture Thinking, Visual
Spatial skills and communication skills. The use of the IPA methodology is ex-
plained in depth, with further details provided in chapter four.

In the fourth chapter, Study 3 is presented which also uses a qualitative ap-
proach for research, but investigates the issue of dyslexia in the workplace from
the employer’s perspective. The purpose of this study is to identify a company’s
readiness towards employing and supporting dyslexic employees. IPA is used once
again in order to analyse 20 semi-structured interviews from employers of different
companies from Brazil and the U.K.

The fifth chapter presents the fourth and final study of this thesis. The perspec-
tives of dyslexic individuals on companies was analysed in light of Positive Dyslexia.
A quantitative study was carried out to investigate the perspective of dyslexic adults
on disclosure of this learning disability at the workplace, and which variables may
affect their confidence when choosing to share their learning disability at an organ-
isational level.

The sixth chapter provides a conclusion on the various studies, providing a dis-
cussion of the main findings, describing the limitations of the research, and propos-
ing directions for further research as well as an intervention tool to be used by
companies and dyslexic employees in order to develop the current support that
is given, and to enlarge the area of knowledge related to the themes of Positive
Dyslexia in the workplace.



Chapter 2

Literature Review

2.1 Introduction to Dyslexia
According to Snowling (1987), the “unexpected failure” of a person to acquire

reading and writing skills, can be classified as having specific developmental dyslexia.
However, it is more commonly stated as “dyslexia”. Dyslexia is an unusual disor-
der, because some individuals do not present any other developmental problems,
but still have issues when it comes to reading and writings (and certain other skills,
which will be explored later).

Although advances have been made in gaining a deeper level of understand-
ing of dyslexia, it remains difficult to provide an agreed definition. Snowling (1987)
stated that: “Many attempts to label children who have specific reading (and spelling)
difficulties have been rejected, and no one description of dyslexia has been univer-
sally recognized (p.1)”. The latest DSM-5 classification places dyslexia as one of
three types of specific learning disorders, with a key phrase close to that of the 1967
World Federation of Neurology provided above, namely “Dyslexia is an alternative
term used to refer to a pattern of learning difficulties characterized by problems
with accurate or fluent word recognition, poor decoding, and poor spelling abilities.
(p.67, DSM-5)”

2.2 Dyslexia at many levels
Dyslexia is a relatively recent disability historically, since in the not too distant

past many societies were functionally illiterate and only a small percentage of in-
dividuals would be able to actually read, write and understand text. According to
Pennington (2008), the estimate of the frequency of diagnosing dyslexic individu-
als in a population can vary between 5 to 10%, highlighting its global prevalence.
Dyslexia has social and individual level implications (Lyon, 1996). Socially speak-
ing, dyslexic individuals in most western countries are offered additional support in
school and at university. At an individual level, dyslexia can be a traumatic experi-
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ence for those who are diagnosed with this learning disability (Nicolson, 2015).

Nicolson (2015) discussed that dyslexia should receive attention within the so-
cietal, educational and individual levels. A consideration of all three would provide
a perfect synergy for the identification of a better possible solution, as this can en-
hance a bigger-picture understanding of the disability. For instance, teachers would
not only focus on the student’s performance at school, but would also be able to
rely on theory for more information about the disability and make it personal, since
different people have different levels of dyslexia. It is crucial that we “decentre”
ourselves from one specific definition about “what dyslexia is” and become more
concerned about a range of issues that may be presented from different angles.

Nicolson (2015) also emphasises that a diagnosis is not good or bad in itself.
This statement encourages us to stop and realise that dyslexia is much broader
than one single diagnostic criterion. It is present in the social, scientific and political
world. This thought reinforces the idea of seeing dyslexia in a bigger picture and to
stop narrowing it or limiting it only for the purpose of a singular diagnosis.

2.3 Theories of Dyslexia
There have been many attempts to provide a theoretical account for the causes

of dyslexia. Following an influential cognitive neuropsychology approach (Morton
& Frith, 1995), I shall take a three-level approach, namely the behaviour, cognitive
and brain levels. The “behaviour” level can be socially observed, such as demon-
strated by reading problems, and represents the more abstract information process-
ing capabilities. The “cognitive” level is more focused on language, memory and
the learning process. The “brain” level looks specifically at the biological, “brain”
structures-processes, for example the cerebellar deficit hypothesis. A fourth level
has also been added, which is the “genetic” level and has been the subject of many
recent research studies

2.4 Cognitive Level
As previously mentioned, the first level (behaviour level) is connected to the

problem of reading, and can be directly observed. However, for most theoreti-
cians the behavioural level provides the data that has to be explained at a deeper
(cognitive or brain) level (Nicolson, 2015). Consequently I will move straight to the
cognitive level, starting with the still-leading framework in terms of phonological
deficits.

2.4.1 Phonological Deficit Hypothesis

The Phonological Deficit Hypothesis (Stanovich, 1988), claims that dyslexic in-
dividuals have difficulties with reading because of their underlying problems in
terms of phonological processing - breaking words into syllables and processing
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their sounds. While phonological processing skills are strong enough to support
phonics-based teaching methods in early school years for typically developing chil-
dren, these skills (including phonological awareness) are under-developed in chil-
dren who will later be diagnosed with dyslexia. This causes them problems in
becoming fluent in the initial processes of learning to read, because they struggle
to segment a sound and thus to analyse a spoken word into components, or to
blend sounds to create a whole word. This offers a brief idea as to why dyslexic
individuals have such a hard time to develop the skills of reading and spelling.

Late in the 1970s, the idea of having a problem in reading coming from a “visual
cause” changed when the phonological awareness was raised, which recognized
problems in phoneme formulation and rhyme and made academics consider the
problem as being underlined by reading problems (Bradley & Bryant, 1978).

Stanovich (1988) stressed that the phonological problems include the under-
standing of the sounds that constitute a word, possession of linguistic and verbal
data, and other issues, for example short-term memory. The phonological problem
has been presumed to have a significant effect on the process of the independent
recognition of words, and this may be essential to becoming fluent in reading. A fur-
ther finding was that children who had support in their reading difficulties related to
phonological difficulties, were able to demonstrate improvements during their lives
(Lundberg et al., 1980).

Although the Phonological Deficit Hypothesis remains the leading framework in
the dyslexia field, it fails to explain other symptoms caused by the learning disability,
which are related to adult dyslexia and are not only concerned with reading prob-
lems. Wolf & Bowers (1999) introduced the Double Deficit Hypothesis, in order to
explain this in more detail and to provide a more in depth clarification of its further
symptoms.

2.4.2 Double Deficit Hypothesis

The Double Deficit Hypothesis extends the Phonological Deficit Hypothesis, by in-
cludes a second problem, namely speed of lexical processing. A child with this
deficit would take longer to link names with pictures and would also perform badly
in linking it with their memory. Children with a higher level of dyslexia would have
such deficit, especially because the child with only one deficit would struggle much
less in school than a child with both deficits (Wolf & Bowers, 1999).

Interestingly, the inclusion of speed of processing within the framework provides
a direct link to an earlier theory, namely the automatisation deficit hypothesis



Chapter 2. Literature Review 7

2.4.3 The Automatisation Deficit Hypothesis

According to Nicolson & Fawcett (1990), the Automatisation Deficit framework is
one of the simplest and richest frameworks that explains and analyses what dyslexia
is. This theory states that the reason why dyslexic individuals perform poorly in
some skills, such as reading, is because they have problems in making skills be-
come automatic. Therefore, they have to compensate by trying harder (conscious
compensation). Consequently, when a task is not too hard to perform, a dyslexic
child would be able to carry out the task within normal skill bands, but world do so by
dint of very much greater cognitive effort, leading to faster tiring and susceptibility
to interference (Nicolson, 2015).

Nicolson (2015) shed further light on the scenario with another useful example.
Imagine someone driving for the first time in a different country, with the steering
wheel on the opposite side. Surely, the person will be driving with much more at-
tention and effort, because it is their first time in this experience, so the automatic
skill of driving becomes less functional for a few hours, until the person gets used to
both the place and the car. This is similar to what happens to dyslexic individuals.
The skill never becomes automatic for them, so they always have to be extra atten-
tive and apply greater effort in tasks which may otherwise be performed by others
with great ease.

The standard test for automaticity is the “dual task paradigm”, where partici-
pants have to perform the primary task (balance) with a secondary task, which is
introduced in order to control the processing resources. In cases where the pri-
mary task is achieved automatically, the second task can be performed without any
struggle, whereas any interference between the tasks should indicate a lack of au-
tomaticity. Nicolson & Fawcett (1990), Nicolson & Fawcett (1992) demonstrated
that - unlike other control participants - the dyslexic participants in their studies had
a balance automaticity deficit, They found that in a just-balance task there were no
differences between the two groups. However, when a secondary task (counting) or
the participants were blindfolded, the control group continued to balance as well as
usual, whereas the balance for the dyslexical individuals was significantly impaired.
Given that balance is outside the domains of phonology, reading and speed, the
authors claimed that these results falsified the phonological deficit framework, and
indicated that the underlying cause of dyslexia should be addressed in terms of the
search for the underlying of a pervasive deficit in automatising skills.

2.5 Brain Level
2.5.1 Visual and Magnocellular Deficit Hypothesis

Stein (2001) stated that dyslexia is caused by problems in the Visual and Magno-
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cellular sensory pathways and could be related to a biological level. The reading
problems that dyslexic individuals have can be generated from visual problems like
a deficit of focused and stabilized vision. This theory suggests that reading is a
vision process and it also states that other problems associated with dyslexia are
linked and have to be seen coherently and as a whole, leading for example to read-
ing, motor and phonological problems. An independent framework for the auditory
magnocellular pathways was developed earlier by Fitch et al. (1994). These theo-
ries have been extensively reviewed, with the consensus being that they may well
apply to a subset of dyslexic individuals, but not for the majority

According to Stuart et al. (2006), the hypothesis that a dysfunction in the mag-
nocellular pathways of dyslexic individuals is responsible for reducing the sensitivity
to rapid changes in the visual and audible processes is a very influential theory in
field of dyslexia. Problems of the auditory system are understood to be the source
of difficulties in the segmentation of speech and phonemic awareness, which leads
to issues in the fundamentals tools for reading. It was analysed a sample with 18
controls and 13 adults with severe reading problems. According to Stuart et al.
(2006): “visual contrast thresholds were measured in response to an 8-Hz flicker-
ing Gaussian blob as well as a slowly modulated 8 cycles/deg Gaussian windowed
grating. Auditory thresholds were measured in response to a 4-s burst of white
noise, the 2nd or 3rd second of which was amplitude modulated at 100 Hz or 1 Hz.
The adult reading difficulty group exhibited normal thresholds to rapidly changing
stimuli in both modalities and to the slowly modulated visual stimulus, but some
showed reduced sensitivity to the 1- Hz amplitude-modulated auditory stimulus.
(p.1215)”. It was found that the sensitivity to amplitude modulation are highly asso-
ciated with the segmentation of the speech flow and may influence in the reading
problems of dyslexic individuals. The magnocellular deficit is not sufficient to clarify
the weakened sensitivity that may be caused by the reduced echoic memory span.

Skottun (2005) also reiterates that: “the question of the potential role of mag-
nocellular neurons in reading is distinctly separate from the question of whether
or not a magnocellular deficit is the cause of dyslexia. These two issues should
not be confused. With regard to the second, the data do not at present favour the
hypothesis that dyslexia is the result of a magnocellular deficit. (p.133)”

2.5.2 Deficit Hypothesis

The cerebellum has long been known to be centrally involved in the coordination
and learning of physical skills. This theory (Nicolson et al., 1999, 2001) used the
then emerging consensus that the cerebellum is also directly involved in language-
based skills to claim that the cognitive level impairments in dyslexia, namely phono-
logical deficits, speed deficits and automatisation deficits, may be accounted for
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simply through the hypothesis that there was impairment in the cerebellum and
linked circuits.

These accounts are present in the cognitive level and they are highly linked with
the brain structure and mechanisms that would make it function and allow individ-
uals to perform in skills, such as reading and writing. A change of forms to the
brain level differences underlying the cognitive deficits therefore suggests strongly
that deficits in the cerebellum - or in neural circuits involving the cerebellum - may
be causal factors. With the main focus on biological approaches about dyslexia to
explain its nature and the causation relationship to this learning disability, the de-
velopment in this area of research has been encouraged (Nicolson, 2015; Nicolson
& Fawcett, 1995).

2.6 Genetic Level
Pennington et al. (1991) stated that: “There is strong evidence that develop-

mental dyslexia is both familial and heritable” (p. 1527). Pennington and colleagues
ran a family study method with the relatives of dyslexic individuals being tested for
dyslexia in the United States. The study involved 204 families and a total of 1698
participants.

It was found that there is a 50% chance of a male having dyslexia, if one of his
parents or siblings have dyslexia. Such a statement makes it clear that dyslexia
also has a genetic transmission pillar of explanation.

2.7 The medical model of dyslexia
The definition used by the World Federation of Neurology (as cited in the intro-

duction of the thesis) was and continues to be highly criticized. Nonetheless, given
its reference to intelligence, standard teaching/education and the sociocultural fac-
tors, it still is the most valuable and used definition in many medical and clinical
scenarios (Critchley, 1970).

Critchley (1970) presented a set of guidelines for the diagnosis of dyslexia di-
agnosis as follows:

– Dyslexia has been very associated with the pace of speech. Usually slow
speech development could be one alert for the diagnosis;

– Dyslexic individuals also present speech and language issues;

– Delays in the motor development of the child/adult;

– Visual perception issues;

– Sequencing issues, such as remembering weekly and monthly days, can be
seen as a trait;
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– Low temporal/spatial awareness, for example, dyslexic individuals find it hard
to distinguish whether it is morning or afternoon, and a child with spatial is-
sues struggles with directions;

– Dyslexic individuals, usually, have a family history of dyslexia or similar diffi-
culties/disabilities.

As can be perceived, dyslexia has a relatively simple form of definition, and
even though it is criticized, it is still accepted and used worldwide. However, this is
only a medical point of view and stresses the downsides of dyslexia.

Further in this thesis, a new movement called Positive Dyslexia is presented,
which is derived from Positive Psychology. Whilst it recognizes the negative as-
pects of dyslexia, it stresses the positive or beneficial aspects and encourages
a more appropriate and correct management of its weaknesses. The Positive
Dyslexia movement also reinforces the importance of dyslexic individuals to nu-
merous present-day scenarios, and how crucial and determinant they are to many
aspects of society (such as companies, which will be further expanded on and
demonstrated by studies in the subsequent chapters).

2.8 Dyslexia as a blend of strengths and weaknesses
As can be understood, and based on all of the theories of dyslexia presented

in this thesis, it is easy to think that dyslexia is a disability that only brings with it
drawbacks for the unfortunate 5-10% in a population who have it.

The effects of dyslexia have a high impact on poor performances in reading,
writing and executing tasks in an automatic way (Nicolson & Fawcett, 1994, 1995).
However, is this the only behavioural “patterns” that can be seen in dyslexic individ-
uals? Are there any other common traits that can be identified in them? Are there
any positive implications of having dyslexia? Are dyslexic individuals destined for
failure for the rest of their lives?

The following section will be focusing on these questions and will explore the
relevant literature, associated with studying such aspects of dyslexia.

2.9 The importance in labelling dyslexia
Dyslexia is not fully agreed by all scholars on the field. Elliott & Grigorenko

(2014) believe that the term “dyslexia” is misused and misunderstood. They stated
that it became the “answer” for any reading difficulties and labelling individuals with
such learning disability has questionable scientific background.

Dyslexia has many reliable explanations, such as the theories previously ex-
posed, the Phonological Deficit Hypothesis, Double Deficit Hypothesis, Automati-
sation Deficit Hypothesis, Visual and Magnocellular Deficit Hypothesis, Cerebellar
Deficit Hypothesis and the Genetic Hypothesis. There are many degrees of severity
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in dyslexia, which may make difficult finding a cohesive set of weaknesses among
individuals who posses it. However, making a simple analogy with a flu, not every-
one will present the same “symptoms”. It was already proved among many dyslexia
theories the possible difficulties, weaknesses and strengths found among dyslexic
individuals. In addition, it is important to mention the role of environment and culture
in someone’s dyslexia. One can have severe dyslexia and hold extensive support,
while another individual may have a mild one and not even possess an official diag-
nosis. Obviously, such external factors will influence in the individual’s development
(Nicolson, 2015).

Labelling dyslexia is not corroborating with a “myth” as Elliott & Grigorenko
(2014) believe. It is rather empowering the public support an individual may achieve
with it. An early diagnosis helps dyslexics to “understand” many challenges they
have faced in life by giving them a sense of belonging and explanation for what they
have. In the long term, applying a dyslexia diagnosis with a positive approach may
gather infinite possibilities for individuals to understand better how their brain works
and influence in a more accurate job decision (S. Agahi et al., 2014).

2.10 Positive Psychology
According to Sheldon & King (2001), Positive Psychology is the science that

studies the strengths, qualities and virtues of human beings. They also stated:
“Positive Psychology revisits the average person, with the interest in finding out
what works, what is right, and what is improving. (p.216)” Positive Psychology fo-
cuses on the motives, capacities and potential of individuals. Sheldon and King
argue that positive psychology can be surprisingly difficult by many scholars and
psychologists as many were trained to view positivity is a cynical manner, to ask
questions and generate a sense of doubt in relation to it. However, excess dubi-
ousness can naturally lead to a negativity bias that may just see one perspective,
and not have a clear or coherent understanding of the reality of a scenario.

Positive psychology has three main areas. The first is that of “positive expe-
riences”, which includes optimism, well-being, happiness and self-determination.
However, these could be dependent on a specific moment of happiness and that
is why the second thread is “positive personality”. Out of all positive psychology
studies, the underlying common finding is that individuals are self-directed, flexi-
ble beings and self-organising. The approaches for the second thread take into
consideration an explicit developmental aspect that the human being has an end-
less feeding supply of strengths, which unfold throughout their entire life. The third
thread in Positive Psychology is that individuals belong to a social context and are
in a state of constant experience with other individuals. Thus, Positive Psychology
needs to recognise positive institutions, such as family, schools, companies and
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society, as the final thread (Seligman & Csikszentmihalyi, 2014).

Previous studies from Seligman have also explored further the role of the pre-
vention of mental illness and some realistic guidance on its implementation in daily
life. In his book, “Learned Optimism” Seligman (2006) discussed the ABCDE the-
ory, which is a fundamental strategy for Positive Psychology, teaching individuals to
prevent stressful scenarios and even to revert them (if remediation is not possible
anymore). “A” stands for advert event or the problem in one’s life; “B” is for the
beliefs an individual holds for a specific situation; “C” is for the consequence the
beliefs someone holds about the problem will have in their lives; “D” stands for the
disputation of those destructive beliefs and “E” is for energization.

A detailed example from this theory will be presented, given that this theory
will be linked to one of the conclusions stated for this thesis. An example of the
ABCDE theory can be applied to a simple problem in daily life (and of course to
more drastic ones). For instance, if we picture an overweight individual who is on
a severe diet and is trying to eliminate 10kg, this scenario is the current “advert
event” in her life. She went out with colleagues from work and had pasta instead
of salad; she then thinks that she is horrible, that all of her friends will think she is
a failure and she is not worth anything. These are her currently held beliefs and
the consequences are devastating. Seligman (2006) suggested that this woman
disputes her beliefs towards having a “day off” her diet and sees the event through
a different lens. After the disputation, the woman will still have the same “A”, but her
beliefs and therefore consequences will have different perspectives. For instance,
she may still have pasta, but then she will think that she should have had a salad,
so her diet could continue without interruptions, but it is fine to have a day off and
she may even recognize that she has already lost 3kg from a strict 3 weeks diet and
tomorrow she will compensate in the gym. The whole change of process energises
individuals and prepares them for further preventions and a sense of empowerment
in situations.

According to Peterson et al. (1993), another key theory leading to Positive Psy-
chology was Learned Helplessness, which suggests that individuals who have ex-
perienced traumatic events in life may feel unworthy and disempowered to take ac-
tions, with the thought that outcomes from past experiences could be reproduced
in the present. It is clear to understand at this point that Positive Psychology is try-
ing to change the old purpose of Psychology. In the past, the common aim was to
“cure the negatives”, but Positive Psychology has argued that such a process does
not necessarily produce positives. Nowadays, with Positive Psychology’s approach,
practitioners have sufficient knowledge to work on prevention, and the amplification
of a client’s strengths. Drawing on this “new” approach, may enable society to have
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much stronger individuals - mentally and emotionally - by taking into consideration
the effects of mental well-being. Moreover, a fundamental goal for Positive Psychol-
ogy is the re-orientation of traditional Psychology, with a focus on stronger, fulfilled
and more productive people (Seligman & Csikszentmihalyi, 2014).

Some scholars do not believe in the movement of Positive Psychology, claim-
ing that it places too much pressure on the individual and that it sends a separate
message to society (Held, 2004). Nonetheless, as Snyder & Lopez (2009) state:
“Nowhere does this definition say or imply that psychology should ignore or dismiss
the very real problems that people experience. Nowhere does it say or imply that
the rest of psychology needs to be discarded or replaced. The value of Positive
Psychology is to complement and extend the problem-focused psychology that has
been dominant for many decades (p.23)”. Positive Psychology is a science and its
theories are backed up from research, it does not require academics to choose a
side or support only one approach. It is also important to stress that this movement
is not based on “self-help footless affirmations”. Therefore, if Positive Psychology
can add to and expand the understanding of psychology and its theories and knowl-
edge, it will not only aid the improvement of Psychology as a science but also the
quality of societal life (Snyder & Lopez, 2009; Simonton & Baumeister, 2005).

The highest aim of Positive Psychology is to re-direct the efforts of Psychology,
from a more remedial, reformation and preoccupation of the worst scenarios in life
to also developing and evolving the highest qualities in a person. Its purpose is to
focus on the building of society’s strengths, leading to the prevention instead of the
remediation of mental illness (Seligman, 2002; Simonton & Baumeister, 2005).

2.11 Positive Dyslexia
2.11.1 What is positive dyslexia?

Positive Dyslexia took the lead from Positive Psychology and from the area of
dyslexia, generating a new area of study by exploring its positive aspects. It aims
to bring to the attention of the world the impact that dyslexic individuals can expe-
rience in every part of their lives, such as at work, at school, at home and among
society at large Nicolson (2015). The core concept underlying its motivation is to
develop the weaknesses of individuals whilst focusing on, explore and refining their
strengths, in order to enable them to succeed and excel in life.

Vail (1990) created a list of 10 special traits, as noted below, from observations
that were derived from working with dyslexic people throughout her entire life:

– Rapid grasp of concepts;

– Awareness of patterns;
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– Energy,

– Curiosity;

– Concentration;

– Exceptional memory;

– Empathy;

– Vulnerability;

– Heightened perception;

– Divergent thinking.

Although these traits may have connotations as strengths, they can surprisingly
serve as weaknesses, because of the discomfort dyslexic individuals may have felt
by “thinking differently” with these traits throughout their period of schooling. Ed-
wards (1994) also added to the list three other strengths: talent in arts and design,
originality and problem solving and a multi-dimensional thinking. It is also important
to understand that not all dyslexic individuals will possess all of these qualities to-
gether. Caution is necessary so as not to place too much expectation on an individ-
ual, which can be dangerous and result in an underperformance. Moreover, whilst
obvious, it is important to state that non-dyslexic individuals also have these traits
and the focus is not to compare whether dyslexic people have increased levels of
such skills than their non-dyslexic counterparts, but rather to raise awareness of the
capabilities that the dyslexic population possesses. As Positive Dyslexia exists to
enable focus to be re-directed towards the positive qualities of having dyslexia, it is
more beneficial that individuals direct their attention and energies to their strengths,
rather than the downsides (weaknesses) or challenges. It is important to remember
that every dyslexic learner has a unique way of learning, which requires appropriate
support in order that they may be able to excel to the fullest capacity (Mortimore,
2008).

Davis & Braun (1997) suggested that dyslexic individuals possess eight “gifts”.
To understand “dyslexia” as a gift instead of a learning disability, it is necessary to
view it from a different perspective. According to Davis & Braun (1997), “Dyslexia
is the result of a perceptual talent. In some situations, the talent becomes a liabil-
ity. The individual doesn’t realize this is happening because use of the talent has
become compulsive. It began very early in life and by now seems as natural as
breathing.” (p.6).
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Although dyslexic people will not all possess the same set of gifts, they have
commonalities in the way their brains function. The eight gifts are: vivid imagi-
nations, multi-dimensional ability (think and perceive using all the senses), envi-
ronmental awareness, experience thought and reality, curiosity, intuition, picture
thinking and the gift to change and create perception using the brain’s ability, also
described as a primary ability (Davis & Braun, 1997). After extensive case studies,
West (2009) also included in the dyslexic’ gifts list, an additional ability of three-
dimensional visualisation.

A more recent approach to a dyslexic’s strengths is called: MIND. Eide & Eide
(2012) suggested that dyslexic individuals present four primary skills patterns, which
includes: Material Reasoning, Interconnected Reasoning, Narrative Reasoning and
Dynamic Reasoning. The following examples may assist in understanding how the
strengths of MIND works: In relation to Material Reasoning: A blueprint can in
simple terms be understood to be a piece of paper with a drawing or plan of how
the construction of a building may be advanced and what it will look like when it is
completed. Dyslexic individuals have an incredible ability to visualise this plan, as if
the building was fully constructed. Interconnected Reasoning, can be described as
the ability to combine a series of apparently disconnected information, given that
dyslexic individuals can see the bigger picture and accordingly propose creative
and brilliant ideas. Narrative Reasoning is the ability to remember detailed past
experiences, which has a great impact on how dyslexic individuals build their argu-
ments and use their power of persuasion. And finally, Dynamic Reasoning is the
ability to recognise situations that occurred in the past, to comprehend them and
predict the future through mental simulation.

2.11.2 Strengths of Dyslexia

In a study undertaken by S. Agahi et al. (2014) a pattern was found in dyslexic
individuals from two qualitative studies, which constituted the basis of the “Dyslexia
Decathlon”.

Three pillars compose the Dyslexia Decathlon; the first one is “Social” and in-
cludes traits such as teamwork, empathy and communication. Teamwork is con-
nected to how the extent to which a person relates to their teammates, their capacity
to learn under a given situation with a commensurate level of humility, how easily
they can problem-solve in a team, how effective a team is under one’s leadership
and also the desire to perform in a win-win situation. Empathy is identified by polit-
ical and interpersonal skills, the power of someone to put him or herself in another
person’s situation, their level of understanding of others, their ability to negotiate
in a friendly and beneficial way and also the power to assess a person’s strengths
and weaknesses. And the final aspect of the Social pillar is Communication, which
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can be determined by the extent to which one listens first and strives to understand
before acting towards or proposing a solution, and also the ability to build a shared
goal and vision with others (S. Agahi et al., 2014).

The next pillar is “Mental”, which is composed by its triad of innovation/creativity,
visuo-spatial and big-picture thinking. Innovation and creativity are connected to
the 21st century strengths and skills that companies need in order to flourish and
succeed. The Big Picture is related to mental models, making sense of situations,
working with priorities and knowing how to use them (putting first things first). And
visuo-spatial is related to the skill of visualization (S. Agahi et al., 2014).

The third and final pillar is “Work”, which includes the strengths of proactivity, as
demonstrated in the personality of the dyslexic through their eagerness and desire
to “make it happen” with effort and work hard. The application of determination and
resilience evidences the capacity that dyslexic individuals have in facing challenges
and performing well under pressure. Finally, flexible coping suggests that dyslexic
individuals are flexible beings under all circumstances, which greatly enriches their
interpersonal relationships (S. Agahi et al., 2014).

According to Pink (2006), conventional thinking is no longer sufficient and “un-
conventional” skills are necessary in the workplace. He stated: “The future be-
longs to a different kind of person with a different kind of mind: artists, inventors,
storytellers-creative and holistic “right-brain” thinkers whose abilities mark the fault
line between who gets ahead and who doesn’t.” (p.2).

All of the above pillars of the Dyslexia Decathlon contain a set of skills that
lead to unconventional thinking. Figure 1.1 presents an illustration of the Dyslexia
Decathlon.

West (2009) is another key author who has contributed to the field of Positive
Dyslexia, being one of the first to have started researching this field. He suggests
that dyslexic individuals have unique traits and believes that they should take ad-
vantage of these and express the positive benefits and qualities of dyslexia. West
(2009) also states that dyslexic individuals should focus their energy on the qual-
ities and traits that they are able to excel in, instead of reading and focusing their
attention on medical theories that emphasise the negative aspects and challenges
of dyslexia.

Through a detailed analysis of his series of case studies, West (1992, 2009)
identified that the lives of gifted dyslexic adults showed a extensive gift in visual-
isation (3D) and creativity. West further connected these qualities with the lives
of personalities such as Albert Einstein and Edison who demonstrated “dubious
learning difficulties” together with their talent.

Eide & Eide (2012) agreed with West’s point of view and also suggested that
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Figure 2.1: Dyslexia Decathlon.

dyslexic individuals have a wide range of strengths. They believe that dyslexic in-
dividuals should be aware of their weaknesses, but should focus on the incredible
advantage that they have in possessing all of the traits mentioned by West, adding
communication skills to this list. Dyslexia is a learning disability and from the med-
ical model’s perspective, the predominant views related to it are negative. Positive
Dyslexia is key in identifying and extolling characteristics and traits that dyslexic in-
dividuals should focus on. These strengths give dyslexic individuals the opportunity
to look at the positive outcomes that dyslexia may bring to their lives and how these
may positively affect their improved performance in specific tasks. Dyslexic individ-
uals are empathetic, have good inter-personal abilities and a sound understanding
of abstract and metaphoric situations.

A consideration of the positive side of dyslexia can be regarded as important
and beneficial for their lives. Nicolson & Fawcett (1992) argued that dyslexic in-
dividuals often feel “trapped” in the workplace, because they fail to execute some
task due to their weakness.

Reid & Kirk (2001) also brought to our attention another situation that stresses
the power of positive dyslexia:

“We are time and again quite staggered at the number of adults with dyslexia
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who find themselves in employment which is inappropriate for their skills and spe-
cific demands of the job puts them under almost daily pressure. This type of situa-
tion clearly removes much of the pleasure and self-satisfaction from work. Feelings
of frustration and lack of self-confidence can prevent a person with dyslexia from
enjoying employment.” (p.72).

In order to change this present scenario, Kirk & Reid (2001) stated that dyslexic
individuals are highly visionary beings, because of their ability to picture an entire
situation, which will in turn help them to reach quicker problem-solving perspectives.
Dyslexic individuals are also very good at finding patterns, visualization and the
ability to mentally organise ideas and information, which may contribute to creativity.
Careers such as engineering, architecture and mathematics tend to be easier for
dyslexic individuals as they have strong abilities in tasks that are related to 3D
visualization, problem-solving and overall visuo-spatial skills (West, 1999).

2.12 Positive Psychology in the workplace and Entrepreneur-
ship

There have been few studies undertaken in the interdisciplinary field of dyslexia
and Positive Psychology. One such study, by Julie Logan, will be explained in more
detail in this section. J. Logan (2009) studied the positive aspects of dyslexia in the
environment of the workplace, and more specifically in the entrepreneurial field.

J. Logan (2009) discussed that dyslexic individuals have unique traits and strengths,
some of which will be mentioned here are likely to be present in a dyslexic’s be-
haviours. These are somehow key to their high levels of performance, exceeding
the expectations of a company or even as an entrepreneur. Rauch & Frese (2007)
stated that some of the important traits necessary for a successful entrepreneur
are a sense or need for achievement, innovativeness and creativity, self-efficacy,
resilience and freedom from external control, among many others. Therefore, it is
clear to perceive that an important pattern of traits found in dyslexic individuals over-
lap with these important factors that are necessary for successful entrepreneurship.

Dyslexic individuals are more likely to have difficulties conforming to fixed stan-
dards, structure and “sameness”. When viewed from a positive light, this could
mean that there is a tendency for such individuals to have entrepreneurial be-
haviours, due to certain challenges that dyslexic individuals have had to face during
their early age, such as trying to cope with new strategies for learning, being flexi-
ble in order to maintain resilience or even having to be extremely creative in order
to find new solutions for problems. J. Logan (2009) stated that there is a higher
prevalence of dyslexia in entrepreneurial careers when compared to corporate ca-
reers. Dyslexic individuals often find it challenging to conform to a company’s work
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Entrepreneur Corporate Manager Total
Non-dyslexic 66 34 100

Dyslexic 36 3 39
Total 102 37 139

Table 2.1: Sample composition from J. Logan (2009).

structure and it is common for them to choose the path of self-employment. J. Lo-
gan (2009) also added that the unique traits they possess are incredibly useful for
dyslexic entrepreneurs to establish their own companies. Logan’s study in 2009
was a replicated study she ran in 2001 in the U.K. in which she noticed that the
incidence of dyslexia is higher in American entrepreneurs as compared to the U.K.
study.

2.13 Dyslexia and Entrepreneurship
According to Van Gelderen & Jansen (2006), it is common in the present society

to perceive people seeking to become entrepreneurs and starting their own compa-
nies instead of working for third parties. Some of the reasons for this are the desire
for an enhanced sense of freedom in the workplace, the flexibility to be one’s own
boss and the power to decide one’s daily duties. Some may consider this to be a
beneficial approach to increasing their monthly income. There are also individuals
who are searching for something more meaningful and to achieve certain dreams,
starting their own business is one option to choose. One of the reasons dyslexic
individuals may desire to become an entrepreneur is the freedom and flexibility that
running the own business gives them (J. Logan, 2009).

The study below, shown in Table 2.1, aimed to estimate the proportion of dyslexic
and non-dyslexic individuals in the entrepreneurial and corporate spectrum. J. Lo-
gan (2009) used a sample of 139 adults, 102 were entrepreneurs and 37 were
corporate managers.

As indicated clearly in Table 2.1, from out the full sample, there is a 92.3% prob-
ability of being both an entrepreneur and having dyslexia. It can also be seen that
there is a lower incidence of dyslexic individuals occupying corporate managerial
positions. Therefore, as (J. M. Logan, 2001) has concluded, there is a higher en-
trepreneurial prevalence of dyslexia in entrepreneurial careers when compared to
corporate careers.

Rauch & Frese (2007) discussed the key traits that successful entrepreneurs
manifest, such as creativity and innovativeness, empathy, proactivity, resilience and
autonomy, among many others. As has already been stated, such characteristics
are highly likely to be present in dyslexic individuals.
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Coping strategies are known to be a key feature of the functioning of dyslexic
individuals, when there is a need to overcome challenges in their lives. They may
not be born with a latent ability or specific trait for this, but in order to overcome
specific problems they may have to identify coping strategies, and this will therefore
increase their specific entrepreneurial strengths (Fitzgibbon & O’Connor, 2002).

According to J. Logan (2009) and Mazzarol (2003), one such trait found across
dyslexic individuals as a coping strategy is that of delegation. Since an early age,
they are made aware of their weaknesses, and the intelligence behind delegation.
This does not infer that they cannot perform a specific task, but that it would be
more productive for them to delegate a writing task, for example, and to then spend
more time on a visual task, instead of taking longer to perform a task that they
know is likely to present them with a struggle, causing possible and unnecessary
stress. Delegation is a very important attribute for a leader in the workplace, as it is
crucial to understand how other employees can contribute to the advancement of a
task or project with their strengths. Naturally, such a quality is apparent in business
owners, and by delegating tasks efficiently, they demonstrate trust among the entire
team resulting in a better working environment for the workforce and the company.

J. Logan (2009) also added the importance of delegation for those companies
that are still at a stage of growth. She mentions that when the right individuals
are able to perform according to their strengths in a specific job, this could bring
enormous gains for the company, avoiding the loss of money and precious time.

As is clearly known, the majority of dyslexic individuals struggle with their writing
skills. However, it is not as common to know that they are high performers in terms
of their communication skills, which has been developed as a coping mechanism to
overcome a weakness (Nicolson et al., 1999). This trait is very important for those
who wish to choose the path of entrepreneurship. Communication skills are a core
ability that helps to inspire others to help themselves in achieving their goals/vision.
Dyslexic entrepreneurs can easily draw on this skill to their advantage and for their
success, as this facilitates useful networking with other important parties for the
business, creating confidence, inspiring employees as well as setting a precise
goal that must be achieved J. Logan (2009).

Entrepreneurs have to have enough confidence in order to provide secure strate-
gies and lines of action across all areas of the business. A sense of high self-
efficacy is very important for those who own a business, because scenarios may
not be safe all of the time and in some cases, committing to a risky decision may
be the only feasible course of action or solution. Therefore, those who have a good
overall level of self-efficacy tend to be ready to take risks, as they are more likely to
be persistent in achieving their goals (Rauch & Frese, 2007). In J. Logan (2009)’s
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study, dyslexic individuals presented the same level of confidence as non-dyslexic
individuals. Obviously, this is not a set rule and all dyslexic and non-dyslexic indi-
viduals will have the same level of confidence, because as we know, confidence is
built from a wide range of variables.

According to Hales (1994) and Kirk & Reid (2001), dyslexic individuals, as pre-
viously mentioned, have a certain set of traits and qualities that are very suitable to
becoming successful entrepreneurs. Dyslexic individuals possess sound communi-
cation skills, empathy and creativity, which can contribute to the enrichment of their
entrepreneurial careers. An example of how they could use their strengths in their
favour is to be creative in using coping strategies, such as delegating tasks that
may take them longer to perform, in order to achieve their goals more efficiently.
Some of the traits, which are present in both dyslexic individuals and successful
business owners, are empathy, innovativeness, and a very strong intention to own
a company. It is known that having entrepreneurial behaviours does not neces-
sarily equate to owning a business. However, dyslexic individuals may feel more
comfortable in opting to start up a business, due to the lack of support offered by
existing companies for those with this learning disability, and consciousness of the
barriers they may have to face in order to succeed in corporate positions or sim-
ply because they would like to have control of their work and activities (J. Logan,
2009). In order to escape from potentially stressful situations, a high percentage of
dyslexic individuals decide to focus on their strengths instead of their weaknesses,
and feel motivated and determined to open their own enterprises and to direct their
energies towards more positive outcomes.

It seems likely that corporate challenges sometimes motivate dyslexic individ-
uals to distance themselves from standardised jobs that do not focus on their
strengths and may even emphasise their weaknesses. J. Logan (2009) provides
some support for this, as previously noted. However, her study was based only on
a sample of 139 participants and other than her original study (J. M. Logan, 2001),
there have been no other systematic investigations that explore the comparison
between dyslexic and non-dyslexic groups in the workplace.

2.14 Age of Diagnosis
Diagnosis is a really key aspect for dyslexia. It has been proposed that until

dyslexic individuals receive their diagnosis they experienced a heightened struggle,
because they are still not fully aware of their weaknesses and consequently unable
to improve these (Singleton, 1988).

Nicolson & Fawcett (1995) stated that an early diagnosis of dyslexia would lead
to the identification of an easier solution for the disability. Before knowing about
the disability, many dyslexic individuals may suffer from bullying in schools or not
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fitting in the group, because they are considered as being “less intelligent” or “less
capable”.

According to A. S. Agahi (2015), an early diagnosis is also very important for
Positive Dyslexia. In order to help an individual with dyslexia, he/she must under-
stand what the drawbacks of dyslexia may be on them, because an understanding
of these, may also assist in the discovery and understanding of many strengths.
For example, dyslexic individuals have poor writing skills, due to their difficulty with
spelling. In order to overcome that weakness they may compensate by excelling
in their communication skills and being able to present or persuade others of their
ideas with greater ease.

J. Logan (2009) discussed that dyslexic people also tend to be very good at
delegating activities because they have had to recognize their weaknesses and
rely on activities to be completed more effectively through the use of skills in other
people. Therefore, many of the challenges faced by dyslexic individuals, at school
or university for example, has helped them to recognise the need for help in certain
activities, when they have had an awareness about their learning disability.

Study 1 of this thesis investigated in more depth the link between early diagnosis
and how this would be connected to entrepreneurial traits.

2.15 Income Level/Social class
Study 1 has also investigated the correlation between the income level of dyslexic

individuals and the likelihood of them developing entrepreneurial intentions.

Some authorities argue that those who come from a high social class are more
likely to succeed in the entrepreneurial field. Other authors counteract this point
by stating that those from low-income levels have a greater chance to become
company owners. There are different views and approaches related to this variable.
Hamilton (2000) stated that usually earnings generated through self-employment
are lower than standard employment. However, individuals who decide to become
entrepreneurs rather than being employed by a company, are ready to sacrifice a
stable financial situation for some non-pecuniary benefits, such as the freedom of
owning a business. It is important to keep in mind that there are some exceptions to
this, such as highly paid professionals, such as lawyers and doctors, who will likely
combine both pecuniary and non-pecuniary benefits in having their own business
(Hamilton, 2000; Hvide & Møen, 2010).

Another fact that Hamilton (2000) discussed is that when starting their busi-
nesses, many entrepreneurs reduce their initial salary by comparison to those with
the same intellectual level/category who are employed by a company.

Hvide & Møen (2010) argued that the economic theory suggests that those
who are from a higher social class are likely to succeed more than those who are
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less wealthy. Their findings present a strong interpretation that entrepreneurship
can be considered as a luxury good, because it is closely related to non-pecuniary
benefits. Another finding in their study was that independence and esteem from
the entrepreneurs were in those non-pecuniary motivational benefits and that those
more financially fortunate have a higher desire for it.

Interestingly, results from Hvide & Møen (2010) only confirmed and comple-
mented previous literature stating that non-monetary benefits have a greater in-
fluence on ownership, and those who do not need monetary incentives are more
likely to succeed along the entrepreneurial path. However, they stress that in the
top wealth quartile, the profits have a sharp decrease and they suggest that the
“over the top wealthy” may have less influence on alertness and management fo-
cus. That said, it is possible to conclude that an excess of resources may bring
more dangers than benefits to start-ups (Hvide & Møen, 2010).

2.16 Entrepreneurs
According to Gartner (1988) and Stewart & Roth (2001), many authorities have

seen entrepreneurial inclination as a really important attribution not only for those
who envision opening their own business, but also as a personality factor, which can
help people in diverse situation in their life. Some authors see entrepreneurship as
a behaviour present in a singular type of person, such as one who seeks to open
their own business. Other authors believe that entrepreneurship is an aspect of
one’s personality, such as the capacity to envision useful opportunities in given
situations, which few would maybe have. (Shane & Venkataraman, 2000).

Many authors have argued that personality traits are very much likely to be
present in one’s behaviour over time and become consistent in their life (Roccas et
al., 2002). Caprara & Cervone (2000) believe that our personality traits predict our
actions and therefore it would be eventually helpful to someone to show a latent
entrepreneur behaviour, which could be useful to guide these people in order to
open their own business or take entrepreneur actions in their life.

Notwithstanding that, Rauch & Frese (2007) strongly suggested that person-
ality traits predict whether someone is or is not an entrepreneur or manifest en-
trepreneurial behaviours.

Such personality traits, as previously stated, are divided into four sections/fac-
tors. There are: Biological; such as their own nature, how they naturally act and
their temperament. Personality; composed by someone’s group of characteristics.
Motives; that for example drive a person towards achieving a goal; and attitudes and
beliefs, such as the way people would execute a specific task, what actions they
would take, what they believe in and how they would proceed in diverse situations
(Kanfer, 1992).
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According to Schumpeter (2002), creativity is a trait very much present in en-
trepreneurs. Such a trait predicts the intelligent way they will propose a solution.
Usually people with high creativity are more likely to think “outside the box”, have
unconventional ideas and solutions. Clearly, this can be used as a competitive
advantage within the market. Risk-taking is a further common trait found among
entrepreneurs, and according to (Knight, 1921; Mill, 1848), this trait is very impor-
tant, because people who manifest it are more likely to try new initiatives.

McClelland (1961) stated that entrepreneurs constantly show a need for achieve-
ment and this is very much related to business success. Those who manifest
this personality trait usually have a strong vision and are hardworking, in order
to achieve their goals.

Some authors such as Gartner (1985) and Low & MacMillan (1988) have argued
that personality-based traits theories cannot be seen as the absolute truth. Gart-
ner (1985) believes that entrepreneurs are classified as a heterogeneous group of
people and this provokes a “set of entrepreneur behaviours”. Therefore, accord-
ing to these authors, there is no role model for an entrepreneur and neither can a
personality profile be defined for entrepreneurs.

Whilst some authors, such as cited above, consider the personality-based the-
ories to be unsuitable for entrepreneurs, Schmidt & Hunter (2014) believed that this
assumption does not hold, because the meta-analysis that is undertaken to prove
the discontinuity of the personality-based theory was based on “narrative reviews
of literature” without a means for reliable measurement, and it is furthermore chal-
lenging to find small but vital correlations using narrative reviews.

2.17 Entrepreneurial Intentions
It is crucial to study entrepreneurial intentions, as entrepreneurship has become

one of the most important elements of the global economic growth, bringing with
it extensive benefits to society. It enables society to be more innovative, develop
a range of human capacities, and increase the rate of employability which in turn
gives new options to clients (Moriano et al., 2012).

Before beginning to explain entrepreneurial intentions, it is important to first
explore the Theory of Planned Behaviour from Ajzen (2011). According to Mo-
riano et al. (2012), the Theory of Planned Behaviour combines social and per-
sonal factors to explain intentional behaviours. The TPB certainly explores en-
trepreneurial intentions in a more in-depth and accurate way, compared to other
theories (Krueger, 2007; Van Gelderen et al., 2008). Also, the relationship between
attitudes, entrepreneurial intentions and self-efficacy (the belief one has about self-
performance) is studied in the Theory of Planned Behaviour (Moriano et al., 2012).

The Theory of Planned Behaviour is a very important part of the “entrepreneurial
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intentions” research. It explores social and personal factors and acknowledges
them in the explanation of intentional behaviours. The TPB provides a greater depth
of study and brings more clarity to entrepreneurial intentions in comparison with
other theories. The Theory of Planned Behaviour presents a significant connec-
tions between attitudes, entrepreneurial intentions and self-efficacy (how well one
believes themselves to be excelling) (Ajzen, 2011; Moriano et al., 2012; Krueger,
2007; Van Gelderen et al., 2008).

Intention was studied by Armitage & Conner (2001) and identified as being a
plan for a future action. According to Moriano et al. (2012) it may influence one’s
choice and has a big impact on behaviour control. Intention is a powerful factor
for enabling the prediction of behaviour. According to Krueger (2007), the TPB
is very unique when compared to other models. For instance, with a very brief
overview among the models, the Entrepreneurial Event Model of Shapero & Sokol
(1982) had the aim of defining an entrepreneur when compared to ordinary indi-
viduals. The model states that in order for an entrepreneurial event to exist, five
distinct attributes have to be present, which are: autonomy, the ability to take risks,
make resources more solid, having initiative and organizational skills. The Model
of Implementing Entrepreneurial Ideas offers a deeper reflection from the creative
organizational perspective. The model explains that entrepreneurship and strate-
gic management have differences and EI shapes entire organizations (Bird, 1989).
Finally, the Maximization of the Expected Utility theory, which states that an individ-
ual will opt for an entrepreneurial career if the expected scenario is better than the
company-employed choice (Douglas & Shepherd, 2002).

The Theory of Planned Behaviour is a very applicable theoretical framework that
enables the identification of entrepreneurial intentions, by assessing both personal
and social variables. Entrepreneurial intention is a step before action, and focuses
on achieving a specific objective, such as starting a new business (Moriano et al.,
2012).

TPB argues that three variables can predict behavioural intentions. The first is
the attitude toward the expected behaviour, the second one is a subjective norm
and the last one is the perceived behavioural control.

The attitudes towards behaviour are explained as one’s overall rating of a be-
haviour. The focus of previous research has been limited to the extent of personal
interest for setting up one’s own business. However, as can be realized, a one-
variable item measure can lead to unreliable results (Ajzen, 2011). According to
the TPB, the attitudes towards a particular matter are assessed by connections
and associations among all accessible behavioural beliefs and their various out-
comes and attributes. Also, each belief is evaluated by its outcomes (Moriano et
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al., 2012).

The second component is “subjective norms”, which describes one’s perspec-
tive on social pressures when involved (or not) with entrepreneurial behaviours
(Ajzen, 2011). Subjective can be described as a combination of two elements,
which are normative beliefs and an incentive to accept those beliefs. Normative
beliefs represent the probability that individuals or a group will accept or reject a
specific behaviour. The latter is the willingness to accept and conform to those
norms (Moriano et al., 2012).

The third input variable of the Theory of Planned Behaviour is related to “per-
ceived behavioural control”, which describes the personal evaluation of an individ-
ual on their performance for a given behaviour. According to the theory, all of the
other variables can only influence intention through these three components (Mori-
ano et al., 2012).

Moriano et al. (2012) stated that the main element of TPB is the intention of
performance, because the greater the intention towards an achievement is, the
more likely it is for there to be a high performance-effectiveness.

2.18 What leaders are seeking for in their team
Nowadays companies are very conscious of the high competition in the market

and furthermore, how competitors are constantly looking to improve their resources,
which for the majority of enterprises are their employees. CEOs and business own-
ers know that they have to invest in their employees to guarantee a better competi-
tive advantage against others (Thorne & Pellant, 2007).

Egan (2005) raised the concept that, apart from other variables, diversity inside
a team is the key reason for their development of creativity, which is highly related
to organizational success. It was further stated that those organizations that fail
to improve their creative processes, hinder the capacity of a company to generate
innovative solutions to workplace problems are and very likely to face an organiza-
tional failure.

Many authorities have agreed that creativity is the main skill for the success of
an organisation. Kurtzberg & Amabile (2001) stated that it is very important to give
the right value to creativity, when it is the outcome of teamwork, and such creativity
is essential for a company to maintain their competitive advantage.

Egan (2005) defined team diversity as a group of individuals with distinct quali-
ties, but sharing the same goal for resolving a problem or achieving a specific chal-
lenge. Based on this definition, it can be clearly understood that the most diverse
and heterogenic the team is, the greater its potential capacities are.

As previously stated, having a diverse team is an indicator for a high success
in company results. However, selecting the right crew to work in a team is not an
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Consideration %
Availability of Prospective team members 100

Time commitment needed from team 100
Perceived individual creativity 100

Contribution to overall team dynamic 92
Personality type balance 69

Table 2.2: Team Formation - Considerations made by Organisational Leadership
aiming toward creative team outcomes.

easy task. Detecting specific skills and qualities in the candidates make it easier to
identify those who will compose the “perfect” team (Gratton & Erickson, 2007).

The key question is: “what are the right skills for an employee?” Research un-
dertaken by Egan (2005) found that managers and CEOs seek people who are cre-
ative, problem solvers, intelligent and innovative. The majority of those interviewed
responded that creativity is the number one skill they seek in an employee, how-
ever not necessarily based on how this informs their individual actions but rather
how they contribute their creativity to the team and are able to enrich the collective
results.

In their interviews, these leaders also mentioned the importance of the mix
among educational backgrounds, which would offer different perspectives to view
scenarios, and could be beneficial for productivity. Some of the managers also
ranked reflective, out-going and open-minded beings as very important in compos-
ing a team (Egan, 2005).

The table below, adapted from Egan’s study offers a good overview of what
leaders are looking for when it comes to selecting their team.

As can be seen from this adapted table, in selecting an employee leaders were
attentive to certain considerations, such as observations on applicant availability,
his/her commitment, creativity, their interaction with the team they will be working
with and also their personality-type (if it matches with the team personality and if it
will bring positive outcomes).

In this same study, the interviewees were asked about which individual charac-
teristics they usually look for in an applicant. A very interesting general understand-
ing about team diversity was that all of the leaders mentioned that specific person-
ality traits from different team members from the group, would affect the relationship
in between individuals by influencing the level of creative solutions produced (Egan,
2005).

Mudrack & Farrell (1995) argued that apart from the importance of team diver-
sity, managers and CEOs also recognized the significant of cooperative behaviours,
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which could be closely related to highly empathetic beings, given that to help oth-
ers (even inside a company), requires the ability to perceive and understand others.
Mudrack & Farrell (1995) found this “skill” to be positively related to the overall com-
pany effectiveness and production.

Problem-solving skills were frequently quoted by interviewees along with the
capacity of team members to be pacifiers within the company. Again, the sense of
empathy is significant and Kirton (1989) supported this by saying that when workers
are creative with problem-solving, this stimulates positive outcomes.

2.19 Entrepreneur key-traits
2.19.1 Creativity

Creativity is a trait that has been very much cited by authors as being a core be-
haviour for becoming an entrepreneur. According to Sternberg & Lubart (1999),
creativity is a very diverse field that expands from individual to societal degrees for
different challenges faced. From this definition it is clear to see that creativity is
much more than just a simple “skill” in our everyday life.

Treffinger et al. (2005) stated that creativity goes much further than just a mere
description of a skill or a specific kind of person. As previously stated, it is an
attitude that is present in diverse situations in someone’s daily routine.

Zampetakis & Moustakis (2006) argued that the world is changing and the mar-
ket is constantly asking for new things. More creative jobs have been created and
companies are eager to employ innovative and creative people.

Companies are very aware about market trend, which are based on the latest
up-to-date products and services, for example. Creativity is crucial for achieving the
“uniqueness” of enterprises and in order to do so, the right team is needed. Such
skill is so important nowadays that could generate the initial stimulus for desired
innovation (Zampetakis & Moustakis, 2006).

A major link in between creativity and entrepreneurship relies on the beliefs of
Baumol (1993) and Bull & Willard (1993). They stated that the definition of en-
trepreneurship is very related to the appearance of innovation. Since becoming an
entrepreneur requires facing an extent of challenges, the need for creativity and
the application of innovation through problem solving is both an advantage and a
requisite for entrepreneurship.

Jayawarna et al. (2014) noted that different behaviours and traits drive someone
to becoming an entrepreneur. A high level of creativity was among these predictors.
They found in their study that cognitive ability did measure children’s level of cre-
ativity and it showed a positive relationship with business ownership. It was strongly
suggested that this trait be developed in children and for them to be motivated to
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“master” it, in order to expand the pathway into start-up business and to have more
career opportunities in life.

Being an entrepreneur, as previously stated, is not an easy task in the present
economical world scenario. To be successful as an entrepreneur, a sense of vi-
sion is need in order to perceive favourable opportunities and to create and de-
velop the entrepreneurial process (Zampetakis & Moustakis, 2006). Confirming the
thought from previous authors, Bygrave (2011) believed that the individual who is
an entrepreneur sees chances in diverse scenarios and builds companies in or-
der to achieve the vision. Zampetakis (2008) established a positive link between
entrepreneurial intentions and university, family and individuals thoughts about cre-
ativity.

In order to successfully apply creativity, a good understanding of subjective
practices, adjustability and a sense of innovation are needed (Strzalecki, 2000).
Since creativity is such an important part of entrepreneurship, and also the current
situation in which entrepreneurship can be viewed as a determination of economic
growth, it is crucial a crucial link of entrepreneurial intentions with innovation and
creative process (Drucker, 1984).

2.19.2 Risk-Taking

It was shown by Knight (1921) that entrepreneurs have a tendency of risk losing
all of their investments when they were compared with managers. Rauch & Frese
(2007) stated that such a trait is very much related to the term entrepreneurship. In
other words, entrepreneurs often show the presence of this trait in their behaviour.

According to Bradstreet (1967), starting a personal business is already a huge
risk, with a very high percentage of failure varying among (50%-80%) in the initial
5 years of the inauguration of the company.

Knight (1921) believed that entrepreneurs have an easier time when they con-
stantly take risks during their tasks. The author states that non-entrepreneurs be-
lieve they are not able of changing any aspect of their working environment. How-
ever, entrepreneurs do not think alike and are often dealing with uncertain sce-
narios, which makes them take risks all of the time and to work under pressure.
Therefore, according to Stewart & Roth (2004), entrepreneurs have the trait and
the tendency of having risk-taking propensity.

According to Rauch & Frese (2007), vision is needed to recognize opportunities
in the market. However, risk taking is needed for opportunity exploitation. Shane
& Venkataraman (2000) also made it very clear that risk-taking is not a predictive
for something positive and it is not related to business success, since the market
forecast for the next few days cannot be predicted. Entrepreneurs definitely have an
advantage in trying new things (vision) and exploiting opportunities (risk-taking), but
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the market forecast is always limited and there is never 100% certainty about what
will come next. Rauch & Frese (2007) also stated that those with a high desire
for achievement are more inclined to have higher risk taking traits, therefore, the
decision making process is improved and more efficient for them.

It is interesting to note that the literature constantly states how entrepreneurs
show their high propensity for a risk-taking personality trait. Whilst the focus is
on how they take risks in the workplace, their actions represent much more than
that. Many authors forget that they sacrifice their family, money (for necessary
investments in future), other career choices and opportunities, such as working
for a company and having the guarantee of a stable monthly income. And very
significantly, entrepreneurs sacrifice much of their mental and physical health, with
exhaustive working hours and being connected with their business for the majority
of the day in order to monitor purposes and to accomplish their company’s goals
(Bird, 1989).

Some authors such as Fredrickson & Mitchell (1984) and Zajac & Bazerman
(1991) argued about the paradox of whether entrepreneurs have an elevated propen-
sity of risk-taking or not. More recently, Busenitz (1999) and Palich & Bagby (1995),
argued that entrepreneurs have the tendency to seek opportunities and scenarios
in the most positive way, which can result in them being more open when taking
risks and also revealing how they see and deal with risks.

2.19.3 Resilience

According to Coutu (2002), resilient people understand their present situation, find
meaning in it and try to draw out the best from challenges. Resilience is becoming
increasingly crucial to present-day world situations. It is very common for com-
panies to experience crises and suddenly be obliged to lay off employees. Being
resilient in such circumstances is an advantage. Coutu (2002) also stated three
steps, which must be followed in order to be resilient. The first is to face reality -
that is to identify the problem and its origin. The second stage is to find a meaning
for the problem, and it is very common for people to draw on values and faith to
move forward with this stage. The third and last step is to improvise a recovery,
which means that once a problem is understood, a solution is identified.

According to Jackson et al. (2007), even though some authors agree with the
definition of resilience as describing a person who progresses after a traumatic
event or after a hardship, other academics believe that this definition is ambigu-
ous and greater clarity is needed. Rutter (1999) also argued that the definition of
resilience should deliberately kept very broad and that this is necessary.

Jackson et al. (2007) defined resilience as the trait of an individual who is flexible
and can easily adjust when faced with challenges and adverse scenarios in life.
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Resilient individuals are also able to have a good control over the variables, and
keep calm and composed in a positive way, in order to identify solutions to the
challenges.

Being resilient is similarly a key skill/advantage for entrepreneurs. Companies
seek those who show resilient behaviour, because they are able to manage their
reality, identifying problems and associated methods for recovery. This means
that they complete tasks by identifying solutions, which is a clear need for en-
trepreneurs. They will constantly face problems and will have to turn to the ap-
plication of these three steps, almost automatically, in order to succeed.

2.19.4 Vision

Rauch & Frese (2007) in meta-analyses stated the importance of the trait vision for
entrepreneurs. According to their research, it becomes challenging to set goals,
identify opportunities and progress along a constructive direction without a vision.
They also stated that entrepreneurs need to have the ability to constantly exploit
new opportunities, since the market is changing all the time and they need to create
a competitive advantage for their companies and think ahead others.

Filion (1991) agreed with Raunch & Frese’s perspectives, defining vision as the
projection for an entrepreneur. According to them, studies have shown that en-
trepreneurs who have a precise vision for the next three/four years are more likely
to succeed than those who do not. However, among those with a four-year vision,
the most successful were those who were engaged in more than one established
scenario (in case something may go wrong). Filion (1991) defined vision as be-
ing a crucial tool for entrepreneurs, stating that it is the “guiding framework” for
entrepreneurs.

According to Franks & Frederick (2011), Big Picture Thinking can also be seen
as vision and related to the 3D Visualisation. They state that such a trait is crucial
and very beneficial to logical problem solving. And without doubt, this provides a
good combination with the entrepreneurial trait of seizing opportunities.

Lowrey (2003) also corroborated Raunch & Frese’s idea by arguing that an in-
dividual who seeks to survive will apply extremes of discipline, openness to take
risks and a level of consistency in all actions. Looking at the scenario of developing
and perfecting the future involves creativity, risk-taking and a strong vision. An en-
trepreneur needs to have a combination of all of these qualities in order to initiate,
establish and grow a business towards a successful fruition.

The above gives us the idea that without a vision, there is no progress and this
is a clear requisite for becoming an entrepreneur and achieving success.
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2.19.5 Optimism

Optimism is a common characteristic of entrepreneurs. According to Hmieleski
& Baron (2009), entrepreneurs show a higher percentage of optimism than non-
entrepreneurs. Such a finding can be extended and applied beyond the environ-
ment of the workplace. A study carried out by Puri & Robinson (2004) found that
entrepreneurs tend to believe that their life-expectancy will be longer than the aver-
age, which can also indicate that entrepreneurs may have greater convictions about
their life prospects. In the same study, it was also observed by Puri & Robinson
(2004) that entrepreneurs are more likely to show greater tolerance when taking
risks, compared to those who do not own a business.

Cooper et al. (1988) argued that entrepreneurs find themselves ready for ev-
erything, without paying attention to how prepared they are to execute the given
challenge/task. Complementing this, Busenitz & Barney (1997) stated that busi-
ness runners tend to have a great deal of confidence, leading them to believe that
they are right in a certain situation, which can have significant dangers.

According to Puri & Robinson (2004), entrepreneurs can overestimate their ca-
pacity to perform and this can be very harmful to their companies, since they can
introduce too many risks without due preparation, and this can lead to their fail-
ure. The “blind” optimism is linked with negative results, since those who are overly
optimistic usually create unrealistic scenarios and expectations Geers & Lassiter
(2002).

Obviously, optimism is a very key characteristic for entrepreneurs to have, due
to the fact that they constantly face hardships and have to maintain a positive mind-
set toward their actions (Spencer & Norem, 1996). Those with a moderate level of
optimism are more inclined to have a balanced view, they are more able to identify
negative circumstances and more realistic at seeing positive information (Geers et
al., 2003). However, this needs to be applied with rationality so that their positivism
can be founded on real sources, otherwise the accomplishment of their vision rely
heavily on luck.

2.19.6 Empathy

According to Kalisch (1973), empathy is the capacity of directing yourself towards
another person’s perspective, in other words, it is the power of deeply recognising
someone’s feelings and understanding them. Nowadays empathetic beings are
greatly needed in companies, since this key characteristic can be used to greatly
benefit of the working environment. Once you understand the perspective of others,
people become more understanding in the workplace. For this reason, during their
selection of leaders and managers, many companies are certifying that they are
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hiring those who have demonstrated empathetic capacities.
In addition to the above, Ham et al. (2003) also stated that such a personality

trait is commonly found in entrepreneurs. Being empathetic is essential for en-
trepreneurs, since they will be the head of a whole company. The productivity and
performance of the company are closely related to how the staff are treated, and a
very direct correlation exists between empathy and performance.

According to Northouse (2018), it is very easy to identify the difference between
groups/teams and boss/leaders, within the market. It is more beneficial for a com-
pany to have their employees united as a team instead of a group. In order to
generate this dynamic, there is a basic requirement for those who integrate this
team to have empathy, to constantly understand the needs of others and to always
help their colleagues. The same applies to leaders and their subordinates. The
more understanding and empathetic the leader is, the more their employees will
feel comfortable by working with him/her and their productivity and level of perfor-
mance will certainly increase.

Jayawarna et al. (2014) stated that individuals who have well developed social
skills (which can easily be related to empathetic and communication skills) are bet-
ter qualified to pursue an entrepreneurial career, although those with these charac-
teristics may be more attracted to the security and stability of a good employment.
Parker (2004) argued that individuals who provide this specific “high stock of hu-
man capital” and unique entrepreneurial skills, are more likely to make better use
of these in their own business rather than in an conventional employment.

As previously stated, those are the reasons why empathy is an important trait to
have and we can now perceive how it can become a crucial competitive advantage
for entrepreneurs.

2.19.7 Family Background

Dyer & Handler (1994) strongly believed that family has a great influence on the
appearance of entrepreneurial behaviour in a person. He states that entrepreneurs
described their parents as promoting a supportive environment, but at the same
time a constantly providing challenges, resulting in high levels of desire for achieve-
ment. According to McClelland (1965), such a trait is essential for entrepreneurial
activities.

Jayawarna et al. (2014) stated that the entrepreneurial process starts at an early
age and stress the importance of developing these skills in children at this forma-
tive stage. They also mention the entrepreneurial career choice as being related
to “age-appropriate” skills, which is acquired by an individual in his/hers early de-
velopmental stage (which includes childhood and adolescence). As a result, such
individuals are directed to entrepreneurial careers due to their stimulation of com-
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petencies. As can be perceived, the support of a family for the development of skills
and competencies in an individual can be crucial in their career choice.

According to Athayde (2009), those who have grown up in a family business
tend to become business owners or work in the family business during adulthood.
Also, Laspita et al. (2012) discussed that parents who run their own companies
transmit unique experiences and values to their children, which parents who are in
salaried work would not possess and cannot pass on. All of these circumstances
only make it easier in facilitating the path for an entrepreneurial career choice.

Jayawarna et al. (2014) has confirmed the above through their study, which
has found that individuals start to shape their entrepreneurial characteristics some
years before they actually choose to pursue a business ownership career. This en-
tire path relies, mainly on the stimulation of competencies and investing in a child’s
creative abilities. Their results also suggests that good and serious parenting sup-
port gives children a unique possibility of development in specific entrepreneurial
competences.

Another very interesting finding was that entrepreneurs usually come from a
family, in which parents were self-employed. Such a result confirms once again that
parents tended to encourage their children to develop entrepreneurial behaviours
in their personality (Ronstadt, 1984).

In a study on careers carried out by Dalton & Holdaway (1989), it was found that
the majority of entrepreneurs who took part in this research had similar memories
from their youth. Many of them stated that they were frequently encouraged by their
parents to take part in entrepreneurial activities from an early age. Such an attitude
from the parents was not always association with financial help, but also to give
their children the opportunity to raise their level of responsibility.

Mathews & Moser (1995) added that having a family background support and
encouragement is one of the most significant predictors for business ownership.
Naturally, the person has to already have some inclination to become involved in
entrepreneurial activities. However, as can be seen from past studies, family is a
very important variable and can be highly determinant in the skills, values, morals,
abilities and level of confidence that entrepreneurs will present in order to initiate
their own business.

2.19.8 Leadership

Leadership is one of the most important skills that an entrepreneur can show in their
personality. Being a leader requires a vast number of attributes and also connects
previously mentioned personality-traits, such as empathy, vision, confidence and
proactivity, among many others (Northouse, 2018). The primary traits will be further
explored under this theme and the purpose of an entrepreneur having them will be
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described.

Northouse (2018) has presented an influential description of a leader. He di-
vides leaders into task-oriented and person-oriented people. Task-oriented people
are those who are inclined to pay more attention to a given task and place this as a
priority, ahead of people’s needs. People-oriented leaders are those who whilst giv-
ing great attention to task, will nonetheless put people ahead of all other matters.
Even though the latter is more empathetic and more “desirable” for a company,
Northouse (2018) stated that the perfect leader should demonstrate an extent of
both traits, such that whilst a task is being undertaken with due focus, appropriate
levels of attention are being given to people.

Bass (1995) also stated that transformational leadership is the action of a leader
to put the betterment of the whole company ahead of his/her personal needs and
desires. This kind of leadership is very fruitful, creating a good environment in the
company to work in. Also, the behaviour of a transformational leader needs to be
governed by a very detached and empathetic personality, in order for this sort of
leadership to be sincere and bring successful results for the company.

A study undertaken by Luria et al. (2014), aimed to investigate the relationships
between leadership roles and learning disabilities (LD). Some considerations were
taken before the study. Firstly, it was discussed that leaders are individuals who
take related school and work experiences and put it into practice to their reality.
It was shown in theory that those who have LD are likely to struggle in learning
activities and this will distance them from becoming emergent leaders, or to be
recognized as one (either formal or informal).

Luria et al. (2014) also mentioned that the majority of published literature on
this topic, predominantly shows the negative relationships and outcomes related to
individuals with LD and their work performances. They argue that such a situation
has its roots in myths, but they also hold the press accountable for it. Their paper
also discussed how individuals with LD are less likely to be hired by a company,
because of an assumption by the company that they will be less efficient or produc-
tive. If they are offered employment, these are often for posts which only qualify for
a minimum wage salary and they do not receive frequent promotions. In order to
demystify this, Luria et al. (2014) found no differences in leadership-effectiveness
between individuals with and without learning disabilities. From this, it could be
assumed that an “implicit prejudice” about learning disabilities is present in organ-
isations. The results from the research showed that no significant difference was
found in the leadership-effectiveness scenario between supervisors and peers.

From these results we can assume that employees with learning disabilities tend
to struggle to be promoted within companies, without any basis in their performance
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and effectiveness. Their study also showed that individuals who have high self-
efficacy and motivation will exert good effort to continue leading, with the aim of
becoming a leader, whether they have LD or not. This only means that companies
are not offering sufficient support to assist individuals with learning disabilities to
progress in their working-life.

Given the above, leadership can be considered as the basis of entrepreneur-
ship. Entrepreneurs who possess leadership skills already have a very high com-
petitive advantage, because in order to be a true leader, one has to have major
attributes (as briefly mentioned under this theme), which will be invaluable for suc-
cessful entrepreneurs. Regardless of the current day difficulties dyslexic individuals
find for their progress within organisations, leadership is a key characteristic, which
can undoubtedly make a great difference to their careers.

2.19.9 Problem-Solving

Nowadays, it is essential for an entrepreneur to have strong problem-solving. Such
a characteristic can be the key for a finding extensive resolutions in one company.
Interestingly, problem solving is very related to the creativity conception in a busi-
ness. Ward (2004) stated that “problem formulation” has a big connection to the
final achievement and solution. This “problem formulation”, Reiter-Palmon & Illies
(2004) mentioned is the creative way, brains (teams) will outstretch in order to find
a solution, which will give competitive advantage to the company.

Another circumstance commonly associated with problem solving is the fact that
companies have to work under constant pressure and produce notable results to
the market, otherwise they will be out of the competition. Problem solving also
allows a process of continual “creative ways” to be offered to customers, ahead of
competitors, as solutions for yet unseen and unknown problems (S. M. Smith et al.,
1995).

According to Gilad (1984), and connecting the above-mentioned points, creative
and useful ideas are vital for entrepreneurship. Moreover, entrepreneurs also need
to identify their market, its weaknesses, strengths and potential opportunities, and
then to apply all of this information into action. Sometimes, in order to conceptualise
this it is necessary to involve a future partner who is willing to support it financially.
Again, the entrepreneur needs to “solve the problem” by selling the idea in a way
that those who are buying will believe in its success.

As can be seen from this topic, there is a very clear and interesting correlation
between creativity, problem solving and entrepreneurship. All these need to interact
with each other, in situations such as the workplace crisis, new ventures at the
workplace or even market expansion, for example, in order for there to a successful
output for the entrepreneur.
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2.19.10 Confidence

Arenius & Minniti (2005) stated that being an entrepreneur definitely requires much
more than a few simple skills and characteristics, and one of these is confidence.
Some people may argue that such a skill is subjective to the given business sce-
nario. However, according to Gartner (1985) the process of starting one’s own
business involves a high standard of exercise control until success is reached, and
this process needs confidence.

Moreover, a study carried out by Arenius & Minniti (2005) found a positive rela-
tion in between confidence and a nascent entrepreneur. This study also found that
those who consider themselves as confident have 6.4 times greater chance to be
classified a “born entrepreneurs”, when compared to those who do not believe that
they possess such capacity.

Arenius & Minniti (2005) claimed that confidence is the most important compo-
nent for an entrepreneur to decide to establish a personal enterprise. They also
state that their finding conforms and is consistent with previous psychology litera-
ture, such as intentionality, self-efficacy and also expectancy theory. The latter ex-
plains that the way someone thinks about their performance and its consequence
about one task can decide whether or not the person will do it or not.

Hayward et al. (2006) have found that although confidence is really an important
component for the success of initiating a new business, it is also very important to
be aware to not become an overconfident entrepreneur. Their results have demon-
strated that overconfident individuals tend to start their companies, however they
are also more likely to face failure. Cialdini & Trost (1998) adds that overconfident
entrepreneurs have the certainty and persistence to face specific challenges and
tasks, given their conviction in the necessary resources to execute it and to be ulti-
mately successful. The biggest issue according to Hayward et al. (2006) with those
who are overconfident (the majority of the time) is that their previous positive expe-
riences and sound knowledge, naturally elevates their confidence levels and blinds
their future decisions.

2.19.11 Modesty

This topic should focus on the explanation of modesty as an entrepreneurial trait
and its importance for people with such characteristics. However, not much litera-
ture was found on this specific topic. After searching for related studies, an inter-
esting empirical study by Vunova (2009) was found, which was looking for values
that entrepreneurs would hold before starting their own business, and the difference
once the business has been established. Modesty was one of the leading values
for entrepreneurs and ranked with 44% importance (before start-up), but decreased
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by 11% once the company reached its success.

Vunova (2009) explained that when starting a business, the scenario is very un-
certain; therefore humility is very present in the efforts of those initiating a new en-
terprise or opening a company, during the initial stages. After the business breaks
even and profits start increasing, the entrepreneur tends to feel too self-assured
and overconfident. Modesty stops being meaningful as entrepreneurs will have
personality characteristics more suitable for inconsistent market to develop their
companies, which means they will become more aggressive and audacious (very
different traits from modesty).

2.19.12 Proactivity

According to Zampetakis (2008), proactivity is a constant desire combined with ac-
tions from an individual who seeks change for a certain scenario or environment. A
strong relation has been suggested between proactivity and entrepreneurial inten-
tions.

Previous theoretical work carried out by Crant (2000) showed that proactive
beings succeed more often than non-proactive people and they also have an easier
time adapting in different environments. Others qualities are also commonly found
in proactive people, for example, extroversion, being very confident beings with a
focus on the need for achievement (Claes et al., 2005).

As an example, Crant (1996) carried out a study and found that a positive re-
lation exists between the proactivity of business students and their desire to open
their own companies. Zampetakis (2008) also carried out a study with 199 under-
graduate students with the aim of establishing whether the proactivity score would
be positively linked with the desire and intent to open a personal business. In the
same study, she aimed to test whether this desire would mediate proactivity reac-
tion on the entrepreneurial intent.

The results showed that there is significant mediation between the perceived
desirability of proactivity and entrepreneurial intentions (Zampetakis, 2008). It is
therefore clear to see the need for an entrepreneur to be proactive. Starting up a
business requires people with the desire to make it happen, and not only that, but
also the motivation to work hard before anyone states this as a need.

2.19.13 Social Network

According to Ulhøi (2005) some theories about entrepreneurship, such as Deakins
& Freel (1998) recognized that, in order for someone to be an entrepreneur, certain
crucial skills need to be learned, even though some authors may still believe that
an entrepreneur is born with specific personality-traits, which will direct the person
for it. Ulhøi (2005) also suggested that entrepreneurial theories are forgetting about
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the effects of environment, such as social network forces.

Venkataraman (1997) stated that entrepreneurship is not a phenomenon that
occurs alone. It requires attention to be paid to the SWOT analysis and specifically
at the opportunities and external advantages.

Reynolds (1992) also argued that initial capital and infrastructure is very impor-
tant for starting up a company. However, equally important to these two variables,
is the need for a social network to succeed. These variables, from among others,
are necessary ingredients for starting a business.

Ulhøi (2005) described the clear importance of social network roles to our so-
ciety and especially in the entrepreneurial field. Without this variable, it would be
much harder to accomplish certain initial tasks when starting up a company, for
example contacting the right people to help with bureaucratic documents or even
finding people to become “capital-partners” of the company. In addition, it is impor-
tant to mention the weight of relationships among the social network (strong and
weak proximity). It is crucial to recognize the level of quality of certain connections
and to opt for quality rather than quantity. For example, it would be preferable to
know fewer people but share a deep trust and high-level proximity relationship with
a group, rather than to have a much larger number of acquaintances, who do not
remember your name. This confirms the huge importance of a social network in
the process of an entrepreneurial start-up, but also suggests that an entrepreneur
needs to invest his/her time in “network-nurturing activities”, in order to foster a
comfortable environment for both parties to seek favours and be able to eventually
ask for help.

2.19.14 Communication Skills

According to Ray (1993) in order for an entrepreneur to succeed, certain skills must
be dominant, such as those related to vision, critical thinking, persuasion, negoti-
ation, interpersonal communication, listening and problem-solving. Among these,
two are related to communication - one directly and one implicitly. Persuasion is
very closely related to communication. Entrepreneurs need to master oral commu-
nication skill in order to sell their vision and their ideas to partners, banks and the
market. They also need to be prepared to apply this skill either face-to-face or on
through telephone negotiations. The skill of negotiation is part of persuasion, and a
high level of negotiation skills are need if someone is to fully embrace a persuasive
thought. The implicit skill related to communication is “listening and information ac-
quisition”, because as important as it is to communicate well and have the ability
to sell an entrepreneurial idea, it is equally necessary to develop the ability to learn
about the interest of others, which in turn makes the path to negotiation easier.
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Clarke (2007) stated that being a person with a high communication skill level
is fundamental for entrepreneurs, given that the acquisition of such a characteristic
can increase the level of persuasion, leading to better team performance and an
increased rate of sale, for example. Communication is an essential skill for business
survival, nowadays. Aside from demonstrating good oratory and public-speaking
skills, communication allows the possibility of a vision to be sold to costumers. A
combination of these “ingredients” is what makes communication such a vital skill.

According to Klamer (2011), having good communication skills is much more
than simply speaking well in public. It is also related to persuasion and how this
can impact the company and influence others, and strong communication and per-
suasion skills are an essential pre-requisite for decision-making.

2.19.15 Delegation

According to Franks & Frederick (2011) delegation is a trait that is referenced in
entrepreneurship and dyslexia literature. It is however presented from different per-
spectives. Non-dyslexic individuals were shown to be self-reliant in the majority of
their tasks when working in their own business. Literature suggests that they are
very autonomous and have difficulties in delegating tasks to their employees.

On the other hand, dyslexic individuals have had to learn the skill of delegation
as a very valuable coping strategy since an early age (J. Logan, 2009). As soon as
dyslexic individuals become aware of any weaknesses, they build their own “help-
mechanism” in order to overcome challenges in life. It is clear to perceive that they
develop the delegation ability in order to help their performance in work, studies,
life challenges and wherever is needed for their general advancement.

Individuals who possess such a skill have a good advantage, since companies
need leaders (and owners) to delegate and share tasks. Delegating is a means of
demonstrating to a team, a sincere conviction in their capacity and to decentralise
power (Carlopio & Andrewartha, 2012).

2.20 Dyslexia and the workplace
It is important to understand the magnitude of dyslexic individuals within the

workplace. Further research that was undertaken for this thesis will focus on this
matter. However, before exploring views from employers and dyslexic employees,
it is important to understand the reason why dyslexic individuals represent a key
element for an organization, which is contrary to the mind-set of offering dyslexic
individuals a “favour” by employing them.

Walker & Quong (1998) has mentioned the relentless pressure placed on indi-
viduals since school, which inhibits creative and diversity, promoting only growth for
sameness. The act of valuing differences enables individuals to excel in their per-
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formance, allows personal growth and is certainly more sensible, in encouraging
everyone to focus on their own strengths instead of following the same plan and
forming an army with the same skills.

McLoughlin et al. (2002) stated that in order to receive adjustments and accom-
modations it is expected that dyslexic individuals disclose their disability. Dyslexic
individuals also have protection from legislation, which obliges organisations to pro-
vide support, and failing which they may face Courts and Tribunals.

Qualitative studies were undertaken by Price & Gerber (2001) and (Gerber et
al., 2004), which showed that although individuals with learning disabilities are pro-
tected by the existing legislation, they did not feel comfortable in disclosing their
LD to employers. There are various reasons for this, but overall they were afraid of
discrimination, felt concerned about inconveniencing their employer, and wished to
avoid feeling diminished in the workplace. The majority of individuals even showed
some ignorance about the legislation and did not know it would apply for work
(Madaus et al., 2002).

According to McLoughlin & Leather (2009), dyslexia is a learning disability that
is highly misunderstood by the most of society. Some believe that dyslexia is a
“school problem”, forgetting that this LD represents much more than just issues
with reading/spelling. Dyslexia is not a disease to be treated, and dyslexic individ-
uals will live with this condition throughout their lives, including their adulthood and
within the workplace. The incorrect perception around dyslexic individuals is a fur-
ther misunderstanding, based on a mind-set that considers them to be incompetent
and requiring too much assistance from employers. This is clearly incorrect and has
little to do with dyslexia. Whilst of course people demonstrate a range of compe-
tency levels, having dyslexia does not automatically make someone incompetent,
or affect someone’s ability to deliver to a high standard, especially if appropriate
support is given. There is also a stigma with being dyslexic, given that many peo-
ple, both dyslexic and non-dyslexic, consider poor spelling (and its relationship with
basic literacy) as a source of awkwardness. Furthermore, once dyslexic individuals
are employed, it is hard to find employers who will provide the necessary train-
ing and appropriate support that they need. Hoffmann et al. (1987) suggests that
dyslexic individuals always feel pressure in order to achieve the high expectations
that different institutions have. Employers are one of the most important causes of
such pressure. Kirk & Reid (2001) also argued that even after dyslexic adults are
recruited and have secured their positions in a company, there is always a need to
prove to their employers that they can perform well.

Given all of these reasons it is clear and unsurprising why dyslexic individuals
would not disclose their learning disability in the workplace or in their daily lives
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(McLoughlin & Leather, 2009). Hoffmann et al. (1987) carried out a study in the
United States with nearly 400 dyslexic individuals and found that one of the most
important needs stated by the dyslexic sample was specific training for the job. It is
also argued by Hoffman that dyslexic people cannot always differentiate and fully
understand both strengths and weaknesses, but such knowledge is crucial in order
to allocate the best talents to specific jobs.

2.21 Workplace and reality
As previously mentioned, dyslexia does not go away with time, so from child-

hood to adulthood, the effects of dyslexia may become milder but it does not dis-
appear. McLoughlin et al. (2002) stated that dyslexic individuals have in common
much more than the literacy skills, namely the struggle they have with verbal and
written processing information. Of course, in the long term, this mainly impacts per-
sonal and professional organization, time management (it is common for dyslexic
individuals to underestimate or overestimate the required time needed for a task,
which may impact deadlines and be interpreted by employers as incompetency and
lack of professionalism), word finding, writing, spelling, reading and also mathemat-
ics.

Some of the struggles with dyslexia are present throughout life and may have a
significant impact when an individual is in the workplace. For example, the above-
mentioned issues related to time management and organization may give a neg-
ative impression to the employer leading to him/her to think that the individual is
not a worthy employee. However, if dyslexia were disclosed, the company would
already be aware of the disability and may work towards supporting the struggles
and identifying solutions. The disclosure of dyslexia seems to present a vicious
circle, because employers expect employees to inform them about the LD. In the
majority of cases, dyslexic individuals do not so this because of the reasons already
given. As a result, no support or help is given and dyslexic individuals become at
risk of appearing to be underperformers in the workplace (Hoffmann et al., 1987).

McLoughlin & Leather (2009) also mentioned that the weaknesses that affect
dyslexic individuals can also lead to low self-esteem, lack of confidence and anxi-
ety. This situation makes dyslexic individuals (and also employers) focus on what
they are not good at and cannot do, instead of the positive benefits that dyslexic
individuals can bring to organisations. In other words, this focuses on traditional
dyslexia instead of positive dyslexia (Nicolson, 2015). Morgan & Klein (2000) indi-
cate the importance of a mentor to encourage dyslexic individuals to focus on their
qualities and overcome their challenges by developing coping strategies.

It is advised that a process of assessment be undertaken in order to explore the
reason some tasks may be more challenging than others for dyslexic individuals.
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A typical professional assessment is guided by psychologists or specialist consul-
tants who will be measuring verbal and non-verbal skills, memory and processing
abilities. The purpose of this is to better understand the level of severity in the LD
and provide as much support and help as needed. The expected outcome is to
have a formal recommendation to better adjust the work that will be undertaken by
the dyslexic employee (Kirk & Reid, 2001; McLoughlin & Leather, 2009).

According to McLoughlin & Leather (2009) and Nicolson (2015), in the long
term, dyslexic individuals may underperform due to their formal education, which
did not focus on their strengths, but instead focused on a “general strength”. In
order to support an inclusion with dyslexic individuals; the first step for employers
is to understand the deficit, not as the fault of dyslexic individuals, but rather a
shortcoming of the educational system that exists in the world. Nowadays, there
are very few companies who can demonstrate this kind of support, and a transition
towards it would include the following:

Job crafting/job redefinition: Instead of simply demanding from the dyslexic em-
ployee a specific task, consulting with him/her about the best way to execute it.

Change of job: Once the entire system is more solid, job changing will no longer
be necessary, because dyslexic individuals will already have been allocated the
most appropriate job. However, if this happens, it is important to go through all of the
tasks required for the job and identify for which of these the employee has greatest
performance ability, so that the job allocation will be smoother. Promotion: This may
add more value to dyslexic employees through a recognition of their performance
and dedication to creating a dyslexic-friendly atmosphere.

Training/Education: In some cases, it may be interesting to invest in some train-
ing and further education, which can tailor dyslexic strengths to the jobs they will
be doing in the organization. Re-create the personnel: This is one of the biggest
challenges in the transition for dyslexic inclusion. Personnel management are the
biggest link between CEOs and dyslexic employees. They will be responsible to
guarantee that owners understand the benefits of having dyslexic individuals in the
team, as well as dyslexic individuals receiving all the necessary support and ad-
justments in order to be able to perform to the best of their ability in delivering their
work.

It is true that dyslexic individuals process information in a different way, which
means that they learn and work differently. As already discussed in this section, the
world is currently generating a huge army of “sameness”, which is threatening and
unwelcoming to those who do not belong to it. Therefore, the inclusion of dyslexic
individuals as a positive reality, requires a recognition of the value they will bring to
a company and an understanding that their contribution will be unique (Nicolson &
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Fawcett, 1995; McLoughlin & Leather, 2009; Nicolson, 2015).

2.22 Organizations and dyslexic individuals
According to McLoughlin & Leather (2009) and McLoughlin et al. (2002), the

Disability Acts protect individuals with dyslexia when applying for jobs and with the
assurance of the provision of necessary support. Some companies believe in the
importance of applying this and even taking this obligation further by raising aware-
ness in the company through for example, sharing information on company intranet
systems and providing guidance to employees. Human Resources departments
together with Occupational Health are the responsible departments for sharing this
knowledge with other employees and also providing all the necessary adjustments
and accommodations.

McLoughlin & Leather (2009) argues that it is known and expected that some
jobs may not have flexibility to allow extra time for dyslexic employees to execute
specific tasks. For instance, the majority of banks work at a very dynamic pace and
the market does not allow this to slow down, therefore some follow-up support with
individuals with dyslexia is crucial. There are many steps that organizations can
take in order to provide the adequate level of support, for example, coaching ses-
sions, mentorships, support groups, helplines, guidelines - and all of these should
be available for both the employee and their managers.

According to Bartlett et al. (2010), since we are speaking of human beings,
everyone is different. Dyslexia varies in severity. Some employees may show very
mild dyslexia, which will have little impact on his/her performance, while others
may struggle with the majority of tasks that they may be given. The current day
technological support that can be found in the market is of a very high standard. For
example, there is specific voice recognition software (text-to-speech), which could
speed the process of report writing for those who struggle to write. There are also
planning software for those who struggle with their organization skills, which can
be a key help for everyone who struggles in this department, not being necessarily
dyslexic (McLoughlin & Leather, 2009).

McLoughlin & Leather (2009) and Nicolson (2015) also highlighted that some-
times an organization may be extremely supportive to employ individuals with dyslexia,
but may not have any expertise on the subject or any specific information on how
to best accommodate tasks and support them in their work. They suggest that the
individual brings this knowledge to the company, explaining how the learning dis-
ability affects them and how to best adjust their work with a short and long-term
plan. At the most fundamental level, it is crucial to know how to ask for help. These
conversations should be undertaken in a constructive matter, providing an explana-
tion to employers of how they may work best, emphasising what they can do, rather
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than focusing on their weaknesses.
Goldberg et al. (2003) state that companies want solutions, not problems, and

that is the reason why the disclosure of dyslexia has to be treated as such. Viewing
dyslexia from a positive perspective and “selling the strengths” of individuals may be
crucial. It is also important to be aware that all of this could imply some discrimina-
tion from employers and in order to avoid this, focusing on the strengths alongside
solutions for struggles or weaknesses, may be the key answer for changing the
entire scenario for dyslexia (McLoughlin & Leather, 2009).



Chapter 3

Study 1

3.1 Introduction
The first study of this thesis aims to investigate whether a correlation may exist

between various cognitive strengths and the likelihood of one’s becoming an en-
trepreneur. The study uses a quantitative approach, as a continuation to a number
of studies undertaken by Sara Agahi, Roderick Nicolson and myself. A. S. Agahi
(2015) identified a number of interesting results related to the field of Positive
Dyslexia, which included a set of ten skills described as the Dyslexia Decathlon.
Examples of the qualities demonstrated in the Dyslexia Decathlon include the ca-
pacity to drawn on a bigger picture approach, the application of innovative thinking
for creative solutions, and an enhanced ability in visual-spatial skills. This com-
poses a core triad of cognitive strengths. The second triad relates to inter-personal
strengths, which includes capacities for teamwork, empathy and communication
skills. A third triad describes work-related strengths and includes qualities such as
resilience, proactivity and flexible coping. All three of these triads are underpinned
by the tenth skill, which is a capacity for unconventional thinking.

A qualitative study undertaken by Sepulveda (2013) with dyslexic entrepreneurs
demonstrated similar results to the Dyslexia Decathlon, and the results of J. Logan
(2009) further corroborated these findings.

It was clear that whilst scientists had previously undertaken some qualitative
and quantitative studies, these did not include a comparison of samples related
to both dyslexic and non-dyslexic participants and a comparative approach had not
been analysed. This lack of research, motivated an investigation into whether these
specific strengths of dyslexic individuals were in fact more prevalent in a dyslexic
population when compared to a non-dyslexic samples.

As previously mentioned, the findings demonstrated a set of ten skills (the
Dyslexia Decathlon), however, for the purpose of this first study, the focus was on

46
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the work-related triad and a specific comparison of the entrepreneurial tendencies
of dyslexic and non-dyslexic individuals.

In addition, given the relatively high proportion of dyslexic entrepreneurs. In this
study it was also intended to probe the underlying causes of these relationships.

3.2 Pilot study
A pilot study was undertaken to investigate the essentials traits that companies

were seeking in their new/old employees, in order to identify the core behaviours
that were considered necessary, for the enhancement of company performance
and profit.

The study incorporated the findings of a one and a half hour Skype interview
with a Human Resources manager, which was framed according to 14 open ques-
tions. These focussed on an exploration of what companies would look for as part
of their recruitment process, in order to gain a general, sound understanding of the
most desirable traits that companies seek in their human resources. This in turn
contributed to the assumption that the same or similar traits are also important,
even essential to those who aspire to become entrepreneurs.

Some examples of the crucial traits that were reinforced by the H. R. manager
during the interview was the capacity to have a global vision, heightened com-
munication skills, a sense of drive and leadership, entrepreneurial traits such as
innovative thinking, and a capacity for empathy with others or a situation.

It can therefore be seen that such traits that are desirable and expected by
companies for their new/old employees bears a close match with the “desirable
entrepreneurial traits” previously mentioned in the literature review. It can therefore
be deduced from this connection, that entrepreneurial traits are being increasingly
sought after, and that being an entrepreneur has far greater meaning and a more
extensive definition than “owning your own business”.

3.2.1 Hypotheses of the study

The study of dyslexic adults in A. S. Agahi (2015), taken together with the Sepul-
veda (2013) highlighted the triads of strengths of successful dyslexic adults in three
domains: work skills (resilience, proactivity and flexible coping); cognitive skills (big
picture, visuo-spatial and creativity) and inter-personal (social) skills (teamwork,
empathy and communication), together with entrepreneurial tendencies that were
associated with the dyslexic entrepreneurs. These studies raised important theo-
retical and applied issues: how general are these findings for other dyslexic adults;
how specific are these findings to dyslexia; and how relevant are the findings for
supporting dyslexic adults in terms of career choice?

Study 1 addressed these issues by investigating University students, thereby
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assessing the antecedents of successful careers. In particular, to assess whether
the “Dyslexia Decathlon” skills and entrepreneurial tendencies of the dyslexic adults
interviewed were actually sculpted by their post-University career experience, or
whether they reflected some more intrinsic preferences that could in fact be re-
vealed even in a University context.

I therefore proposed two major hypotheses:

Hypothesis 1

Dyslexic students would also show a preference for all 10 dyslexia decathlon skills.

Hypothesis 2

Dyslexic students would show significantly stronger entrepreneurial tendencies than
the non-dyslexic students.

Dyslexic individuals are thought to have a range of skills and capacities, which,
as already mentioned by J. Logan (2009) are considered to be highly entrepreneurial
oriented. Such traits motivate a sense of detachment from a perceived disability
and drive the desire to prove to companies a heightened sense of professional ca-
pacities combining rare and very useful skills. Although the majority of the world’s
population are understood to be non-dyslexic, the various challenges that those
with dyslexia face, contribute to their increased sense of entrepreneurial-orientation
and help them further develop a stronger combination of entrepreneurial personality
traits.

The focus of this hypothesis is to investigate which of the two groups - dyslexic
and non-dyslexic individuals, show significantly stronger entrepreneurial tendencies
The null hypothesis holds that dyslexic individuals will not have higher levels of
entrepreneurial traits and intentions than non-dyslexic individuals.

In the light of previous literature, I also proposed two further hypotheses:

Hypothesis 3

Dyslexic individuals from higher social classes are more likely to possess entrepreneurial
intentions and traits than those who are not.

The current level of income is a possible factor in determining the amount of in-
come that is aspired for in life. The hypothesis of this study states that dyslexic indi-
viduals who receive a higher monthly income will also have a stronger intention and
desire to become entrepreneurs. According to the theory already shown by Hamil-
ton (2000) and Hvide & Møen (2010), those from a higher social class are more
likely to succeed in ownership, because the development of an entrepreneurial ca-
reer is closely linked to non-pecuniary benefits. This means that the person would
require a relatively comfortable financial situation in order to risk sacrificing it.
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The null hypothesis holds that dyslexic individuals from higher social classes
are not more likely to possess entrepreneurial intentions and traits, than those who
are not.

Hypothesis 4

Dyslexic individuals who received an early dyslexia diagnosis will demonstrate a
higher entrepreneurial intention and traits, than those who were diagnosed at a
later stage.

The hypothesis of the present study suggests that the earlier the dyslexic re-
ceives his or her diagnosis, the greater the propensity towards entrepreneurial in-
tentions and aspirations. One of the reasons (yet to be studied) is that an early di-
agnosis increases the individual’s sense of awareness of their strengths and weak-
nesses, resulting in a more appropriate career choice. According to the previously
cited literature, an early diagnosis may prove very helpful in identifying enhanced
solutions for the performance of those with dyslexia. Therefore, it would be more
likely for individuals to develop their skills and traits, on the basis of an early diag-
nosis (Nicolson & Fawcett, 1995).

The null hypothesis holds that dyslexic individuals who received an early dyslexia
diagnosis will not demonstrate a heightened entrepreneurial intention or traits, than
those who obtained a late diagnosis.

3.2.2 Aims/Values

To undertake quantitative research comparing dyslexic and non-dyslexic university
students, in order to identify which group will demonstrate a stronger entrepreneurial
tendencies.

To investigate whether dyslexic students will show a preference for all 10 dyslexia
decathlon skills.

To investigate if there is a relationship between entrepreneurial tendencies with
income level and age of diagnosis, for the dyslexic group.

3.3 Method
3.3.1 Ethics Approval

The present study received the approval of the University of Sheffield Psychol-
ogy Department Ethics Committee. All participants were contacted through an on-
line questionnaire, using Qualtrics. Before answering the questionnaire, they were
asked to read an information sheet, which gave them the necessary background in-
formation regarding the study. Participants were also asked to give their electronic
consent, in order to participate in the study. All students were assured of the confi-
dential nature of the data being shared, and the anonymity of their names, with the
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exception of access by the research author and supervisor.

3.3.2 Distribution/Participants

At the outset of this research, the author and supervisor contacted the DDSS (Dis-
ability and Dyslexia Support Service) in order to share the on-line questionnaire by
email with all students known to be dyslexic. Also the questionnaire was spread
all over the University of Sheffield, since my data expected to have samples from a
dyslexic and a non-dyslexic group.

251 non-dyslexic students and 70 dyslexic students responded to the question-
naire over a period of two months. A total of 321 students participated in the study
from the following departments, as indicated in Table 2.1.

Faculties distribution % of respondents
Faculty of Arts and Humanities 13

Faculty of Engineering 16
Faculty of Medicine, Dentistry and Health 10

Faculty of Science 33
Faculty of Social Sciences 28

Table 3.1: Faculties distribution.

3.3.3 Procedure

The 45-item questionnaire was designed on Qualtrics and distributed by email to all
students at the University of Sheffield, through the University’s database, reaching
both dyslexic and non-dyslexic students.

A total of 321 participants accepted to participate in the study. 70 participants
were dyslexic and 251 were non-dyslexic individuals. All were exposed to the
full questionnaire, which included questions and variables related to their general
background, income level and age factors. The questionnaire also led them to en-
trepreneurial variables, in order to investigate and understand their entrepreneurial
intentions, attitudes and traits. This specific section of the questionnaire was de-
signed to compare the control group (non-dyslexic individuals) against the target
group (dyslexic individuals).

3.3.4 Materials

The questionnaire for the first study used a set of questions on entrepreneurial
behaviour, taken from Tkachev & Kolvereid (1999), Iakovleva & Kolvereid (2009),
Liñán & Chen (2009) (as cited in Iakovleva et al. (2011)). The dyslexia related ques-
tions were all taken from the Dyslexia Weaknesses and Strengths Finder scale,



Chapter 3. Study 1 51

from A. S. Agahi (2015). The table below presents the details regarding each vari-
able.

Variables Questions
Start firm Entrepreneurial Intentions: I have seriously thought about

starting a firm
Source: Iakovleva et al. (2011)

Satisfaction Satisfaction: Being an entrepreneur would give me great sat-
isfaction
Source: Iakovleva et al. (2011)

Attitudes Attitudes: People who are important to me think that I should
pursue a career as an entrepreneur: Should pursue an en-
trepreneurial career
Source: Iakovleva et al. (2011)

Motivation Motivation: To what extent do you care about what people
important to you think as you decide whether or not to pursue
a career as an entrepreneur?
Source: Iakovleva et al. (2011)

PBC PBC: If I wanted, I could easily become an entrepreneur
Source: Iakovleva et al. (2011)

Resilience1 Resilience: I am good under pressure
Source: A. S. Agahi (2015)

Problem Solving1
(Flexible Coping)

Problem Solving: When something goes wrong I am confi-
dent that I can find a solution
Source: A. S. Agahi (2015)

Resilience2 Resilience: I can apply negative experiences from my past
in a positive way
Source: A. S. Agahi (2015)

Resilience3 Resilience: I can deal well with failure
Source: A. S. Agahi (2015)

Resilience4 Resilience: Dealing with difficult people (or situations) enable
me to grow
Source: A. S. Agahi (2015)

Big Picture Think-
ing1

BPT: I like to start with the big picture on tasks I am under-
taking
Source: A. S. Agahi (2015)

Open-Minded Open-Minded: I am a very open-minded person and I am
able to understand people’s point of view
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Source: A. S. Agahi (2015)
Creativity 1 Creativity: People often ask me for help in creative activities

Source: A. S. Agahi (2015)
Teamwork1 Teamwork: When I am working in a team I like to try to get

everyone to work together
Source: A. S. Agahi (2015)

Empathy1 Empathy1: I have a strong ability to recall emotions and to
sense the emotion of others
Source: A. S. Agahi (2015)

Empathy2 Empathy: I am good at seeing things from other people’s
point of view
Source: A. S. Agahi (2015)

Problem Solving2
(Flexible Coping)

Problem Solving: When something goes wrong I am confi-
dent that I can find a solution
Source: A. S. Agahi (2015)

Optimism When trying something difficult I like to think of the things that
could go wrong
Source: A. S. Agahi (2015)

Delegation Delegation: If I need help with something I generally know
the right person to ask
Source: A. S. Agahi (2015)

Hardworking Hardworking: I am hardworking
Source: A. S. Agahi (2015)

Big Picture Thinking/Vision2 BP/Vision: I am good at seeing things that
we should be doing that we are not doing
Source: A. S. Agahi (2015)

Problem Solving3
(Flexible Coping)

Problem Solving: I feel I am above average when it comes to
find a solution for a problem
Source: A. S. Agahi (2015)

Creativity2 Creativity: I have a good imagination
Source: A. S. Agahi (2015)

Freedom Freedom: I like the freedom to do things on my own way
Source: A. S. Agahi (2015)

Communication Skills1 CS: I am good at explaining things to other people
Source: A. S. Agahi (2015)

Big Picture Think-
ing3

BPT: I am very good at seizing opportunities Source:
A. S. Agahi (2015)
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Risk-Taking Risk Taking: When an opportunity arises I am very good at
taking it, even if it involves risk
Source: A. S. Agahi (2015)

Control Control: I feel I am more successful when I have more control
over how jobs are done
Source: A. S. Agahi (2015)

Communication Skills2 CS: I am good at explaining things to others
Source: A. S. Agahi (2015)

Communication Skills3 CS: I always perform well in oral presentations
Source: A. S. Agahi (2015)

Teamwork2 Teamowork2: I like getting people to work to their strengths
Source: A. S. Agahi (2015)

Proactivity1 Proactivity: I like to plan ahead and so I can prepare properly
for all eventualities
Source: A. S. Agahi (2015)

Proactivity2 Proactivity: I am always the one who pushes the team to
start the work
Source: A. S. Agahi (2015)

Visual VS: I have a good ability on visuo-spatial tasks
Spatial Skills3 Source: A. S. Agahi (2015)
Visual VS: I tend to think in pictures rather than words
Spatial Skills2 Source: A. S. Agahi (2015)
Visual VS: I have a good long term visual memory
Spatial Skills3 Source: A. S. Agahi (2015)

Table 3.2: Variables Study 1.

The initial questions, relating to age diagnosis, income level and background,
were self-constructed in light of the theory presented in this thesis. In total, the
questionnaire had 45 items and is presented in full within Appendix C.

3.3.5 Data Processing

As data was received through the Qualtrics System, and transferred to an excel
worksheet. The questionnaire included approximately 40 items and was coded and
divided into themes, as shown in Table 3.3.

3.3.6 Design to probe

Out of the 321 participants who took part in this quantitative research, 70 repre-
sented the targeted group (dyslexic individuals) and 251 represented the control
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Background Questions
Income Level
Age Factor

Dyslexia Diagnosis
Entrepreneurial Intentions

Attitudes towards becoming an entrepreneur
Motivation

Perceived behavioural control
Entrepreneurial Traits

Resilience
Optimistic

Big Picture Thinking/Vision
Open-mind
Empathy
Creativity

Team work
Proactivity

Problem-solving
Freedom

Communication Skills
Risk-Taking

Visuo-Spatial Skills

Table 3.3: Themes.

group (non-dyslexic individuals).
The aim of this first study was to:

– Investigate if the dyslexic students would also show a preference for all 10
dyslexia decathlon skills;

– Investigate whether the dyslexic students would show significantly stronger
entrepreneurial tendencies than the non-dyslexic students;

– Investigate whether dyslexic individuals from higher social classes are more
likely to possess entrepreneurial intentions and traits than those who are not;

– Investigate whether dyslexic individuals who received an early dyslexia diag-
nosis will demonstrate higher entrepreneurial intentions and traits than those
who had a late diagnosis;

Such specific objectives were chosen, based on the importance to investigate
the entrepreneurial traits and intentions apparent in dyslexic individuals and to un-
derstand the variables that influence their career path, in light of Positive Dyslexia. It
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is essential to understand where they come from, the extent of positive or negative
influence that their dyslexia diagnosis has had in their career choice, and whether
their social level (determined by income) has influenced their mind-set in a particu-
lar or unique way. These enable a greater understanding of whether such variables
have any influence on the choice of career path that is ultimately followed.

Moreover, an analysis of differences between dyslexic individuals and non-
dyslexic individuals is important in enabling dyslexic individuals to be more easily
placed within the workplace. Clarity around differences will allow dyslexic individ-
uals to be more aware of their strengths and weaknesses, and encourage them to
focus on their positive traits and to work through their in development attributes.

Background

At this stage, it is important to briefly present information related to the participant’s
course and basic responses.

Income Level

One question presented an enquiry into this item, with answers being divided into
categories associated with income level. The responses of participants were placed
within the relevant category in order that the relationship between this variable and
career choice (entrepreneurship) could be analysed.

Age

An enquiry into this item was initially used as part of the background information
related to individuals, in order to enhance a greater understanding about the par-
ticipants. It was further used a second time, to better understand the variables
associated with dyslexia diagnosis and its implications.

Dyslexia diagnosis

Information related to dyslexia diagnosis was used to verify if any relationship exists
between this factor and the possibilities of subsequent professional development.
For example, has the time period of diagnosis with the learning disability, positively
or negatively influenced progress towards a career choice or related factors.

Entrepreneurial Intentions

Intentions associated with becoming an entrepreneur were measured in the ques-
tionnaire according to the expressions of desire to become an entrepreneur Iakovl-
eva et al. (2011).

Attitudes towards becoming an entrepreneur

A measure of attitudes related to becoming an entrepreneur, was identified by an
assessment of the perceptions held by others, of the possibility of the individual
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becoming an entrepreneur. Specifically, the measure was defined by asking those
who are important to the respondent, about their conviction or agreement as to
whether the individual should pursue an entrepreneurial career Iakovleva et al.
(2011).

Motivation

Motivation is a further factor related to that of an attitude towards becoming an
entrepreneur. This assesses the extent of value placed by the person on a sense
of acceptance by others, when pursuing an entrepreneurial career Iakovleva et al.
(2011).

Perceived behavioural control

This factor aims to measure how much control someone has in their decision to
become an entrepreneur or not. Iakovleva et al. (2011).

Entrepreneurial Traits

The following traits are drawn from previous studies undertaken by A. S. Agahi
(2015), which identified certain key behaviours in dyslexic individuals who choose
entrepreneurial careers. These traits were probed asking in a likert scale in order
to measure the “level of entrepreneurship” of dyslexic individuals and non-dyslexic
individuals and to find out which one demonstrates higher rates of such behaviour.

3.4 Results
The questionnaire was divided into three parts. The first part was used to gain

an understanding of the individual’s background, followed by questions which would
allow the data to be separated according to dyslexic and non-dyslexic individuals,
and a third part that focuses on the investigation of the entrepreneurial development
of each sample.

321 participants took part in the study, of which 70 were dyslexic and repre-
sented the target group, and 251 were non-dyslexic individuals.

Questions regarding their course, income level and age anticipated the question
about income level, which was further analysed at the end of the questionnaire in
order to assess a correlation between the income level of dyslexic individuals and
their entrepreneurial intentions and traits. Further details are provided on this in
subsequent sections of this chapter.



Chapter 3. Study 1 57

Participants below £1000 237
Participants in between £1000- 2000 60
Participants in between £2000- 3000 16
Participants in between £3000-4000 5
Participants in between £4000- 5000 0
Participants above £5000 3

Table 3.4: Income Level-Participants.

Age gap Number of participants
18-21 160
22-25 75
26-30 37
Above 30 49

Table 3.5: Age gap and number of participants.

Faculties distribution % Of respondents
Faculty of Arts and Humanities 13
Faculty of Engineering 16
Faculty of Medicine, Dentistry and Health 10
Faculty of Science 33
Faculty of Social Sciences 28

Table 3.6: Faculties distribution.

The next question: “Are you dyslexic?” was used to distinguish between the
control and target groups, with 70 participants identifying themselves as dyslexic
individuals and 251 as non-dyslexic.

The next four questions applied only to the dyslexic group, in order to gain a
clear understanding of their diagnosis (if it was an early of late diagnosis) and if this
impacted any aspect of their lives or presented them with challenges that they were
then compelled to face because of the disability.

The first of these questions asked: “When were you first diagnosed with dyslexia?”.
According to the responses, 7 participants were diagnosed during childhood years,
9 this to be during elementary school, 25 participants were diagnosed during high
school, a further 24 were diagnosed whilst at university and 4 of the participants
received a diagnosis after graduating from university.

The second question in this section had a qualitative focus asking: “What did
change in your life once you were diagnosed with dyslexia?”. Please find analyses
below:
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Themes Quotations Exemplification
Better self-understand “I understood my weaknesses better and could use the

information to create more efficient revision and learning
schedules”

Coping strategy “Realised I had to develop a different learning method
and put in more effort, it explained why I struggled some-
times so I had to change that.”

People are more un-
derstanding

“People seem to be more understanding when my sen-
tences are structured wrong.”

Prejudice by peers “However since the children at the dyslexic school were
so stigmatised by my peers I did not want to go and
did not tell my parents about the assessment until many
years later. ”

Self-awareness “I became very aware of my difficulties and therefore very
self conscious about my literacy skills due to this”

Support “Got extra time in exam and knew more about why I
found things which other people found easy difficult”

Table 3.7: Themes.

Following the section, the last part asked, “Do you feel this was a barrier or
a facilitator situation for your future?” as a “Yes” or “No” question followed by a
“Why?” question in order to understand the reasons why dyslexia was a barrier
or a facilitator once diagnosed and how the diagnosis helped them. The majority
(more than 90% of the respondents) stated that the diagnosis served as a facilitator
for them. Below are the themes found and its quotations.
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Facilitator Quotations Barrier Quotations
Better self-
understanding

“I better understand
why I need more
hours to need an
article or write an
essay, so I better
organize my time.”

Late diagnosis
made a wrong
career choice

“Being dyslexic just
explained why I
couldn’t do things
and explained why I
couldn’t do stuff like
pick up a second
language which I
would have needed
for my chosen ca-
reer in International
Development”

Coping strategies “I have to read
things many time
before I understand
it. I forget what
was said on the few
previous pages so
I don’t read many
books for pleasure.
My memory ability
is poor and likes to
practice things in
private till I get it
right before I show
others. It’s a coping
mechanism I think.”

Painful experience “I don’t communi-
cate or write as
much as I should.
I find it something
of a painfully slow
and frustrating ex-
perience.”
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Extra opportunities “It meant that I
was able to get
extra time in exams
which massively
improved my
grades and also
made me more
aware of where
my difficulties were
so I know what
mistakes to look out
for.”

Prejudice by others “I felt a diagno-
sis was a barrier,
because of the
stigmatisation and
stereotype of kids
at the dyslexic
school being “slow”
and having learning
disabilities.”

Increase of
awareness (both
strengths and
weaknesses)

“It was a “disability”
that I felt might
cause people to
judge me if I told
them. It also made
me profoundly
aware of my weak-
nesses.”

Discouragement
from others

“Writing is a very
important skill in the
scientific process,
so many people
said it would not be
an option for me”

Increase of deter-
mination

“ I may tend to
struggle a bit but
with my persevering
character will help
me survive.”

Prejudice by people “People assume I’m
less intelligent than
I actually am.”

Increase of self-
confidence

“ I feel I have a
bright future and if
dyslexia has made
it that way then I
guess it is a facilita-
tor.”

Dyslexic individuals
are minority

“Percentage of
people at university
level with dyslexia
is low.” “It can also
be a barrier, people
sometime disregard
what you say, or
think you have only
got where you are
because of extra
help.”
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More support (emo-
tional as well)

“I think a lot of it
is about the emo-
tional support per-
sonally. I have
a tutor who takes
the time to explain
alternative vies to-
wards my experi-
ences and why they
would have a neg-
ative backlash. I
have so much more
faith in myself as
I don’t worry so
much bout spelling
which allows me to
get my expressions
out before I want to
back away due to
frustration.”

Loss of confidence “Loss of confi-
dence, increased
self doubt, nervous-
ness and anxiety
around some
physical tasks”

Self-acceptance “Dyslexia in my
opinion is just
something you
have to accept just
like if your bad a
maths or sport or
getting up etc.,
it’s genetics at the
end of the day
and you have to
facilitate how you
were born and do
the best with what
you have.”

Table 3.8: Facilitators and Barriers.

The third part of the questionnaire aimed to compare dyslexic individuals and
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non-dyslexic individuals according to variables such as their attitude, motivation,
desire, intentions and perceived behavioural control to become an entrepreneur,
and also the entrepreneurial traits previously referenced: Resilience, Big Picture
Thinking, Open-mindedness, Creativity, Teamwork, Empathy, Problem Solving, Op-
timism, Delegation, Hardworking, Freedom, Communication Skills, Risk and Visual
Spatial Skills. The results are explained in the following section.

3.4.1 Descriptive Analyses

The means and standard deviations are shown in Table 2.9.
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Table 3.9: Means and Standard Deviation.

3.4.2 Effect Sizes

So far, the descriptive analyses have primarily presented the means and standard
deviations, by comparing the results of both dyslexic and non-dyslexic individuals.

According to Cohen (2009), the Effect Size was used for each of the variables
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tested in order to quantify the between-group differences, the effect size measure
[Cohen’s d] was calculated, using the formula:

An Effect Size (ES) of 0 indicates no difference between the two groups and an
ES of ±1 indicates a difference of 1 standard deviation measure between the two.
Because we are interested in the difference between the dyslexic group and the
“control” group, the standard deviation measure used was that for the control group
alone, thereby permitting of extrapolation to the more general student population.
Conventionally, an ES with an absolute value greater than 0.8 is considered large,
greater than 0.5 moderate and greater then 0.2 small (Cohen, 2009). Cohen (2009)
stated that a “no-effect” can be defined by results under 0.2, a small effect size is
stipulated by 0.2, a medium effect size by 0.5 and a large effect size by 0.8.

Figure 2.1 shows the analysis of the Effect Size from the results of both groups.

Figure 3.1: Effect Size comparison Dyslexic individuals Vs. Non-Dyslexic individu-
als.

It may be seen from Figure 2.1 that dyslexic individuals demonstrated increased
entrepreneurial intentions and traits, when compared with non-dyslexic individuals.
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However, it was needed to identify how significant those means were. Many of the
effect sizes ranged between small to moderate, such as: Desire to start a firm (d:
0.38), PBC (d: 0.27), Resilience 4 (d: 0.28), Creativity 1 (d: 0.28), Teamwork 1
(d: 0.32), Empathy 2 (d: 0.22), Problem solving (d: 0.25), Big Picture thinking 3
(d: 0.39), Communication Skills 3 (d: 0.23), Teamwork 2 (d: 0.27). Effect sizes
that ranged from medium to large were: Satisfaction to become an entrepreneur (d:
0.47), Creativity 2 (d: 0.42), Risk taking (d: 0.51) and Visual Spatial 2 (d: 0.58).

From Figure 2.1 it can be determined that the dyslexic individuals felt a higher
desire to start their own firm, and were more resilient and creative beings than the
non-dyslexic individuals. Figure 2.1 also shows that dyslexic individuals preferred
working in a team rather than working by themselves, were more empathetic, bet-
ter in problem solving and have more developed communication skills than non-
dyslexic individuals. These results were within the small to medium range, ac-
cording to the Effect Size. In addition, dyslexic individuals were very distinct from
non-dyslexic individuals in their big picture thinking skills, which means they tend
to be more visionary. They also marked high (and higher than non-dyslexic indi-
viduals) in their motivation to become an entrepreneur, are greater risk-takers than
non-dyslexic individuals and showed higher ES in their visual spatial skills.

3.4.3 Inferential Statistics

This section will demonstrate a series of correlations that have been identified.
Unlike the previous section, the focus is solely on the dyslexic individuals and the
relationship between the two variables of income level and age of diagnosis.

Table 3.10: Age of diagnosis vs. Level of Entrepreneurship.

Table 2.10, shows that there was a weak positive relationship between the age
dyslexic individuals were diagnosed with dyslexia and their level of empathy (r:
0.24) and (p<0.05, p: 0.047). Another finding was that there was no relationship
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between the age at which the learning disability was diagnosed and their capacity
for problem-solving (r: 0.292) and (p: .016).

Table 3.11: Empathy.

Table 2.11 indicates that 5 out of 7 dyslexic individuals who were diagnosed
in childhood had a high empathy level (71%). Of those who were diagnosed in
elementary school, 8 out of the 9 individuals also presented high levels of empathy
(88%). Those who were diagnosed in high school showed a lower level of empathy,
with only 16 out of 25, representing 64%. Those who were diagnosed at university
(21 out of 24) demonstrated a very heightened sense of empathy, at 87.5%. And
finally, those who were diagnosed after university could be considered as being
100% empathetic (4 out of 4). However, given the small sample size of this group
it would be beneficial for such a test to be re-applied to a larger sample in order to
increase the strength in the relationship among the variables.

Table 3.12: Problem Solving.

Table 2.12 shows that 85% of the participants who were diagnosed with dyslexia
during childhood years, demonstrated high “problem-solving skills”. 60% of the
participants who were diagnosed in elementary school had a high level of this skill.
From those who received their diagnosis in high school, only 60% indicated high
problem solving abilities. 60% of those diagnosed with dyslexia at university also
had a high level of problem solving skills and finally all participants (100%) who
were diagnosed post-university, indicated strong problem solving skills.
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Table 3.13: Income Level Vs. Level of Entrepreneurship.

In Table 2.13, we can see that there is a moderate positive relationship between
the income level of dyslexic individuals and their perceived behavioural control (r:
0,327) and (p<0.05, p: 0.006).

Table 3.14: Perceived Behavioural Control.

From Table 2.14, it is possible to perceive that the majority of dyslexic individ-
uals (56 out of 69, 81%) who answered the questionnaire belong to the “< £1000
monthly income level”, which means that the sample is not well spread, and this
could influence some of the analysis. Only 37.5% of those with their income level
below £1000 demonstrated a high-perceived behaviour control (PBC), all the other
participants who belonged to the categories of above £1000 considered themselves
to have a high PBC.

Factor Analysis

A factor analysis was subsequently undertaken to investigate the interrelationships
between the multiple variables, and how they clustered together. In order to as-
sess whether there were different “clusters” of skills associated with strengths and
dyslexia, a principal components analysis was undertaken on the data for the 35
questions, together with a presence / absence of dyslexia. This revealed 8 factors
with an eigenvalue of at least 1.0, together accounting for 61.26% of the overall
variance.

Of all the questions in the questionnaire, the main focus was on the variables
being tested with a Likert Scale (entrepreneurial intentions and traits) as the oth-
ers were primarily used to gain participant background information or were open
questions, which were analysed with a qualitative approach.
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According to Ferguson & Cox (1993), the Kaiser-Meyer-Olkin test is: “a test of
sampling adequacy which indicates whether the associations between the variables
in the Correlation matrix can be accounted for by a smaller set of factors (p.88)”. In
order to identify if a Factor Analysis was adequate for this study, the KMO coefficient
has to be higher than 0.5, otherwise the methodology used is inadequate for the
data. A KMO of 1 indicates a perfect adequacy of the method; in this study the
KMO coefficient was 0.905, which is considered excellent and appropriate to the
data.

For completeness, Table 2.15 indicates the eigenvalues for all 36 components
and the percentage of the total variance is stated by each of the main components.

Table 3.15: Total Variance Explained.
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The Factor Analysis derived a total of 36 possible components, as shown in Ta-
ble 2.15, in terms of decreasing eigenvalues. It may be seen that 8 components had
an eigenvalue of at least 1.0, and the following analyses are limited to these 8 com-
ponents, following standard practice. It may be seen that Component 1 (eigenvalue
11.11) accounted for 30.86% of the variance.
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Figure 3.2: Scree Plot.

The Scree Plot shows that the polygonal line rapidly dropped after the eighth
component, which are the components that explains the majority of the total vari-
ance with 61.26%.

In Table 2.16, we present a component matrix with factor loadings for all vari-
ables onto the 8 factors.
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Table 3.16: Component Matrix (unrotated).

Rotation can refine the way factors are being interpreted and according to Field
(20011): “Rotation maximizes the loading of each variable on one of the extracted
factors whilst minimizing the loading on all other factors. (p.3)”. Varimax was the
orthogonal rotation chosen for this study.
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The highest factor loading, as an absolute value, indicates the factor with which
each variable is associated. Considering the absolute values, higher than 0.4, in
bold numbers in Table 2.17, the rotated component matrix is presented below.

Table 3.17: Rotated Component Matrix.

Factor 1: This factor is composed by eight variables, which are delegation
(0.555), hardworking (0.723), big picture thinking (3) (0.536), risk taking (0.508),
control (0.444), teamwork (2) (0.459), and Proactivity (1) (0.722) and (2) (0.718).
All of them load strong and positively.
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Factor 2: Six variables were found to be positively loaded in this factor. The
variables that constitute factor 2 are resilience (1) (0.702), (2) (0.722), (3) (0.722),
and (4) (0.541), problem solving (1) (0.585) and open minded (0.439).

Factor 3: This factor comprises five variables that were positively loaded. The
variables are creativity (1) (0.444) and (2) (0.539), visual spatial skills (1) (0.728),
(2) (0.736) and (3) (0.689).

Factor 4: The variables that compose factor 4 are desire to start a firm (0.809),
satisfaction to become an entrepreneur (0.751), attitudes towards becoming an
entrepreneur (0.628) and perceived behavioural control (0.609). All these variables
positively load between them.

Factor 5: Five variables were found to be positively loaded in this factor. These
are motivation to become an entrepreneur (0.489), teamwork (1) (0.419), open-
minded (0.576), empathy (1) (0.688) and (2) (0.620).

Factor 6: This factor comprises three variables that were strongly positively
loaded are communication skills (1) (0.833), (2) (0.836) and (3) (0.473).

Factor 7: Five variables were found to be positively loaded in factor 7. These
are optimism (0.643), big picture thinking (2) (0.465), problem solving (2) (0.483),
freedom (0.606) and control (0.496).

Factor 8: The variables that compose factor 8 are dyslexia (presence or ab-
sence) (0.671), big picture thinking (3) (0.475) and risk taking (0.497). All variables
were strongly positively loaded.

Factor Analysis of the data

In summary, Factor 1R (which loaded primarily on the hardworking proactivity 1
and 2) accounted for 10.19% of the variance. The other seven factors accounted
for between 4.68% and 8.97% of the variance respectively. The rotation succeeded
in isolating a single dyslexia factor, Factor 8R (4.68% of the variance, that loaded
on dyslexia at 0.671. It may be seen that Factor 8R is associated primarily with
dyslexia, big picture thinking and risk taking.

3.5 Discussion
3.5.1 Referring back to the hypotheses

In some of the findings, the dyslexic group showed significantly higher ratings for
items within all four domains, which were entrepreneur items, social skill items, cog-
nitive items, and work skill items. These ratings occurred not only for the items rated
relatively highly by all, such as empathy, but also for other categories which were
low preferences for the non-dyslexic students (such as risk taking and visuo-spatial
skills), as shown in Figure 2.1. Also, the Varimax rotation revealed a novel and
unexpected finding, with a major, dyslexia-specific factor (Factor 8R) associated
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strongly with BPT3 (big picture thinking) and risk taking.

For this first study, four hypotheses were developed in order to give direction to
the research. An explanation of the findings in each hypothesis is described below,
stating if they were corroborated or not, and how previous literature reviews have
supported it.

The study of dyslexic adults in A. S. Agahi (2015), taken together with the Sepul-
veda (2013) highlighted the triads of strengths of successful dyslexic adults in three
domains: work skills (resilience, proactivity and flexible coping); cognitive skills (big
picture, visuo-spatial and creativity) and inter-personal (social) skills (teamwork,
empathy and communication), together with entrepreneurial tendencies that were
associated with the dyslexic entrepreneurs. These studies raised important theo-
retical and applied issues: how general are these findings for other dyslexic adults;
how specific are these findings to dyslexia; and how relevant are the findings for
supporting dyslexic adults in terms of career choice?

Study 1 addressed these issues by investigating University students, thereby
assessing the antecedents of successful careers. In particular, to assess whether
the “Dyslexia Decathlon” skills and entrepreneurial tendencies of the dyslexic adults
interviewed were actually sculpted by their post-University career experience, or
whether they reflected some more intrinsic preferences that could in fact be re-
vealed even in a University context.

I therefore proposed two major hypotheses:

Hypothesis 1: Dyslexic students would also show a preference for all 10 dyslexia
decathlon skills.

As previously stated, the study of dyslexic adults of A. S. Agahi (2015) taken
cooperatively with Sepulveda (2013) highlighted the triads of strengths of success-
ful dyslexic adults in three domains (work, cognitive and social skills) together with
entrepreneurial tendencies that were associated with the dyslexic entrepreneurs
demonstrated a pattern on those interviewed dyslexic adults.

Study 1 explicitly compared dyslexic students with their typically achieving stu-
dent peers. It is crucial to recognize that dyslexic students, despite their success
in reaching University, have been diagnosed by means of weak performance in
literacy, and have a diagnosis of learning disability. It is, unfortunately, the case
that these difficulties are generally also reflected in working memory and in speed
of processing (Vellutino et al., 2004), both key skills for University performance.
Furthermore, there is almost no research published that has found any consistent
dyslexia-specific strengths for dyslexic children or adults.

In summary of the findings, the dyslexic group showed significantly higher rat-
ings for items within all four domains (entrepreneur, social skills, cognitive skills and
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work skill items).

Overall, therefore, this hypothesis addressed the antecedents of the dyslexia-
characteristic strengths. It was found that (with the exception of some work-related
preferences), the entrepreneurial, cognitive and inter-personal skills and prefer-
ences that characterize the successful dyslexic adults and entrepreneurs are in-
deed present in the population of dyslexic students, before they embark on careers.

Hypothesis 2: Dyslexic students would show significantly stronger entrepreneurial
tendencies than the non-dyslexic students.

This current study demonstrated some novel results. According to J. Logan
(2009), it was already known that dyslexic individuals apply entrepreneurial be-
haviours as a coping strategy and mechanism that assists them to address and
overcome their challenges in life and accomplish their goals. However, whilst it was
known that dyslexic individuals had an inclination to become entrepreneurs and
that their personality traits were expressive of many entrepreneurial behaviours, a
gap in research existed in terms of a comparison between dyslexic individuals and
non-dyslexic individuals.

The present study has undertaken a comparative study in between dyslexic
students and non-dyslexic individuals and has shown that dyslexic individuals have
a higher desire to start their own firms, are more resilient and more creative beings
than non-dyslexic individuals. The results clearly identified that dyslexic individuals
prefer to work in teams rather than independently. They showed themselves to have
higher empathy skills and problem-solving skills and to be more advanced in their
communication skills than non-dyslexic individuals. All these findings were within a
small to medium ES range.

Other results further demonstrated that dyslexic individuals were more capa-
ble to non-dyslexic individuals in areas such as big-picture thinking (vision), which
means that they acquire an important entrepreneurial skill that is crucial for setting
goals, identifying the right opportunities, exploiting new opportunities and progress-
ing consciously in the right direction and along the path to success (Rauch & Frese,
2007).

Together with big-picture thinking, dyslexic individuals also showed a higher
motivation to become entrepreneurs and expressed greater risk-taking tendencies
than non-dyslexic individuals. As presented by Eide & Eide (2012), big picture is an
ability that allows dyslexic individuals to make links among different ideas and con-
ceptions. Rauch & Frese (2007) stated that risk-taking is very connected to vision,
because the latter is important in recognizing opportunities, but risk-taking is cru-
cial for exploiting it. It is also interesting to note that although such a characteristic
is very important for entrepreneurs, it does not guarantee success for a company,
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because the market forecast is never 100% sure about it (Shane & Venkataraman,
2000). In addition, the factor analysis revealed that both big picture thinking and risk
taking were variables strongly associated with dyslexia, as seen in Factor 8R (Table
2.17). Such findings corroborate previous studies and support literature discussed
in the present thesis.

The biggest difference found between the dyslexic and the non-dyslexic sam-
ples was the response to the variable visuospatial2 “I tend to think in pictures rather
than words”. This result had the largest differential effect size (0.59) and also one
of the higher “strong or very strong” ratings for the dyslexic sample (43%), which
was almost triple for the non-dyslexic group (14%). Visual thinking was identified
as a huge preference among the dyslexic individuals and can be seen to be highly
associated with dyslexia, which resonates well with both “Mind’s Eye” framework
and MIND strengths together with the literature previously noted in the literature
review (West, 2009; Eide & Eide, 2012).

Maybe an unexpected finding to most dyslexia experts and to society at large
is that this study reveals that dyslexic individuals may possess skills that are highly
important for a competitive advantage to the present moment. All these findings are
highly applied and open opportunities to both dyslexic individuals and employers to
jobcraft dyslexia-tailored careers by giving the appropriate support at all stages of
a the life of a dyslexic, from their early education until they reach the workplace. It
would seem an obligation to ensure that such strengths are assessed and nurtured
throughout their lives.

Hypothesis 3: Dyslexic individuals from higher social classes are more likely to
possess entrepreneurial intentions and traits than those who are not.

From our findings, we could conclude that individuals with an income level above
£1000 had a higher perceived behaviour control than those who earned below
£1000.

The hypothesis cannot be corroborated, because from all of the variables of en-
trepreneurial intentions and traits, only one showed to be significant when crossed
with the “income level” question.

PBC: 37.5% of those with their income level below £1000 demonstrated a high-
perceived behaviour control, all the other participants who belonged to the cate-
gories of above £1000 considered themselves with a high PBC. Income level and
PBC showed to be positively correlated with a significance of p : 0.006.

Hamilton (2000) stated that employed people tend to have higher earnings than
those who are self-employed. The results of this study has shown that those partic-
ipants with higher perceived behaviour control had a higher income level as com-
pared to those with a lower PBC, which is one of the key characteristics for en-



Chapter 3. Study 1 77

trepreneurial intentions, according to Iakovleva & Kolvereid (2009). The study could
not identify whether those participants who marked a high score in PBC were al-
ready entrepreneurs or simply had one of entrepreneurial intentions high from their
personality. As we stated before, one of the main purposes of the first study was to
identify entrepreneurial intentions and traits in dyslexic individuals.

Hvide & Møen (2010) stated that the economic theory believes that individuals
with a higher income level are more likely to achieve greater success than those
who have lower incomes. As we could perceive from the study results, those with
income levels under £1000 demonstrated a lower PBC when compared to dyslexic
individuals with higher income levels.

Although we found a positive relationship between higher income levels and
perceived behaviour control, it is crucial to underline that this finding does not mean
dyslexic individuals from higher classes will become entrepreneurs more easily.
According to Hvide & Møen (2010), it is important for entrepreneurs to have a high-
income level, in order to not rely on pecuniary benefits. Those individuals who
belong to the top of the pyramid of the social class do not obtain a benefit from it.
They state that the “over the top wealth” may bring more harm than good, because
it can decrease alertness and disconcerting management. Also, those individuals
who belong to the very top, are not in desperate need of such an income, so it is
unlikely than someone from such a background will produce as much as someone
from a lower social class.

To conclude, the hypothesis could not be fully corroborated as only one variable
from entrepreneurial intentions and traits demonstrated any significance. However,
it was possible to identify that those with a higher income level presented a higher
perceived behaviour control score.

Hypothesis 4: Dyslexic individuals who received an early dyslexia diagnosis will
demonstrate higher entrepreneurial intentions and traits than those who had a late
diagnosis.

The variable “age of diagnosis” had some findings in empathy and problem
solving.

Empathy: As already presented, a positive correlation has been identified be-
tween the “age of diagnosis” and empathy, p : 0.047. 71% of dyslexic individuals
who received their diagnosis in childhood marked themselves as high in empathy,
followed by 88% of those diagnosed in elementary school, 64% of those in high
school, 87.5% were at university and 100% of those diagnosed after graduating.

Problem Solving: As previously shown, a positive correlation was found with
the “age of diagnosis” and “problem solving”, p : .016. 85% of dyslexic individu-
als who received their diagnosis in childhood, demonstrated high problem solving
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skills, followed by 60% of the participants who were diagnosed in elementary school
demonstrating a high level of this skill. From those who received their diagnosis in
high school, only 60% indicated having high problem solving abilities. 60% of those
diagnosed with dyslexia at university also had high levels of problem solving skills
and finally all participants (100%) who were diagnosed after graduating indicated
strong problem solving skills.

Although there is a significant relationship between the age of diagnosis, em-
pathy and problem solving, a pattern could not be identified that would indicate the
optimum age by which to receive a dyslexia diagnosis, as there was little difference
between all of the diagnosis age groups.

Previous literature discussed in this study states that the earlier the diagnosis,
the better the dyslexic will perform in life. However, it does not discard the possibility
of those having a later diagnosis being strong on those skills, as can be seen from
this study. According to Nicolson & Fawcett (1995), an early diagnosis is crucial
for a good remediation, which makes us believe that in an obvious notion of, the
sooner the better. However, there are cases where the diagnosis was not provided
during the early stages of the life of a dyslexic individual. This does not mean that
they may not have good performance in empathy and problem solving skills even
though they have not received an early diagnosis.

Positive dyslexia suggests that dyslexic individuals should have an early diag-
nosis in order to understand how they work better as dyslexic individuals. In other
words, they need to be aware of their strengths and weaknesses in order to perform
well (S. Agahi et al., 2014). As we previously mentioned, the earlier an individual
receives their dyslexia diagnosis, the easier it may become, because they can fo-
cus more on how to excel in their strengths and improve their weaknesses, instead
of trying to identify and improve them at a later stage of life.

These results were not conclusive and therefore the hypothesis could not be
corroborated. Further research would be needed in order to understand if these
traits are developed throughout the life of a dyslexic individual or if they are already
born with it.

3.5.2 Further Discussion, Weaknesses and Limitations

Study 1 had three hypotheses as shown in the previous section. Hypothesis 1 was
the only one that demonstrated substantial findings.

To summarise the main results, dyslexic students showed higher ratings when
compared to non-dyslexic students for the entrepreneurial, social, work and mental
items. However, it was possible to identify that the “least developed” from all of the
four domains was the “work” domain.

The majority of questions within the DWSF proposed by A. S. Agahi (2015) in-
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volve preferences rather than abilities, which clearly has to derive from the individ-
ual instead of second parties. Fouad & Bynner (2008) stated that, “An individual’s
beliefs in his/her ability to accomplish career-related tasks are critical predictors of
career choice, particularly in non-traditional careers” p.556, which was also sup-
ported by a meta-analysis from Nye et al. (2012).

The findings showed that dyslexic students presented little evidence of the work
factors. The students did not find themselves hardworking or proactive. However,
they rated themselves high when considering whether they are good at working
with difficult people.

The mental/cognitive, entrepreneurial and social skills and preferences that por-
tray the successful dyslexic adult and entrepreneurs were existent in the dyslexic
students of study 1 even before they commence their working experiences.

A few limitations and weaknesses were found in the first study. Firstly, all data
was collected through qualtrics, which could have excluded those who do not have
Internet access. Also, in order to guarantee that all dyslexic students were officially
diagnosed with the learning disability, the emails were sent by the DDSS from the
University of Sheffield, which excluded university students from other sites.

All markings in the questionnaire were a self-evaluation rather than a measure
from a specific skill or ability. However, it is important to state that Zell & Krizan
(2014) demonstrated in their metasynthesis that there is a positive correlation be-
tween self-evaluation and performance measures.

The “income level” question and hypothesis was a little compromised because
of the student sample. Although a positive correlation was identified in this variable
and perceived behavioural control, the majority of it classified in the group “below
£1000”.

And finally, same variables measuring different attributes appeared to have dis-
crepancies in the results. Therefore, the second study was focused on providing a
qualitative study in order to fully investigate the underlying reasons for the discrep-
ancies.

3.6 Conclusion
We can conclude from study 1 that, as has been previously before in the liter-

ature review, dyslexic individuals do possess unique traits as coping mechanisms
that help them to face the challenges they have had to go through in their lives.
This is the first time a comparison with both dyslexic and non-dyslexic samples has
been undertaken and as can be seen, dyslexic individuals presented higher scores
in variables such as resilience, creativity, problem-solving skills, empathy, visual
spatial skills, communication skills, higher preference to work with teams and risk-
taking skills. Dyslexic participants also expressed a higher desire and motivation to



80 3.6. Conclusion

become an entrepreneur by comparison with non-dyslexic individuals. The factor
analysis also presented a finding with a major, dyslexia-specific factor (Factor 8R)
strongly associated with BPT3 (big picture thinking) and risk taking.

The Dyslexia Decathlon was found to be present across the dyslexic students
group (with the exception of some work-related preferences). The entrepreneurial,
cognitive and social skills preferences that were found as a pattern across different
studies (Sepulveda, 2013; A. S. Agahi, 2015) are in fact present in the dyslexic
students population, earlier to the commence of their careers.

A link between perceived behaviour control and income level was found to be
positively connected. It is important to stress that this result is not conclusive in or-
der to state that dyslexic individuals from higher classes are more likely to possess
entrepreneurial intentions and traits. Firstly because from all of the variables, only
PBC was found to be significant and secondly, none of the entrepreneurial traits
tested were found significant with the “income level” variable.

A positive relationship was also found to exist between the age of diagnosis,
empathy and problem-solving skills. However, a pattern with the age bracket could
not be identified, as all age groups were almost equally distributed. Therefore, whist
a relationship was recognised, the study cannot indicate when would be the more
beneficial age/period for an individual to receive a dyslexia diagnosis.

The main objective of this study has never intended to diminish non-dyslexic
individuals (regarding the comparative part of the study), but to explore and prove
that dyslexic individuals have a uniqueness that should be empowered by schools,
companies and society, and for these strengths to be further developed to the ben-
efit of all.

Some further questions were raised following this study. For instance, why
some participants marked very high in one question regarding visuo-spatial skills
but marked lower in other questions within the same variable. Study 2 was an inter-
esting “follow-up study” that could identify through a deeper qualitative analysis the
reasons for the differences between the variables, which demonstrated discrepan-
cies.
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Study 2

4.1 Introduction
In study 1, 70 dyslexic students completed the questionnaire. 39 gave their

agreement to undertake a further study. During the first study the following vari-
ables were measured in the dyslexic sample to identify how they rated themselves
for each variable: resilience, problem-solving, open-mindedness, big picture think-
ing, creativity, teamwork, empathy, optimism, delegation, hard work, freedom, risk-
taking, communication-skills, control, proactivity, visuo-spatial skills. Each variable
included more than one question and in four of the variables a marked variation
was found in the scores returned within-variable. The objective of this study was to
undertake a qualitative study to investigate the discrepancies in the answers within
the same variables (resilience, big picture thinking, visual spatial skills and commu-
nication skills) by dyslexic students.

The issue of interest in this follow-up study was why in these cases there was
a discrepancy in the dyslexic group between questions designed to probe the
same attribute (big picture thinking, visuo-spatial skill, resilience and communica-
tion skills). Analysis of the individual scores indicated that 10 dyslexic participants
in Study 1 showed particularly marked within-variable discrepancies.

4.2 Method
4.2.1 Aims and Objectives

The main objectives of Study 2 were as follow:

– To identify the underlying reasons for discrepancies in resilience from Study
1;

– To investigate the reasons for a large discrepancy in big picture thinking from
Study 1;

81
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– To understand the reason for the discrepancy in the answers from visual spa-
tial abilities from Study 1;

– To understand the underlying reasons for the discrepancies in communication
skills of Study 1.

4.2.2 Qualitative Research

According to Braun & Clarke (2013), the simplest way to explain qualitative research
is that its data is in words, as opposed to the quantitative approach that uses nu-
merical data and statistical methodologies for analysis. Qualitative research uses
more than just words (for its data) and its techniques for analysis; it is about the
application of values, beliefs, assumptions and actions within a community.

Braun & Clarke (2013) explained and described qualitative research in ten-
fundamental steps. The first step relates to meaning; qualitative research is not
about numbers and quantity, but rather focuses on the meaning of the results. Sec-
ondly, it does not have one fixed answer; it commonly draws on a good range of
themes to explain one specific situation. Thirdly, context is key; the analysis of the
data is linked with what the participant is saying, where and why. Fourth, it can be a
very critical approach, as often researchers may touch upon sensitive topics. Fifth,
ontological assumptions are the ground for qualitative research; since ontological
positions determine the relationship between our inner interpretations and possible
practices and the world. Sixth, given that epistemological assumptions are consid-
ered as “legitimate” knowledge; epistemology is interested to know the nature of
a specific knowledge and what is possible to know. Seventh, qualitative research
involves qualitative methodologies, for instance IPA or Thematic Analysis; in this
case, the researcher has to be conscious of choosing the best methodology for the
specific study he/she is doing. Eighth, it uses all kinds of data, which means it uses
uncoded data (raw), naturalistic data and qualitative surveys, among many others.
Ninth, qualitative research requires researchers to think qualitatively. And finally,
the last fundamental for qualitative research is that subjectivity and reflexivity are
valued in this approach.

4.2.3 Research Strategy

A qualitative approach aims to understand certain aspects of society or behaviours
in an individual life. Distinct from a quantitative approach, it does not have the
goal to measure anything, but tries to analyse the deeper situations, attitudes and
experiences of participants. Questions such as “what”, “how”, “why” are questions
that a qualitative approach aims to answer (Patton & Cochran, 2002).

According to Saldaña (2011), the goals of a qualitative research will be directly
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linked with its final purpose. Also, this type of research can be used in different
types of disciplines, such as psychology, anthropology, communication, business
social work, and journalism, among others. Outcomes can usually be observations,
a new understanding related to society, and an evaluation of how well programmes
or new policies worked.

In addition, Storey (2007) stated that qualitative methods are much richer to
develop for specific areas of research. In qualitative research, the focus is on the
meaning, the unique experience of an individual and sense making, instead of rank-
ing given variables. Another advantage of qualitative research is the direct contact
with participants in interviews, focus group or case studies, which can be enriched
by non-verbal language too.

This specific approach is very suitable for the second study of this thesis, given
its aim to understand some of the results in greater depth and particularly learn
about the discrepancies that were identified in the first study. As previously stated,
“what”, “how” and “why” questions will be an essential informant for such an analy-
sis.

4.2.4 Participants

The participants of the second study were chosen from a sample of participants
from Study 1. Those who demonstrated discrepancies in their answers from the
variables which were measured, were contacted via email in order to be invited to
participate in a further study. 10 participants were contacted via email, but only
8 replied and accepted to participate in the study. Table 4.1 below offers a brief
description of each participant.

Participants Brief introduction
Participant 1 N was an undergraduate in Landscape Architecture and was

diagnosed late with dyslexia.
Participant 2 Ch was an undergraduate in English Language and Litera-

ture, she worked part-time and received a late diagnosis of
dyslexia.

Participant 3 G was an undergraduate in Business Management and re-
ceived a late diagnosis in dyslexia.

Participant 4 K was reaching her final year of Chemistry and with English
being her second language, she had difficulties in being di-
agnosed with dyslexia. She received a late diagnosis.
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Participant 5 Ca was in the final year of her Masters in International Law.
English was her third language, so she faced some chal-
lenges in being diagnosed with dyslexia. She received a late
diagnosis.

Participant 6 J was an undergraduate in Tissue Engineering and received
a late diagnosis of dyslexia.

Participant 7 A was finishing her MA in Social Work and was also work-
ing as a Social Worker. She received a late diagnosis of
dyslexia.

Participant 8 B was an undergraduate in Material Science and Engineer-
ing and received a late diagnosis of dyslexia.

Table 4.1: Table of participants.

4.2.5 Interpretative Phenomenological Analysis

An interpretative phenomenological analysis was chosen for the qualitative analysis
for the following reasons. It aims to understand and explore how people conform to
their collective and individual world. Phenomenology is used in this method, which
means that lived experiences are carefully examined in the analysis. IPA highlights
the dynamicity of the research and the activity role of the researcher in the entire
case (Smith, 1996).

Interpretative Phenomenological Analyses was presented by J. A. Smith (1996)
in order to solve the discussion between the paradigms of social cognition and dis-
course analysis. He also stated that IPA is a good mediation approach for positions
of social cognition and discourse analysis.

IPA is divided into five stages in order to conclude its analysis. This will be
explained below, using examples from the transcripts of Study 2, the entire process
of it. In Study 3, further exemplification of the chosen method is presented.

Stage 1: Read the transcripts

Storey (2007) stated that the first stage of the IPA is the full read of the transcripts.
This process allows researchers to find the central concern in the data.

All the data was transcribed from the 8 interviews that were undertaken and
read several times to allow a greater understanding of the participants and gain a
good “feel” of the interviews. Further to this, general comments and notes were
made when convenient and necessary.
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Stage 2: Identify and label themes

According to Storey (2007), this stage involves re-reading all the transcripts as well
as the initial notes that were taken, so as to start producing themes in the right hand
margin. Of importance to this stage, is the identification of very clear connections
between the data and the themes. However, the use of theoretical concepts are
also permitted in order to maximize the interpretation of the data. The researcher
is expected to take an analytical posture during this stage and not just state themes
in a journalistic summary.

Stage 3: Link themes and identify thematic clusters

In order to obey the sequence of the steps, the next stage is to start linking the
preliminary themes. For this stage, it is important to remember that some initial
themes may be connected to each other and may be incorporated within each
other and expressed as a singular theme (Storey, 2007) .

Stage 4: Summary table of themes with quotations

In stage 4 themes are organized together with their constituent sub-themes and
illustrative quotations drawn from the transcripts (Storey, 2007) .

Stage 5: Screenshot from the table of themes

Finally, the last stage of the IPA is the capturing of a final table with all the above-
mentioned contents incorporated within it.

4.3 Results/Analyses
The aim of Study 2 was to better understand some of the discrepancies that

were found in Study 1. The themes, which showed the results that needed further
investigation were: Resilience, Communication Skills, Big Picture Thinking and Vi-
suo Spatial Skills.

In this section, I will analyse the main reasons for the discrepancies in the an-
swers from the quantitative study (Study 1) in all the above-mentioned themes and
also understand deeper all the variables and dyslexic individuals behaviours in each
theme. For instance, why did the dyslexic individuals score a very high average in
the question “dealing with difficult people (or situations) enable me to grow” and a
low average in the question “I am good under pressure”.

4.3.1 Resilience

The first theme was that of resilience. The previous quantitative study identified a
discrepancy between two questions related to the theme of resilience. The first was:
“I am good under pressure”, for which dyslexic individuals scored very low. It was
analysed the sub-themes for such low average, specially taking into consideration
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previous studies stating how resilient dyslexic individuals are.
The main reason why dyslexic individuals marked a low average for this ques-

tion was that they associated “being good under pressure” with “like to work under
pressure”. When asked how they found themselves working under pressure, at first
they said they did not like it, but as the response developed further, they stated
some of the benefits that pressure can bring to them.

More focus/directions and goals under pressure (8/8)

100% of the participants considered themselves to be more focused under pres-
sure, stating that pressure is a useful tool in enabling them to follow their goals
up to their accomplishment. They further reinforced these reflections during the
interview, affirming that being under pressure brings with it positive outcomes.

“My outcome of working under pressure is better than when I don’t have pres-
sure. If there isn’t pressure, I kind of don’t work really well. I am not work under
pressure I am like pipe in the sky, kind of abstract, I suppose.” (Participant 1)

“It is quite useful for me. . . It helps me push to work better and harder, helps me
to find ways to be more efficient with my time or a time issue. . . It helps me to exam
the way I am doing things. Sometimes it is harder, in exams, especially when there
are multiple questions at once, multiple assignments or the time pressure and to
try to solve everything. . . It helps me organising myself. . . Try to figure out what my
focus will be on. Working under pressure can help me to keep my focus on, as long
there aren’t many sources of pressure on.” (Participant 8)

Another interesting and related feature was the impact of pressure on their
sense of focus. The participants made it clear that working under pressure can
make them much more focused and determined to finish a specific task, when
compared to periods without a deadline.

“It helps me with stress-resistance, keeps me focus. . . I still have problem with
discipline, but I am much better when I am working under pressure. For things that
I like to do, for example one experiment or research, but I am under pressure and
I need to get a lot done it makes me feel that I didn’t learn as much as I could.
Because sometimes if you look at one topic, but you have your time limits and you
can not look deeper into it and you just have to let it go and for the sake of getting
better marks. But if you are not under pressure and you are doing the research and
you could look into various areas and look deeper into the subjects. . . I think the
outcome of working under pressure is positive for me because I need that kind of
ability in order to survive and also I think working under pressure helps me. Like if
there is an accident situation, I could react faster than if I don’t have that experience
of working under pressure and may not be able to work fast enough and think for a
better solution”. (Participant 4)
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The participants also showed their awareness of the role of deadlines. Instead
of viewing themselves as victims or considering fixed deadlines in a negative light,
they use deadlines as an opportunity to work harder over the duration of a specified
time in order to accomplish their goal.

“I seem to carry a lot of pressure whether it is rugby or football, but I am quite
good at decision making on sports under pressure whereas I am not technically
that good in decision making without pressure. I tend to force myself to work much
more when I am under pressure, because I have to set deadlines for myself and I
also have a very limited time to execute it.” (Participant 3)

“I kind of like to know that I have a deadlines to do things. So I have to know
what I have to do next. I like to know that it needs to be done. So if it is a long
term piece of work I would break up that to myself into short term things, so I like to
know and be very organised.” (Participant 7)

Better organizational skills (4/7)

More than 50% of the participants stated that pressure helps them to keep organ-
ised. For instance, where there may be numerous deadlines and responsibilities
over a particular period, they will exert much effort to structure and organise them-
selves and, as they recognise that this will greatly ease the process and enable
them to find the time to manage and implement all of the work that is needed.

From the interviews, the following quotations proved powerful in describing this
sub-theme.

“I don’t work too bad under pressure to be fair, I am very organised, like very
organised.” (Participant 7)

“And the other situation, for the time being is great; I can manage to reconcile
both. I really have to organize my life around schedules. And everything began
to flow much more easily. I have to start putting on the calendar, setting alarms,
because if I do not, I forget it and it does not work. If I organize, it flows much
better.” (Participant 5)

More efficiently (8/8)

Another sub-theme that was identified as a pattern regarding all of the participants
was that of “efficiency”. All agreed that working under pressure enhances and
improves their productivity and results in positive outcomes.

“I think the outcome of working under pressure is positive for me because I need
that kind of ability in order to survive and also I think working under pressure helps
me. Like if there is an accident situation, I could react faster than if I don’t have that
experience of working under pressure and may not be able to work fast enough and
think for a better solution.” (Participant 4)
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One interesting component that was identified in relation to efficiency was the
fact that the participants do not particularly like to work under pressure. Actually,
in some cases they were very direct to say they do not enjoy it. However, they
assumed that having pressure and a busy schedule makes them feel more produc-
tive.

“I don’t really mind it, I don’t particularly like it, but I don’t know anyone partic-
ularly enjoys working under pressure. But I do quite like to be under pressure. I
like my job and stuffs to be quite intense, if I feel like I didn’t have a full day, I don’t
really like it. I like to think that I fit everything into my day and my day has been very
productive and stuff. So, I don’t mind working under pressure.” (Participant 7)

Another interesting feature related to efficiency was the speed at which a spe-
cific task would be executed. The participants found that they would function at a
faster pace, given that little time can be spent on tasks which have short deadlines.
The following three quotations provide a good illustration of this finding.

“I would say that I get very stressed and I try to do things as fast as possible so
I do not lack in time. What worries me the most, the day I have a lot of pressure,
is lack of time. And I end up doing as many things as possible in the shortest time
possible. Even if I have more time, I try to cut my time in half to see how I get on
and then if I have time to go back and see the work, I do it . . . this is usually how I
do it.” (Participant 5)

“Really depends. Like, if you are under pressure because you have loads of
costumers, the store is busy, I can manage it well, because I work in a high speed.”
(Participant 2)

“It is quite useful for me. . . It helps me push to work better and harder, helps me
to find ways to be more efficient with my time or a time issue. . . It helps me to exam
the way I am doing things.” (Participant 8)

Pressure brings the best out of me/ Pressure helps me to explore skills and
strengths (8/8)

All of the participants stated that working under pressure produces improved out-
comes when compared with working without pressure. An interesting point in rela-
tion to this theme is the ability of the participants to recognise that although working
under pressure can feel unpleasant, it nevertheless helps them to grow in various
aspects of their lives.

“I think difficult situations have made me explore my abilities. It made me get
to places I never imagined I could get. Honestly, since I left Brazil and came to
Europe. . . In my first year I went to Italy, then I came here and now I’m doing a
master’s degree. . . I always realized that difficult situations were necessary for me
to achieve my highest potential. So, as much as I do not enjoy working under
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pressure, I think the pressure gets the best of me in some ways.” (Participant 5)
“Overall pressure helps him to be more focused and execute tasks faster ”. (Par-

ticipant 3)
It was also clear to identify that pressure helps the participants to perform to

their best ability and to further explore their skills and strengths.
“It is unpleasant but can be helpful, so must go for it. . . It helps me with stress-

resistance, keeps me focus. . . I still have problem with discipline, but I am much
better when I am working under pressure.” (Participant 4)

For instance, in the following quote, one of the participants states that he is
aware that he does not work well in the evenings, so he has explored his options in
order to work smarter and in a more productive way, by starting the day very early
(when under pressure with a high work load) instead of following the usual routine
which he uses when there is no immediate pressure.

“I know I work poorly in the evenings. . . So I guess I would have a late night,
work hard, and wake up at 4 am in the morning instead of trying to push forwards.”
(Participant 8)

Avoidance of problems with people/ Turning situations around (6/8)

Still following the theme resilience, the question: “dealing with difficult people (or
situations) enable me to grow” provided a very positive response, resulting in a
high average for the answer. An analysis from these interviews showed that the
primary cause for such a high result was the exceptional ability that the participants
have with interpersonal skills. A combination of this understanding and a generally
easy going personality, means that the participants find it relatively easy to deal
with problematic beings.

“In my previous job, my colleagues would pass people on to me, because I am
good to deal with it and I use a lot of empathy. I don’t think I have that because of
social work. Because even when I worked in retail and stuff, I was always dealing
with refund and stuff because I was always good at calm people down and I think
it is gonna sound really bad, but it helps the fact I am quite a smiley person and I
don’t look like angry and stuff. . . ” (Participant 7)

“I think in my work, social work, you have to work with some difficult people and
I think this helps me in my work, my actual employment work, because. . . it is hard
to explain. . . I really don’t know how. . . I am quite good at turning situations around.
I am good at communicating with people to help them. . . So even if the person is
difficult I would help them and they would not be hard on me.” (Participant 7)

Another interesting point that arose during the interviews was that some partici-
pants would not even remember having to manage difficult people, because of their
easy-going personality and attitude.
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“I never found people that difficult, I suppose. So I never really noticed. Kind of
just think is better to let people do their own thing.” (Participant 1)

“I think I’ve never had a problem dealing with difficult people, because I always
try to get around the situation. ” (Participant 5)

Even in cases where challenges were noticed, they would try to draw on their
own empathetic personality traits, in order to understand a particular and less
favourable behaviour in others.

“I mean, I know I’ve cross difficult people but I don’t think it had bothered me
too much. Usually I get along with people, so I think it is hard to me to think about
more examples because I try to overcome how difficult the person may be with my
personality. . . ” (Participant 3)

“I try to give people the benefit of doubt, try to figure out why they are behaving
in that way. . . I think like. . . I could let that annoy me but I try to find ways to work
around them if I am in a position where I can understand their situation in that
scenario and try to understand why they are being difficult to be understood in that
situation. . . ” (Participant 8)

Easy going personality/ Understanding personality/Empathy (6/8)

Drawing on past experiences, almost all of the participants demonstrated a very
easy-going and understanding personality, which certainly helps to provide a height-
ened sense of empathy. This specific sub-theme is closely related to the previous
one: “turning situation around and avoidance of problems”, because they would use
their easy-going and understanding personality as a coping mechanism to avoid
any problems with other people.

“In my personality probably yes. Because it makes you more understanding to
people. Instead of just presuming that they’ve just been away from you, I would try
to understand that person and try to understand what’s got them in that situation.
And this, of course expand your knowledge as well and it gives you more empathy
with people.” (Participant 7)

“You learn always from a difficult situation and it really depends what difficult
situation it is. . . if its empathy or if its not. . . but I think it can be really heart-breaking
when you’ve had someone that you were unable to help. . . ” (Participant 2)

Help people to feel unique (can include “benchmark other’s qualities”)

Whilst this feature was not mentioned much, it is important to state it and to ac-
knowledge the mechanism that this participant would apply in order to improve her
skills and strengths and to feel more comfortable with her weaknesses.

“Picking up a lot of other people skills. . . “Stealing” what they do to get my own to
be good. So, I saw in other’s people capacities what I should be doing and learning
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with them. . . ” (Participant 7)

Table 4.2: Theme-Resilience.

4.3.2 Big Picture Thinking

The second theme was Big Picture Thinking. In the previous study three questions
were asked of the participants in order to measure the BPT behaviour in dyslexic
individuals. The first question, “I like to start with the big picture on tasks I am
undertaking”, had a low overall score. The second question, “I am good at seeing
things we should be doing that we were not doing” had a medium score, and finally
the third question, “I am very good at seizing opportunities” had a very high overall
score. As can be seen, three questions were asked with the intention of measuring
the same theme. However, since the responses resulted in significant discrepan-
cies, it was necessary to undertake a further qualitative analysis on these.

Interviews took place in order to better understand the discrepancies and from
analysing the sub-themes, it was concluded that dyslexic individuals are good at
having long-term goals and visionary thinking. However, they have problems with
organizational skills, which hinders their ability to apply the big picture into practice.

Below are some sub-themes found throughout the interviews, which helped find
such conclusion.
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Long Term Vision/Long Term Goals - Visionary - Seeing beyond (8/8)

Having a sense of vision was a pattern identified by all of the participants in different
times in their lives. All demonstrated very open-minded personalities, which in turn
leads to a more creative approach to the development of their own future. Whilst
their future options could be viewed with flexibility, they all worked hard and were
very determined to reach their goals.

“So there was not internship before, and then I came up with the idea to have
more chances to succeed. So then they understood it and they opened the student
internship, so we sorted the place for social care students in internships. It helps
me in my career as well. . . I was thinking long term. . . I was already in my third year,
so this wasn’t help me short term anyway to sort out the placements, but I knew it
was good for my future career choice. It was good on my CV, it helps me to get a
good reference and it also helps the other students in the future because they have
got much wider scope placement for them now.” (Participant 7)

“I think my big picture would be when I was in high school. . . much younger. I
wanted to go to other countries to study and I tried my best to improve my English
a lot when I was in high school while the other quite didn’t bother. . . And this really
helped me with all my applications. . . ” (Participant 4)

They also expressed a medium to long-term vision for their life goals, such as
going from school to the real world and strategically analysing all the opportunities
and possibilities.

“I think coming from an undergrad to a masters, which is what I am doing now I
kind of seized the opportunities, I suppose. Even to take a new career path. I think
when I was doing sports I was seizing opportunities as well. Going into teams, that
kind of stuff. . . I think the fact I am doing a masters, puts me more in a specific
career but also doing something that will help in the long run.” (Participant 1)

“So, I initially applied for Economics and Finance I chose that and it was my
first choice, and my second choice was business management. I chose Economics
and Finance because it is kind of a respected degree, and business because it is
more employable and I was more likely to get a job after Uni. But the main reason
why I went for business is because it doesn’t restrict me for what I am going to do
afterwards, like engineering, perhaps should be another option, so I thought about
maximize my opportunities.” (Participant 3)

An interesting finding was their approach to interpreting tasks and challenges
that are not necessarily pleasant or favourable for them. Again, they use the big
picture thinking strategy to visualize the reason for undertaking a specific task within
a given / present moment and to reflect on how that may impact their future choices
and opportunities.
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“I think essays. . . Absolutely when I am studying. Because you will be doing one
piece of work but I always try to think of it in big schemes. . . I always try to think,
in the end, this little piece of work will make a huge massive master degree. So
not to stress over that too much, I think I’ve done that a lot the whole time I have
been studying. Yeah. . . just tell yourself that because sometimes is hard. Just tell
yourself that the bigger picture is more important than this little bit of stress. This
really bit of stress now, will pay off for life, hopefully ” (Participant 2)

“Hmmm. Best example would be that. . . in my course we get the option of doing
a second year and that would line to move up to a masters course and this is
something which quite early on i wanted to do, cause i kept quite a great average.
So I knew that would be a good opportunity to have a better CV, have more job
interviews. . . If something comes out quickly I will take a moment and think about it
and look at all the options. . . By the end I chose to go to the masters. . . ” (Participant
8)

Proactivity (6/8)

Another interesting sub-theme, which was identified through the analysis of the “Big
Picture Thinking” theme, was “Proactivity”. For instance, participants revealed that
they if they became aware of a problem they would feel motivated to solve it. If such
an opportunity arose, they could not just ignore it or and not do anything to make it
happen. The extracts from the interviews below, serve as good illustrations of this
behaviour that they possess.

“Yeah, and it tends to annoy me to be fair, annoys me that people don’t. So,
some people will think in the problem, but will not do anything about it. And I would
go back there, identify the issue and think why I can’t I just do this instead? I just
don’t understand why other people don’t get it. I just don’t think why they can see it
but do nothing about it. I am definitely really proactive, and sometimes this is really
good, but I can feel that sometimes this is really annoying for other people. Like,
people that are not like that, this must be annoying for them.” (Participant 7)

“When I was working in a call centre, I saw different ways that we could be struc-
turing the lay out of planting to make it possible more attractive to the clients. . . so
thinking about aesthetics and how these things can be important. . . ” (Participant
1)

A sense of proactivity was found in different aspects of the lives of the partici-
pants as a common and strategically used trait, whether it be from entrepreneurial
opportunities which needed proactivity to initiate, or the quick actions taken within
the workplace in order to maximize all available opportunities,

“When I as at school. . . about 16 or so, I heard about this website called Alibaba,
it is a Chinese website. So, I had the idea to stock this and then sell it to people
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in the UK, basically because people didn’t want to wait 30 days to have it shipped
from China, so I took the initiative and started selling it. ” (Participant 3)

“I saw that I was not doing it, I identified it and started doing it. It happened very
fast. A friend of mine told me that they had a position in the company and called
me to do an interview. It was lucky you know . . . I went, they liked me and I started.
I was scared to death at first, thinking that this was not going to work . . . I really
thought I could not handle it, but it was okay. ” (Participant 5)

Identify opportunities → Seize opportunities (8/8)

Another feature identified in the Big Picture Thinking was the power of seizing op-
portunities. As already referred to, this sub-theme is intimately related to the pre-
vious sub-theme of proactivity. Such participants have a visionary personality, with
the ability to seize different opportunities in their life, and their sense of proactivity,
enables them to put their goals into practice and to accomplish them. Below are
some examples of how this characteristic finds expression in their behaviour, both
in their personal and professional life.

“So. . . My boyfriend and his job at the moment. . . Well. . . he is Indian and in
school he was having an international day. . . so he didn’t want to do it, but I told him
you need a job and if you do it, it will look really good on you and then he did get
a job after it. The teacher in there got interested and offered him a job, so it was
really good.” (Participant 7)

“I learned that Sheffield University has a research programme in the summer
and I paid attention to it and in my second year I sized the opportunity to do the
project and I intend to work with research in my life, so if I have one research
project in my 2nd year and another one n my 3rd, this means I have 2 more working
experiences.” (Participant 4)

It was clear that the application of this sub-theme was not only present in their
professional life, but was also drawn on in their personal desires, showing that the
participants would seize opportunities very naturally and across various areas of
their lives.

“Probably my personal relationship with my boyfriend, because we’ve been
friends for a very long time. It could be completely over, especially because I was
at unit at the time and he wasn’t. I just thought I was in that kind of situation that I
was not losing anything if I go for it. I used to worry too much with things like that
and sort of panic as well and that would hold me back. But I think I just got into
a certain stage that, specially after college when I was getting into University and
was saying yes to things, going after things. So yes, going after that was a good
decision, because it is 2 and a half years later and we are still together.” (Participant
2)



Chapter 4. Study 2 95

Network for opportunities (3/8)

Networking for opportunities was a sub-theme that almost 50% of the participants
mentioned. They can take advantage of such a trait given their strong oral commu-
nication skills and their desire to seize life opportunities. This is well demonstrated
in the following extracts.

“Always when I see something, I always think, “oh, that friend of mine needs a
job and this is a good opportunity”. So I think I am good at seeing when others will
be good performing something and finding opportunities for them. . . I am also good
at networking for opportunities for myself and stuff.” (Participant 7)

“Well, I was studying in an Italian school in Brazil, so my initial idea was to do
my degree in Italy and it was very simple . . . everything came up with an internet
search, because I wanted to do a History degree, then I discovered Archaeology
and found it very cool, I started to research where it would be nice to go and I found
Rome and Rome was THE PLACE to go . . . Although I did not finish my degree
there, it was not a mistake to go there, I learned a lot, but going there was very
difficult, because as much as I had many contacts I had to really run behind to find
a place to stay there. So I used a contact of mine that was a teacher and he knew
someone in Rome and they helped me find a house. And that person had contacts
with the University too, so I kind of used my social network.” (Participant 5)

Table 4.3: Theme- Big Picture Thinking.
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4.3.3 Communication Skills

In Study 1, Communication Skills also appeared to produce contradictory results.
The question, “I am good at explaining things to others” obtained a very low aver-
age, even though the question, “I always perform well in oral presentations” had an
impressively high average. Following the analysis of the interviews, it was clear that
the greatest challenge for dyslexic individuals is at the stage of organizing ideas.
Dyslexic individuals tend to do well in presentations, because they dedicate a useful
amount of time to rehearsing, practising and domain the knowledge, in order to be
able to effectively share a message to a specific public. Such in depth preparation
is not always possible, if you are required to explain a subject to a course mate in
the middle of the library, for example.

The sub-themes, which were key in revealing such a conclusion, were:

Explanation with knowledge (4/8)

Participants felt that they can be very effective in explaining something to peers, in
a professional meeting or in their work environment. However, they also need to
obtain the necessary knowledge in order to feel confident enough to transmit this
knowledge to another person.

“I feel that I am good at explanations. . . like when I explain a subject to a course
mate, for example. If I have the knowledge about the subject I can give a really
good explanation. The more knowledge I have, the comfortable I am to explain
something.” (Participant 4)

“I would probably relate that to my working environment, because we have new
colleagues coming to the store and they all need training. Either this or with a
costumer. Like, some of them would have issues with a pet they’ve got at home
and they need advise of how to take care of this pet. And it is a nice viewing when
you can help somebody with the knowledge you’ve got and pass that information
successfully. Like nutrition for dogs, careful rooms, and things like that. I think I am
really successful with that, specially with the experience I have in the store now it is
quite rare that I can’t help somebody at all.” (Participant 2)

Good at explanations when ideas are organized (3/8)

A further point which was identified was that participants use organization as a cop-
ing mechanism in order to be able to excel in explanations. The following extracts
illustrate this characteristic well.

“If I am prepared, like if I have prepared the oral presentation before, I feel like it
will be a good explanation, but when I am just talking and not prepared, I don’t feel
my explanation is that good. For example, now, I don’t even know if I am going to
the point with what I am saying. I never think I am getting to the point while I am
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explaining. So for instance, if I am going to present in a big auditorium I will prepare
everything before hand and I know I will succeed in that and people will get exactly
what I am saying.” (Participant 7)

“I think is quite good. . . I am not fast like presenting things, I have to think about
it and construct. I think by answering a question I would be ok. I can be simple at
my explanation and very straight to the point.” (Participant 1)

The sense of urgency (pressure), which has been stated previously, also helps
them to stay focused and organised to achieve their goals.

“A presentation that I had to do work and I had little time to prepare because
I had just returned from Portugal and then I put it in my head:I know that I have
serious problems with oral presentations and I get very nervous. So I just had to
put it in my head that I had no choice I had to prepare myself with the time I had,
which was a day an d present in the other day. The presentation was great! I think
the pressure was 100% and as much as I do not like to work under pressure, I think
my performance and the results are incredible. I did not need at any time to read
anything, I did not even need to pause, and it was kind of weird, you know? My
strategy is exactly the organization of the thoughts because it helps to flow my oral
communication. If I do a mini organization of what I’m going to do before is great
. . . the good thing is that I was able to identify this . . . I had to go through many
embarrassing situations first, but now it’s great.” (Participant 5)

Adaptable communication (4/8)

Another interesting sub-theme is the capacity of dyslexic individuals to use their
heightened sense of empathy and strong communication skills to more easily reach
the listener.

“I am good at putting stuff in an easier scenario. I am good also at picking out
the most important thing out of big scenarios, which makes stuff easier. . . I will be
focusing more in this part and not ignoring the rest but giving more attention to what
is needed. I will also make it easier like, out of the whole thing, this is what I have
to do. Ok, done.” (Participant 7)

“So, basically one of our players is a bit too greedy, it just keeps his head down
and tries to shoot too much and people would tell him all the time, but no one
was actually paying attention at the reasons why he should hold the ball on, so I
explained to him that he was shooting to a dangerous area and if he shoots to an
area that no one is there, there is a high possibility that the other team could have
the possession of the ball. So, basically I explained to him why the other part and
shooting there was kind of unrestricted.” (Participant 3)

Being able to adapt their language for diverse audiences is a very positive trait
and half of the participants showed this highly desirable ability, which can be applied
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to both their personal and professional lives.

“In a science project I undertook, you were supposed to present it to children. . . I
went very well because I adequate my explanation and vocabulary to my audi-
ence. . . Teaching DNA to a 6-7 years old was possible with an adequate communi-
cation.” (Participant 8)

Preparation and Practice (4/8)

The final sub-theme for communication skills is “Preparation and Practice”. This
singular sub-theme can be considered as almost entirely connecting all of the other
sub-themes for communication together. Although the participants have good com-
munication skills and this is certainly one of their strengths, they have also shown
the importance of self-preparation and gaining good experience from practising,
prior to any presentation or public speaking.

“So, in my lab project I think I did alright, because I managed to speak clearly
and coordinated and before the presentation I was practising on my own for many
times, it helped me to get calmer. . . ” (Participant 4)

“Performing to people as well was the most helpful thing and them reading back
to me. . . for a presentation, I find it very useful. And also rehearsing.” (Participant1)

Participant 2 is experienced with her job and finds it easy when explaining pro-
cedures or products (or whatever) for customers.

Table 4.4: Theme-Communication Skills.
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4.3.4 Visuo-Spatial Skills

The last theme within which discrepancies were identified amongst the quantitative
study responses, was that of the Visuo-Spatial Skills. In Study 1, dyslexic individ-
uals answered three different questions regarding this theme. The first one was, “I
have a good ability on visuo-spatial tasks”, in which they scored a medium average.
The second question was, “I tend to think in pictures rather than words”, in which
they scored a very high average and finally the third one was, “I have a good long
term visual memory”, in which they scored a low average.

From the interviews, some very interesting patterns became apparent among
dyslexic individuals. Some of them reported that they are good visualizers for spe-
cific tasks, which help them in their work. For example, one of the participants who
is studying Chemistry explained that she can easily visualize a cell and an atom in
her mind. This will be further explored and described in this section.

Almost all of the interviewees identified themselves as thinking much more in
pictures rather than in words, stating that pictures helps them to understand com-
plex subjects which can then be converted into knowledge.

Finally, it became possible to understand why their vs3 appeared to be low.
They seemed to have a good long-term memory, however, it is very punctual as
they can only remember specific events in their life and they are usually in images.

The following sub-themes were identified among all the interviews in order to
understand the discrepancies.

Good visualization (5/8)

5 out of the 8 participants identified themselves as having good visualization from
past experiences. They have an easy time to “see the unseen” when it comes
to spatial tasks. The following reflections from the participants offer a useful and
accurate description of such a trait.

“I had to do elevations in a landscape and you have to space out, you know the
appropriate distance from plants and pathways and felt I could easily visualize this
in my mind and then measuring it out. So from having this easy visualization I could
start putting it on practice quite fast.” (Participant 1)

“I think like. . . when I am taking the shots for example, I visualize I am going to
do, I know what is gonna happen, how it is going to the net. Making an analogy to
real life, I am aiming for the final result. Even if I am being the goal keeper, I will not
even look at the goal, but I will look at the path the ball has to do to reach the goal.”
(Participant 3)

Interviewees also demonstrated a very unique ability to combine creativity with
visual spatial skills and to produce something tangible that others are able to see
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and understand. Their capacity is not just limited to having creative ideas, but also
being able to convert these in ways that can be communicated and share with
others.

“Well. . . Four years ago from now, I had a group interview and what I they asked
us to do was to set up a fish tank with whatever ornaments you wanted and for what
sort of fish that would be for and why. And I remember enjoying that a lot, because
I can be quite creative for things like that. But because I took a leader role in that
I made it quite successful and we had the highest score of everyone there. And I
think it is because I could sort of connect logically what was there, if you know what
I mean. So, making sure that the things I had in there was appropriate for what I
was discussing. So, I was combining my creative side with my intellectual side.”
(Participant 2)

“One of the presentations I did recently . . . I was making a presentation of two
civil war cases, actually . . . so, when I was preparing for the presentation, I saw the
photos and at the time I was presenting them, I was associating my presentation
with those images . . . how the city was devastated after the war . . . Then the images
were appearing in my head and I just had to explain them.” (Participant 5)

Links with images (8/8)

Interestingly, 100% of the participants stated that they always learn better from
image, for instance, that their knowledge and memory association is based on im-
ages.

“So. . . with storytelling and those kind of creative things. . . but also with memo-
ries of people, or specific events when I am using that to comfort myselfon conver-
sations I had, but sometimes like. . . for example, I remember my girlfriend and her
smiling at me, I will definitely picture that. So, if I am remembering my grandma, or
my girlfriend at the time, I will think in pictures. . . ” (Participant 8)

“I think my brain spends most of his time in pictures. So for instance, in that
sentence, as soon as you said “examples” I already connect it with a word. And
then as soon as you say pictures, I get an image of pictures of houses in my mind.
So, when I study, and my field is social work, I already make connections with
pictures and theories. So for example, attachment theory, I immediately think in a
child with their parents and make connections from that. It was always like this. . . ”
(Participant 7)

“Also when I am studying, a picture always comes to my mind before any
word. . . I am doing chemistry so I need to visualize. Some studies that I do they
have do with energy levels, so I imagine the electron jumping from the lower level
to the higher level or I have to imagine an atom. I need lots of images for my study.
It helps me to understand the content.” (Participant 4)
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All participants stated that this link between images and words is beneficial for
them under diverse occasions and that they draw on this as a strength to accom-
plish different tasks and challenges.

“I don’t know if I always think in pictures. It is always a link all the time, like
someone says something to me and right away I have a picture in my mind and I
make those links really easily.” (Participant 1)

“I have a very easy time of processing and memorizing from figures and pic-
tures. Face of people, places, things, not numbers. . . But so, when are images,
FOR SURE!” (Participant 5)

Pictures help to obtain knowledge /Transmit Knowledge - Storytelling (5/8)

Although this sub-theme is closely linked to the previous one, since they make
the image connection in order to acquire the knowledge, it has to be independent
because it stresses their acquisition of knowledge and not only recalling knowledge
and memories.

“I one hundred times prefer to learn by watching a video than from a book.
Definitely prefer to get involved and I definitely learn much more in an activity that I
was part of than by just reading it.” (Participant 7)

“Because I am doing chemistry and sometimes we have to use molecular model
to visualize the chemical. . . and sometimes I don’t even bother. . . sometimes I can
imagine the molecular model in my brain. Also how different and complicated the
molecules are. Creating an image in my brain, makes stuff much easier to under-
stand.” (Participant 4)

Image linking is a strategy that the majority of interviewees stated as using as a
means of making their tasks easier and becoming more efficient.

“So. . . When I am trying to explain something to a costumer I just kind of think
the costumer doing “oh right yeah” and then all of a sudden, it makes sense. Pick
the picture it makes sense in that scenario, translate into words and that’s it.” (Par-
ticipant 2)

“I make a lot of image links during conversations, if I’m studying a theory, I get
a picture in my head . . . and I think I learn better this way too. Making this kind of
relationship is very easy and turned automatic already. For example, in my area
there is a lot of text, and sometimes I do it until I do not want to, there are direct
images, for example, if I am studying a genocide, I already put an image in my
head. ” (Participant 5)

Photographic long term memory (7/8)

Almost all of the participants expressed that they have a good photographic mem-
ory, and also for a long-term period of time. For instance, whilst they would remem-
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ber facts that happened earlier in life, for the majority of the time their recollections
are only in images.

“So, generally, my long term memory is very good. . . I guess. . . a lot more words
than simply images. I am really good at remembering a list of details. . . or how
a lecture looks like. . . Generally I am quite good at remembering faces as well.”
(Participant 8)

“I remember things that happened 10 years ago. I remember things of when I
was a baby. . . like I started running with a kart and my grandmother tried to stop
me but I kept going, I think I was less than 2. . . ” (Participant 4)

“I remember flashbacks of when I was a child but detailed as well.” (Participant
3)

“So things like that, I can remember when I was really young. . . Like, I remember
when I was in France and I was really tiny, like 18 months old and things that I
remember doing that my parents haven’t told me about it. . . And my parents were
really shocked by it because they don’t see how I could have done it for being so
little.” (Participant 2)

Table 4.5: Theme-Visual-Spatial Skills.

4.4 Discussion
4.4.1 Resilience

Under the variable “resilience” in Study 1, it was possible to identify discrepancies
in the responses given for the questions, “I am good under pressure”, which pre-
sented an overall low score, and “dealing with difficult people (or situations) enable
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me to grow”, which scored high. During the qualitative analysis it was possible to
identify that participants somehow linked “being good under pressure” with “like to
work under pressure”. Many open questions were asked in order to investigate the
discrepancy with the questions related to resilience.

62.5% of the participants stated that they are more focussed, and have greater
directions and goals when they are placed under pressure. Half of the interviewees
mentioned that their organisational skills improve under pressure. 100% of the
participants found themselves to be more efficient and believed that an environment
or state if pressure draws the best out of them.

Sub-themes that confirmed the high score for the question, “dealing with diffi-
cult people (or situations) enable me to grow” were identified during the analysis.
75% of the participants stated their preference to avoid problems with others. An-
other 75% of the interviews believed that they have an empathetic and easy-going
personality.

From this qualitative study, it has been possible to identify specific situations
that may be present of dyslexia strengths and will need some adjustments in order
to make these qualities their advantage (such as the of pressure). It is important to
undertake an in depth analysis of how to benefit from the heightened strengths that
are present in the personality of those with dyslexia.

As previously discussed in the literature review, being resilient is a crucial char-
acteristic for the current-day workplace. A sense of uncertainty with the global
situation is very common and those who are resilient are capable of facing such
situations with greater ease and to find solutions to various situations more quickly.
Resilient individuals can also understand the situation and take the best out of a
delicate time Coutu (2002).

Interestingly, from the first study dyslexic individuals showed a very high inci-
dence of resilience, and there are some points that require specific attention in
this regard. They had no problem working under pressure, believing in fact that
pressure makes them work at their best and helps them to explore their strengths
and skills. Dyslexic individuals also felt an increased sense of focus when under
pressure, choosing to become more organized and efficient with the tasks that they
have to perform. These findings confirm the thoughts from Luthans (2002), who
stated that a resilient person is able to recover from difficulties, hardships or any
challenges and apply it towards further progress and succeed from the challenging
experiences.

Jackson et al. (2007) also stated that resilience describes the potential of a
person to keep balance, have a certain sense of power and control, being able to
calibrate themselves through challenges and adversities, and also to continue one’s
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journey with a positive attitude. The findings from this study have shown that partic-
ipants see in themselves the ability to “turn situations around” and “avoid problems
with people’, thus avoiding the need to solve any further problems. This demon-
strates a very beneficial mechanism that is used by dyslexic individuals. They have
the ability to express their heightened sense of empathy and understanding per-
sonality towards others, with a sense of resilience.

4.4.2 Big Picture Thinking

According to Eide & Eide (2012), big picture is an ability that allows individuals to
make connections among different ideas and concepts.

From the results of the “Big Picture Thinking” variable, a significant discrepancy
was identified in the items, “I like to start with the big picture on tasks I am under-
taking”, which scored a low average, and the question, “I am very good at seizing
opportunities” that scored very high, with the fourth highest score across all of the
other variables.

As previously stated in the results section, 75% of the participants showed a
high level of proactivity, which could explain a medium average for dyslexic individ-
uals in the question, “I am good at seeing things we should be doing that we are
not doing”. It was possible to see that not all participants indicated this on their
interviews, but those who did, showed a proactive personality, which suggests that
there is a connection between proactivity and BPT.

Franks & Frederick (2011) believed that big-picture thinking is key for an individ-
ual to possess in order to develop the skill of problem-solving. Dyslexic participants
showed a high score in the “problem solving” skill of Study 1, as well as for the “big
picture thinking” skill, which could corroborate previous literature.

“Seize opportunities” was a result that had high scores in Study 1. The qualita-
tive analysis of Study 2 further supports this, as 100% of the participants consid-
ered themselves to possess this characteristic. All participants stated that they are
always looking to the future, for instance, one of the participants was still in the mid-
dle of her undergraduate course but already applying for a masters course, which
is not only indicative of a sense of proactivity, but also an ability to think accord-
ing to long-term goals with a vision of “seeing beyond” the present. An important
consideration to mention is the ease of starting from a broader perspective and to
progress with addressing smaller or more detailed matters from the bigger picture.

During Study 2, it was not possible to conclude the reasoning behind the low av-
erage from Study 1 for the question, “I like to start with the big picture on tasks I am
undertaking”. It was identified that all participants presented “seize opportunities”
across their transcriptions as a sub-theme for “Big Picture Thinking”. Therefore, it is
only possible to hypothesize that dyslexic participants did not connect the question,
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“I like to start with the big picture thinking” for situations that were not necessarily
linked with the present scenario or daily tasks as presented in the example from the
previous paragraph.

4.4.3 Communication Skills

Communication skill was another theme that appeared in the second study. Nicol-
son et al. (1999) mentioned that such a strength could develop from a compensa-
tion mechanism, since dyslexic individuals are hindered in their writing and reading
abilities. Therefore communication is a key skill for dyslexic individuals to use as a
compensation. In this theme, certain variables were identified around “communica-
tion skill” that seemed to be predominant in dyslexic participants.

The findings demonstrated that half of the participants considered themselves to
be good communicators. However, they stressed the importance of gaining knowl-
edge in the areas which require specific communication, in order to be able to
apply their communication skills effectively. For instance, another sub-theme that
emerged was “Preparation with practice”, which is closely related to the “Explana-
tion with knowledge”. Whilst participants acknowledged a strength in their commu-
nication skills, they highlighted the importance of both knowledge and their ability
to prepare and practice their expression of this knowledge, in order for it to be com-
municated to a good standard.

In Study 1, the question, “I am good at explaining things to others” obtained
a low average score, while another question measuring communication skill, “I al-
ways perform well in oral presentations” obtained a high score. The sub-themes
found during the IPA provided an extent of reasoning for such a discrepancy of the
variables. 50% of the participants stated that they find themselves good at commu-
nication skills when they have enough knowledge to provide an explanation. An-
other 50% of the interviews stated that they need preparation and over-practice in
order to feel confident to perform well in oral presentations. Half of the participants
stated that they possess adaptable communication.

The sub-theme that was present in only 37.5% of the participants was, “good
at explanations when ideas are organized”. After the analysis of this sub-theme, it
was possible to understand that organization (organizing ideas) could compromise
their communication skills.

J. Logan (2009) argued the advantage of this skill when speaking about the
entrepreneurial world. Such a skill can create wide gains for dyslexic individuals,
because it smoothens the process of motivation among a team, eases networking,
increases chances to establish mutual trust and also gives more clarity when set-
ting targets and objectives. It was clear to see another sub-theme come to light,
which was, “Good at explanations when ideas are organised”. Dyslexic individuals
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recognized their strength in communication, whilst remaining aware of possible is-
sues that could hinder this strength, such as a lack of organisational capacity. This
finding can be corroborated with what J. Logan (2009) has mentioned above, about
the need for clarity in communication when setting goals.

The last sub-theme for “Communication Skills” was “adaptable communication”.
Participants declared that they were able to adjust their language to the listeners”
preferences. This is certainly a skill that also has its roots in empathy, given that
good communication is needed to be understood and to share the message. A
further key requirement, is the ability to understand the listeners’ needs in order to
comprehend a specific piece of information.

Ray (1993) identified a strong correlation between persuasion and communi-
cation skills. He states that having good communication skills is crucial to “sell
their idea” to the market and benefit through profits, increased sales and to achieve
success. However, it is important to know that to “achieve success”, a number of
variables must be well connected together. In this sense, empathy, as discussed
previously, is core to this sum of variables. Having the ability for “adaptable commu-
nication” demonstrates heightened empathy and good communication, which could
further reinforce a strong sense of persuasion.

Communication skills are known to be one of the core strengths in dyslexic in-
dividuals. It is important to be aware, as seen from these findings, that all strengths
may have space for improvement. This study has identified that dyslexic individuals
need preparation, over-practice, knowledge and organization in order to succeed
with their communication skills.

4.4.4 Visuo-Spatial Skill

The last theme identified in this study was “Visuo-Spatial Skill”, which included four
sub-themes. The first one was “good visualization”, which largely confirmed this
strength in their personality. In Study 1, the participants were found to score a
medium average for, “I have a good ability on visual spatial tasks”, a low average
score for, “I have a good long term visual memory” and the highest score across all
variables of Study 1 for the question, “I tend to think in pictures rather than words”.

5 out of 8 participants stated that they perceived visuo-spatial as being a strength.
Eide & Eide (2012) reported this as the capacity and potential to connect thoughts,
ideas and general things. 62.5% of the participants of study 2 presented the sub-
theme “storytelling”, which they described this connection of thoughts with images
transferring to speech.

Based on Eide & Eide’s description of what “visuo-spatial” is, a further sub-
theme could be seen to connect well with this, which was, “Link with Images”. All
participants stated that they could make links with images and the majority further
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mentioned that “pictures help them to obtain knowledge/transmit knowledge”. Par-
ticipants confirmed that they felt a strong connection with images and indeed that
their understanding was much higher when thinking in images rather than in words.

62.5% of the participants demonstrated good visualization skills, in other words,
a good ability for visual-spatial tasks, which corroborates the medium average found
in Study 1. Additionally, Gohm et al. (1998) and Humphreys & Yao (1993) also
stated that visuo-spatial involves thinking with pictures, images, figures and shapes,
which also offers dyslexic individuals a strength and advantage to excel in profes-
sions that involve this specific intelligence, such as engineering, physical sciences,
architecture and arts in general.

Almost all participants also demonstrated an ability for long-term photographic
memory, and it was finally possible to understand the reason for such a low average
for the long-term visual memory item from Study 1. Participants expressed a good
photographic memory for specific life experiences rather than for recalling memo-
ries of whole events, hence the low average on long-term memory in Study 1. This
finding corroborates Attree et al. (2009) by showing that many dyslexic individuals
have a tendency to perform better with three-dimensional thinking, which means
that they mainly think in pictures and images to help their process of acquiring new
information as well as retaining what has passed. Dyslexic individuals also perform
well in work that is spatial-related (Attree et al., 2009).

4.4.5 Further Discussion and Limitations

Study 2 presented a range of discrepancies within four variables from Study 1.
It was possible to identify that even though previous literature presented by West
(2009), Eide & Eide (2012) and Nicolson (2015) recognized these variables as
strengths in dyslexic individuals, there are specific situations in which these skills
may not be drawn on or applied as a strength.

One clear example is the variable “communication skills”. The discrepancy in
this particular variable was initially unusual given the extensive literature which
discusses this as being a very important quality of dyslexic individuals (J. Logan,
2009). Study 1 showed that dyslexic students rated highly in their ability for good
oral presentations, but did not consider themselves as being good at explaining
things to others. From the themes generated in Study 2, it was possible to investi-
gate the underlying reasons for such a discrepancy. Dyslexic students stated that
they invest a lot of time in over practice and do not feel confident in their commu-
nication skills if they have not gained extensive knowledge in a specific subject.
Clearly, over practice and the need for extensive knowledge are connected to each
other, and can be used to explain the high rating for performing well in oral pre-
sentations, as in such scenarios it may be anticipated that they would have enough
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time for both over practice and to ensure they have gained sufficient knowledge.
It is important to state that Study 2 was a qualitative study based on self-

reporting and semi-structured interviews. Therefore, it is not possible to generalise
any of the results found in this qualitative study and due to the novel findings, this
area is worthy of further research using larger samples and quantitative studies.

10 participants from Study 1 were identified as having the most discrepant an-
swers for the four variables: resilience, communication, big picture thinking and vi-
sual spatial. Although all 10 participants were contact, only 80% of them accepted
taking part in a further qualitative study. Therefore, it was not possible to analyse
all of the views that resulted in the discrepancies.

4.5 Conclusion
From Study 2, it has been possible to conclude that although dyslexic individu-

als have some unique traits and qualities, these also have certain under-developed
aspects and could be the reason for some of the discrepancies associated with
the variables of Study 1 (resilience, big picture thinking, visual spatial skills and
communication skills). A conclusion for Study 2 is that even though extensive liter-
ature has already identified strengths and unique traits in dyslexic individuals, this
does not mean that such capacities are completely developed. Therefore, traits that
have been identified as potential strengths need constant development in order to
be more fully utilised by a person with dyslexia, and for their advantage.

For the next study, research focus was switched to companies. As can be seen
from the present study, dyslexic individuals are valuable resources beings to have in
companies. They are individuals with high traits of entrepreneurship, which helps
them to have a good sense of ownership but also to work for companies and to
demonstrate their levels of productivity and proactivity alongside their visionary and
creative capacities. That said, the next step would be to undertake a research
with employers and to investigate their perspective on dyslexic individuals: what
they know about them, if they think dyslexic individuals would be useful for their
companies and how they could explore their abilities and skills, to mention a few.
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Study 3

5.1 Introduction
Studies 1 and 2 investigated self-reported preferences in samples of dyslexic

and non-dyslexic university students. A key finding was that not all of the dyslexia
decathlon strengths appear to be prominent in this university sample, leading to a
hypothesis that such strengths might develop in subsequent stages of life, such as
through experiences in the workplace. This hypothesis is difficult to test with the
cross-sectional approach undertaken here, but it was supported by the findings in
Study 2, which showed that dyslexic students considered communication to be a
strength, but only under scenarios where they had sufficient time for practice.

These findings give weight to the suggestion that a talent management scheme
could be a key requirement for dyslexic workers, and in turn raises the issue of how
aware companies are of both the needs and the potential talents of their dyslexic
workers.

In this third study, the matter of employability was investigated with dyslexic in-
dividuals, with the intention, for instance, of understanding the perspective of com-
panies towards them. 10 of the participants are from Brazil, which is a country that
can be said to be under-developed in its knowledge about dyslexia. The Brazil-
ian Dyslexic Association has diagnosed just over 1000 individuals as dyslexic, in
a country of 200 million people. This statistic can be used to easily indicate that
Brazil is still behind countries such as the United Kingdom, which is the reason for
the choice of both countries.

A further target of this study was to understand whether dyslexic individuals
might be better suited to specific sectors? During the execution of data collection,
we were aware that different companies require a range of skills and capacities
and as such, the study aimed to use interviews with human resources managers
or heads of personnel from different companies and from different sectors to better
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incorporate this range.

5.2 Method
5.2.1 Objectives/Aims

Therefore, the primary objectives of Study 3 were as follows:

• To analyse how advanced companies are in providing specific support to
dyslexic candidates;

• To understand from the companies’ perspective, their perceptions of/towards
dyslexic individuals;

• To investigate if there is a relationship between senior dyslexic employees
who have disclosed their learning disability, and the level of company support
that they are given;

• To investigate how aware companies are about the potential strengths of
those with dyslexia;

• To investigate if there are differences in the approach used by companies in
Brazil and in the U.K.

5.2.2 Hypotheses of the study

(1) Companies will have an overall knowledge about dyslexia.

Was predicted that all companies will have an overall understanding about
dyslexia; taking into consideration that both countries have a Dyslexic Asso-
ciation. Therefore, it can be predicted that at least a basic knowledge about
the learning disability will be present among the companies.

The null hypothesis holds that companies will not have an overall knowledge
about dyslexia.

(2) Companies will not have any knowledge about Positive Dyslexia.

Although in the previous hypothesis it was predicted that a general basic
knowledge would be present among companies (medical model explanation),
it is unlikely that companies will have a more profound knowledge of dyslexia
and its relationship with positive psychology, as none of these companies
provided a dyslexia-friendly section on their website.

The null hypothesis holds that companies will have knowledge about positive
dyslexia.
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(3) There will be clear differences between the approaches used by companies
in Brazil and the U.K.

The British Dyslexia Association has existed for 40 years and has heavily en-
gaged the government and other institutions, such as schools, in order to pro-
vide a dyslexia-friendly community (BDA, 2017). The Brazilian Dyslexia Asso-
ciation was founded in 1983 and appealed for help from the British Dyslexia
Association. To date, the Brazilian Association has diagnosed just over a
thousand individuals with dyslexia, which can be viewed as a very low num-
ber, given the size of the country (ABD, 2013). On this basis, it is therefore
possible to understand that the British Association is more developed and has
a greater level of influence across the country in matters related to dyslexia,
than the Brazilian Dyslexia Association,

The null hypothesis holds that there will be no clear differences between ap-
proaches taken in Brazil and the U.K.

5.2.3 Choice of Qualitative Research

This third study followed the same methodology approach as the second one,
which also used a qualitative approach. The third study investigated the per-
ception of twenty different companies about their dyslexic job candidates or
employees.

A qualitative approach was chosen in order to understand a company’s values
when facing a situation of whether to employ a dyslexic individual or not, the
assumptions they may have and their behaviour or responses to scenarios
that involve those who are dyslexic Braun & Clarke (2013).

The use of interviews also allows participants to express themselves freely, in-
cluding the analysis of “how”, “what” and “whys” (Patton & Cochran, 2002). As
previously mentioned, this approach is very deep, rich and cannot be quanti-
fied (Storey, 2007).

5.2.4 Participants

The participants of Study 3 were employers from twenty different companies.
As mentioned before, the target was to find employers from the two countries
(UK and Brazil) who would be willing to be interviewed, in order to provide
a deeper understanding of the processes and perspectives of diverse com-
panies with different sizes and in different sectors, when facing a “dyslexic
employee/applicant” situation.
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Large firms were contacted directly via email with a detailed explanation of
the study and an invitation request for them to participate in the research as a
means of enriching the findings for this field of research. Medium and small-
sized companies were more easily contacted through personal contacts (of
the research author) with the CEO or other professionals in the company who
could arrange a meeting for this matter.

Table 4.1, provides a brief description of each company that was interviewed
for the purpose of the study outlined above.
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Table 5.1: Table of participants.



Chapter 5. Study 3 115



116 5.2. Method



Chapter 5. Study 3 117

Table 5.2: Table of participants.

IPA

In Study 2, the methodology that was chosen was the IPA, due to its power
to understand and analyse how individuals comply with their situations in life,
both individually and collectively. IPA is used to explore past experiences from
participants in order to understand likely behaviours and associated patterns
J. A. Smith (1996).

Further details related to IPA are largely explained in the “Method” section of
Chapter 3.

5.2.5 Choice for IPA

For Study 3, the choice of Interpretative Phenomenological Analysis (IPA)
was considered to be the best option, in order to capture from the employers,
all of the reflections from past experiences related to scenarios with dyslexic
individuals.

Stages of IPA

As explained in Chapter 2, IPA is a methodology that is divided into five
stages. All stages associated with this study will be described below.

Stage 1: Read the transcripts

In Study 3, there were 20 participants (10 in the Brazilian sample and the
other 10 in the U.K. sample). All interviews were conducted and transcribed
by the research author, which enabled a stronger sense of understanding to
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be gained about the participants and the transcriptions. The first step was
however repeated at least 3 times, once all of the transcriptions were ready,
and before moving to the second stage.

This first stage is crucial to understanding the central concerns and to start
identifying certain patterns from among the interviews (Storey, 2007). Since
there were many interviews to read, some notes were taken while the tran-
scripts were being read, in order to help keep certain patterns in mind.

Stage 2: Identify and label themes

Stage 2, as previously noted, this stage focused on re-reading all of the tran-
scripts, but this time with greater attention to the initial notes and with some
preliminary insights around some possible themes that may arise. In this
stage, it is important to maximize interpretations and to begin identifying the
connections (Storey, 2007).

Figure 4.1 shows a screenshot from an excel document that contains the IPA
analysis of Study 3:

Figure 5.1: Screenshot extracted from an Excel document of IPA (Stage 2).

Stage 3: Link themes and identify thematic clusters

A central aim for Stage 3 is to begin considering the links and associations
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between the preliminary themes. It is crucial to understand that some initial
themes may be connected and combined into one main theme (Storey, 2007).
Figure 4.2 shows an example of Stage 3 with a screenshot of IPA.

Figure 5.2: Screenshot extracted from an Excel document of IPA (Stage 3).

Stage 4: Summary table of themes with quotations

Finally, Stage 4 is the stage in which the components are put together. All
themes and sub-themes were clustered and the respective quotations were
also compiled to serve as illustrations (Storey, 2007). Figures 4.3, 4.4 and 4.5
show examples of screenshots showing the tables that are still in the process
of being built.

Figure 5.3: Screenshot extracted from an Excel document of IPA (Stage 4).
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Figure 5.4: Stage 4 - IPA.

Figure 5.5: Stage 4 - IPA.

Stage 5: Screenshot from the table of themes

As shown in Stage 4, once the process of populating the tables with the
themes, sub-themes and quotations has been completed, the logical next and
final stage is to finalise table with all of the necessary contents in it. Figure
4.6 below shows an example of the finalized table.
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Figure 5.6: Stage 5 - IPA.

Figure 5.7: Stage 5 - IPA.
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Figure 5.8: Stage 5 - IPA.
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5.3 Results

5.3.1 Brazilian Sample
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Table 5.3: Themes and Sub-themes - Brazilian Sample

Theme 1 Brazil - “Favour to dyslexic individuals by employing them”

The first theme that emerged was, “Favour to dyslexic individuals”, which whilst it
was not explicitly mentioned by all of the participants, could be perceived in the
responses offered by the majority. This theme is linked with the extent of igno-
rance about this disability, which results in companies thinking that they are doing
a good deed or serving a good cause, by including dyslexic individuals in their
team. Clearly the majority of companies nowadays have a very limited understand-
ing about the strengths and positive contributions that dyslexic individuals can bring
to their workforce. As an illustration of this theme, one candidate stated:

“I did not know the definition of dyslexia before this interview. It’s something
that is so remote that it doesn’t if occur to me. I think it’s important to include
both the student and the teacher. It would be nice to do something more dyslexia
targeted, mainly because of the inclusion since now I know better...” (Education
Sector Company)

Theme 2 Brazil - “Equal support”

All of the interviewees, when asked about the processes related to selection, re-
cruitment, induction and talent management, stated that everything was equal for
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dyslexic and non-dyslexic candidates / employees, which means that both groups
are given exactly the same opportunities to be employed or promoted. The biggest
issue with this point of view, as was shared by all participants, is that in reality, since
dyslexic individuals request different allowances and have different needs, a uni-
form approach cannot be considered as an equal treatment. A similar comparison
can generally be considered in relation for example to the needs and allowances
between men and women. If both genders were given equal treatment, women
would not have the right for current maternity leave allowances, which could greatly
impact their personal lives and also affect the job itself. The same logic works for
individuals with any disability, and not limited to only mentioning dyslexia. Differ-
ent individuals or groups, need different treatments and different approaches for
enabling their contributions to be made reasonably.

The manager of the tourism company mentioned:
“I would act the same way. Since I already know what is dyslexia and how it

affects our work, how it changes the performance of the person I will not consider
this as a problem, now I treat disability at work in the same way as the non-dyslexic.”

Theme 3 Brazil - “Dyslexia as a negative trait/Unreliability of dyslexic individuals”

Another theme that came up was that of, “Dyslexia as a negative trait/Unreliability
of dyslexic individuals”. These have been combined together, because one is the
cause of the other. Companies lacked accurate knowledge about dyslexia, which
led to a negative perception of this disability, for example, that dyslexic individuals
are incapable, not normal and non-proactive, among other perceptions. Once these
views have seen formed, these will easily affect how much employers can trust
dyslexic employees. Some employers stated that they would feel afraid of putting
dyslexic individuals in senior positions and would avoid giving them too many re-
sponsibilities. The following quotations help to illustrate the concerns related to this
theme:

“I would think that he would not be able to perform, he would not manage to get
results. . . This negative vision that you have. If I had an employee with dyslexia, I
would see the person as a problem.” (Sports Event Company)

“So I think for the dyslexic profile, he could make a pre-screening with a person
to see if the expectations corresponded to what she wanted (client arrives and
wants to know countries to do a exchange), he could also do the post-exchange
contact with the client. . . the only thing I think it’s a process that should have enough
attention and that consultants already have a hard time with this, and we have a lot
of trouble for lack of attention is with the registration process, documentation, things
involving terms and bureaucracy It turns out that we had many customers, each
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with a different time and they ended up missing the deadline for something, or by
lack of organization ended up forgetting to enrol someone. So I think this process
is a step that would require more attention, but the interview with the customer
(pre-screening) and post-exchange contact I could delegate to a dyslexic without
problems.” (Tourism Company)

Theme 4 Brazil - Desire from employees of a better dyslexia understanding

Although all companies showed a lack of understanding about dyslexia, not even
a third (30%) felt and explicitly mentioned the desire for a change. Only this small
percentage were open to it. From the list of desires, some companies mentioned
the importance to learn and know more, in order to better support their dyslexic
employees, some also recognized that the company would benefit from this process
and they acknowledged that an investment in dyslexia would be something very
positive.

The bank manager stated: “But I think this is a culture that is not being widespread
in businesses . . . We still do that much by trial and error, you know? So you see
an employee having problem there and you think, ahhh try this, or that. We have a
former employee that could already retire, but do not want and he needed to be re-
located, so we had to ask the senior in the management and we take it easy . . . ask
him to do more peaceful specific services. . . we always check the best service for
each person . . . and this is very positive.”

Theme 5 Brazil - No knowledge on dyslexia

As mentioned before, of all the companies that were interviewed, none demon-
strated any knowledge about dyslexia. This is very serious concern, because it
triggers a number of problems. Without a proper understanding of dyslexia, inaccu-
rate concepts are perceived, which in turn leads to wrong actions being taken and
to potentially catastrophic results. Companies stated that they also had no support
to know how to work with dyslexic individuals, which corroborates their ignorance
about the field. Employers also had nothing specific for dyslexic individuals in the
company that could help somehow. A further situation mentioned by employers was
that there would be no difference if dyslexic and non-dyslexic workers demonstrated
low performance. With some exceptions, once again, the problem associated with
the lack of knowledge around dyslexia is very clear. Dyslexic individuals do have
certain weaknesses that maybe non-dyslexic individuals would not present, which
could easily be the reason for low performance.

The construction company employee stated: “I have little contact with disability.
I do not know how to help in this situation. I cannot see an alternative.”
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Assumptions for not knowing about dyslexia

Some companies believe that dyslexic individuals do not disclose the disability,
because they fear the perceptions of others and that it may cause discrimination. As
an example, the head manager from the retail company, in his view on the dyslexic
individuals, stated that they would feel afraid to disclose such information as they
could put their jobs at risk.

Theme 6 Brazil - Assumptions of dyslexic individuals feeling afraid of disclosure

Almost half of the participants drew their own conclusions for why dyslexic individu-
als might not disclose their learning disability to companies. One of the companies
stated: “Also, within the routines in the store, this is not a matter we pay attention,
so we cannot identify it. As much as the person knows if has dyslexia, she/he
will not put in the curriculum for fear of losing that job opportunity, because you
have something different or something even seen as a loss (weakness) for some
companies”.

From the above, it is therefore clear that based on their overall lack of knowl-
edge on the subject, companies did not have the ability to understand the benefits
of dyslexia, which resulted in dyslexic employees feeling ashamed and afraid of dis-
closing it and asking for the appropriate support to enhance their performance. In
conclusion, dyslexic individuals should ideally be working towards perfecting their
strengths for the benefit of their companies, but because of the prejudice that exists
through ignorance and a lack of knowledge, they prefer to struggle with some of
their daily tasks, which ultimately costs more money to the company.

Theme 7 Brazil - Support only for ordinary employees

More than half of the companies that were interviewed stated that would give spe-
cial attention to low-performers in cases when they needed it. What was interesting
however is that firstly there was nothing specifically in place to support dyslexic
individuals. Secondly, they were open to providing special support for individuals
non-dyslexic who are struggling, which may suggest that money is not an issue
for such matters. A fundamental question to be answered is, “why would you give
support for general individuals who are struggling with their job, but not to dyslexic
individuals?”

The CEO from the architecture company said: “First I try to know what is the
context, because I have good people start inexplicably to have a low performance,
sometimes he’s going through some family problems, is changing residence. . . I
try to understand what is the context, communicate to the employee that these
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problems are interfering with the operation and how he wants to solve it. If it is not
that, if it is an overnight lack of interest, I try to know what is going on and then I
communicate to correct, if the person does not improve and it has been reported
several times, then I dismiss. But I do have a concern to know what’s going on.”
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5.3.2 UK Sample

Table 5.4: Themes and sub-themes - UK Sample.
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Theme 1 UK - Lack of knowledge in companies

The first theme that emerged in this part of the study (with the UK sample) was
that of a “Lack of Dyslexia Knowledge in companies”. Almost all of the compa-
nies demonstrated a very limited knowledge about the disability, and were unaware
of the existence of dyslexic employees in the company. For example, some man-
agers expressed their doubt regarding some co-workers being dyslexic and in some
cases even questioned whether they are dyslexic themselves. The manager of the
nursing sector mentioned: “I only know this person is dyslexic, because he wears
green glasses, with green lenses in the glasses. He has to see things in green and
it helps him. He told me he was dyslexic. . . I thought it was a bit weird. I was like
’hmm. . . I am sure this is not dyslexia’, but he said he was dyslexic and I thought
”ok, I will go with it”.”

This lack of knowledge clearly shows that employers do not know how to strate-
gically place dyslexic individuals in the workplace, which could be a cause of some
further issues in the future, since they would excel in some activities but struggle
in others. Another sub-theme that was raised under this theme was that over half
of the employers mentioned that they have never had an experience with dyslexic
individuals. For example, the CEO of the civil engineering company stated: “I have
no idea if anyone in my company is dyslexic. . . No one ever made me aware if they
are.”

Some lack of knowledge was also shown through the use of specific labels,
such as “dyslexic individuals can be smart, “dyslexic individuals can be successful
and intelligent”, “dyslexia is not a big problem”, “dyslexic individuals perform just
as well as non-dyslexic individuals”. Some companies were a little more aware
about dyslexia and treated them more appropriately, without “pity attention”, but still
conscious of and working with their weakness and strengths. It was also noticed
that some companies were a little careful or hesitant when describing their reality,
so as not to appear discriminatory, although a slight sense could be perceived in
the language used.

This lack of knowledge also resulted in some employers believing that dyslexia
can somehow affect (either positively or negatively) the job, and some companies
would even discourage certain professions/jobs for dyslexic individuals. This entire
situation was highlighted by the third sub-theme found, which was, “No experience
with dyslexic employees”. Clearly, all of the sub-themes are linked and generate the
main theme. The manager of HR from the health recruitment company stated: “No,
I don’t. . . I haven’t had any (dyslexic employees).” More than half of the participants
shared this information, and even those who did not explicitly mention this (100%
of participants) made it very clear that they had a major lack of knowledge about
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dyslexia (sub-theme 1).

Theme 2 UK - Under performance and Dyslexia

Almost all employers showed a lack of knowledge about providing adjustments for
dyslexic individuals in the company. An example, used below is from the interview
with the director of the software company: “I don’t know. . . I don’t know. . . I don’t
know whether there are any adjustments, I would have to check with HR.”

From this, a significant link can be perceived with another sub-theme that emerged,
which was that the employers did not consider low performance to be related
to dyslexia. Almost half of the interviewees also stated that if employees were
demonstrating low performance, they would like to understand the reason in order
to provide adjustments, meaning that a low performance would not be linked with
dyslexia. The bank manager shared: “so far my problems with employees are more
with the psychological side than like how fast you read. I don’t think that (dyslexia)
would matter. I would treat them just as normal people and if they need more time,
as long as I know about it, because of the management. . . but I would not give them
a poor rating on the basis of their spelling skills. . . or the fact that they read slower,
is not about time, it is about quality here, so, I would not give them special treatment
on purpose, because it is equal for everybody. I may give them more time, but not
in the performance evaluation.”

As has been identified, a lack of knowledge by companies can impact the per-
formance of dyslexic individuals in their workplace. It would not be wise to simply
be given tasks that would reinforce their weaknesses without proper adjustments
or appropriate levels of support. It would appear that some companies understood
that if a dyslexic individual was performing poorly, one reason could definitely be
from the disability itself and in some cases they were happy and open to make ad-
justments and allowances. However, other companies held the belief that dyslexic
individuals needed to perform as well as non-dyslexic individuals for given tasks,
and that the disability should not be allowed to interfere with this performance. An-
other example that can be mentioned is from an employer who believed that the
company would have no prejudice against a dyslexic individual, as long as he/she
performed well in the job.

Themes 3 UK - Inexistence of dyslexia support

More than half of the employers expressed an explicit unawareness related to any
support for dyslexic individuals, as can be seen in this quote from the bank man-
ager: “Well, as I answered before, I would like to but no. Maybe, if I get to HR,
they may have something, but not to my knowledge.” Others stated that they could
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either make specific allowances for individuals or maybe the company would have
no interest at all in making adjustments for employees.

It was also possible to understand certain perspectives expressed by the em-
ployers in relation to dyslexic support. Some stated their expectation that dyslexic
individuals need to ask for specific help (and they need to know from them). A nat-
ural pattern can be seen between the lack of knowledge, the lack of support and
the need of employer to rely on the employee in stating the help he/she needs to be
given. Some companies also mentioned that nobody had ever asked for dyslexia
support. Other employers might not be prepared to receive dyslexic employees,
but they already had the desire and the open-mind to provide adjustments for them
focusing in their strengths and weakness (job crafting).

Theme 4 UK - No influence on performance by dyslexia

Another sub-theme that emerged from 70% of the interviewees was the notion
that “skills and experience are more important than the disability itself”. According
to the manager of the health recruitment company: “No, it wouldn’t make a dif-
ference (if employee was dyslexic or non-dyslexic). The skills and experience are
more important, because for example a lot of my social workers will work in teams
and it would depend on their personality, do they get along with the other social
workers on the team?”

Although this statement may appear to be positive in the sense of not being
prejudiced against dyslexic individuals, this perspective could mean that both em-
ployees would be treated the same way, which would not be beneficial for dyslexic
individuals as they would need different adjustments, tasks and challenges to con-
tribute their strengths are improve their weaknesses.

Some employers were very engaged with training and development for their
employees, which would mean specific training would be provided for each role (and
this is already a green flag for a possible specific training for dyslexic individuals in
their specific roles), while others had a more generic approach and only offered
general training.

Theme 5 UK - Standard support for employees

The majority of the U.K companies demonstrated very similar or the same pro-
cesses for employing dyslexic individuals, as they would have for non-dyslexic
candidates. Also, once the dyslexic employee was part of the company, no spe-
cial training, induction or any specific allowances are provided. Interestingly, some
companies stated that they had tailored individualized programs for their employ-
ees, which leads to the question of why something similar cannot exist for dyslexic
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individuals? As can also be seen, companies did not mention jobs for dyslexic indi-
viduals, which could show some lack of knowledge about the strengths in dyslexia,
as seen in the response of the bank manager:

“I have no idea. In the job adverts, we don’t mention at all and any other dis-
abilities.” Throughout all of the interviews, it was clear that all of the companies
had standard processes for candidate selection, until the management of that em-
ployee, which would exclude any different processes. As an example, the civil
engineering company CEO shared how their process worked:

“So, we use job adverts and the responses are very good, so now if I need a
consultant or administrator staff, I will just ask in the boards people for their cvs.
There is also an application form, so we can just ring someone and say, “you have
the profile we are looking for, would you like to come in for a chat?” and maybe from
then we could go for the interview process. So it is CV analysis, application form
for those who receive the call, and we also look for words in cvs on job websites,
for these candidates, we will be selecting them ourselves. . . ” The manager of
the events sector at the university also explained how the induction process was
structured and standardized:

“Ok, so. . . we have an induction process, which it covers all the basic things that
we know about. . . familiarisation with your environment, understanding access to
all the key things you need in IT and etc. . . And then people may be assigned a
mentor, but depending on their role and what they are coming to do...it may be over
a period of a few weeks, we have appointments to meet the key people they need
to meet. Depending on the role. . . let’s just say an average, 2 weeks to go through
that process. There will be an expectation that they’d doing something and until
they get fully up to speed and it would of course take a bit. . . ” The HR system for
reviewing progress was also found to be very standardized across almost half of
the companies. The recruitment manager for the health positions company shared:

“So, in my company they have a 6 weeks review, a 12 week review and then
you have an 18 week review and then a 6 months review. They will go over your
performance, how you’ve been since last review, is there anything you want to
help with. . . is there anything you may be finding difficult. . . so, this happens to be
throughout the year. It is not just after they started; it is continuous throughout
the whole time with the company basically. We wouldn’t know if we have a dyslexic,
unless someone tells you that they were. They don’t disclose any information about
anyone, unless. . . ” There was also not a specific talent management programme
for dyslexic individuals. The manager of the financial recruitment company stated:

“N/A. Basically, it is not so much on the talent, it is you able to make the sale
within the first month? You know. . . so then you will know if you will stay in the
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organization or not. . . After your induction, you get. . . they give you about a month
to make a sale or to play someone in a new position or. You know. And then if you
haven’t after the first month, then the manager will see if they want to keep you for
another month or if this is it. We have a 6-months probation period, so within these
6 months they can get rid of you after a day.” Some employers demonstrated an
awareness that some candidates may need extra support and they seemed very
open-minded to provide this. However, there are some aggressive companies in
the market, which would not be so open and would not make any allowances (given
that these would require an investment of money and resources by the company)
for any person.

Theme 6 UK - Disclosing Dyslexia not detrimental

Almost half of the employers stated that there would be no difference for the com-
pany if the employee disclosed his/her dyslexia, which clearly demonstrates a mis-
conception about the potential range of valuable contributions that those who have
dyslexia can bring to a role.

Among the views shared by companies on the theme of “disclosure” was the
belief that employees would not disclose this, unless they suffered from severe
dyslexia. Another employer said that disclosing dyslexia could mean instability.
One manager argued that if an employee disclosed his/her dyslexia, he/she should
add value to this information, which goes together with a better understanding of
positive dyslexia for both the employer and the employee.

The area manager from the Public Security stated that “if something like this
came across, it wouldn’t make any difference.” which clearly shows the lack of
knowledge about this learning disability positive outcomes for the company.

Theme 7 UK - Desire of a better dyslexia understanding

Half of the employers expressed a desire for a better understanding of dyslexic
strengths and weaknesses in order to help employees, which indicates an improved
scenario to start investing in information about dyslexia and its advantages. The
bank manager mentioned:

“I think a bit more of knowledge about this would be beneficial for me, because
I never thought about it before your research, so it clearly shows that as a manager
you have to understand those things, but that’s it”. Half of the interviewees also
explicitly stated that there is no specific performance management programme for
dyslexic individuals. Again, during the interview process the bank manager shared:

“There is nothing specific for dyslexic, but the rest is always in an individual ba-
sis, always. We have the score, your potential, which is where you get your bonus,
so. . . and it is always up to the manager and the employee. It is very individual.”
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This finding is not surprising, since the lack of knowledge about dyslexia has
already been clearly identified, which would naturally result in a lack of any invest-
ment in it.

An example for this theme is that some companies demonstrated an interest for
a better understanding and higher support about the needs of their employees to
promote and support their better performance.

5.4 Discussion
The third study focused on companies based in two different countries and how

their personnel of these different nationalities approached and recognized the issue
of dyslexia in the workplace. Differences in results were found between the U.K. and
Brazilian samples, and this section will be dedicated to analysing this in the light of
existing theories.

The hypotheses of this study had the intention of identifying whether the compa-
nies, which composed this sample, had some knowledge about the disability model
(as an overall understanding) and about positive psychology, with the aim of see-
ing if and how such a knowledge could affect the employees. Looking back at the
hypothesis:

(1) Companies will have an overall knowledge about dyslexia.

From the U.K. sample, the hypothesis has corroborated as the interviewees
demonstrated at least a minimum understanding about this learning disability.

In the Brazilian sample, none of the companies showed any knowledge about
dyslexia.

(2) Companies will not have any knowledge about Positive Dyslexia.

For both the British and Brazilian samples, the hypothesis has corroborated.
Companies did not show any knowledge about positive dyslexia.

(3) There will be clear differences between the approaches taken in Brazil and in
the U.K.

The hypothesis was corroborated, as both samples showed different views
and experiences with dyslexia.

The above results lead to a discussion of the effects of the reality (themes found
across the data) this may have into the workplace of these companies. These
results have major implications for the experiences of dyslexic workers.

In the U.K. there is existing legislation, which protects those with a learning
disability against any prejudice, as well as the provision of eventual support that
companies would need to provide for (and they need to know from them) their
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employers. Across the 20 interviews undertaken in both countries, none of the
employers had been made explicitly aware that even one employee was formally
diagnosed as having dyslexia. All of the employers who had experienced “knowing
a dyslexic” had been through informal conversations in the company. This scenario
helps us to understand the position of both worlds. As studies have previously
shown, individuals do not feel comfortable in disclosing this information and are
afraid of discrimination, being diminished or feeling like a burden to the employer
(Price & Gerber, 2001; Gerber et al., 2004). It is clear to understand that employers
do not provide a proper level of support to their dyslexic workers, because almost
none had experienced this situation before, which also explains the ignorance about
the legislation.

From the Brazilian sample, a sense of “equal treatment” was expressed from the
employers towards dyslexic and non-dyslexic employees. This finding reveals how
the country regards this learning disability and how individuals face it. As a nation,
Brazil can be considered to be very ignorant about dyslexia. The Brazilian Dyslexic
Association has officially diagnosed just over a thousand individuals, which means
that in a country of 200 million people, less than 0.0005% have dyslexia (Brazilian
Dyslexic Association, 2013). According to the International Dyslexic Association,
dyslexia is present in 10 to 15% of the population (International Dyslexic Associ-
ation, 2012). Therefore, we can assume that the only Dyslexic Association in the
country is still far too under-developed to raise awareness about the disability and
help its population to move forward with a specific and deeper understanding about
both its weaknesses as well as its strengths.

The British sample also showed that there was no specific provision for dyslexic
individuals for the workplace. Although the U.K. is considered well developed when
it comes to supporting dyslexia in schools, and in relation to the support provided
from the BDA (British Dyslexia Association), the situation was less supportive for
and within companies. The results show that the majority of companies were un-
aware of any support that could be given to employees with dyslexia. The U.K.
sample was clearly more open to having dyslexic individuals in the team and also
to make eventual adjustments. Such results are somehow sad, because it comes
back to the vicious “sameness circle” mentioned by Walker & Quong (1998). Since
childhood, dyslexic individuals had to cope with certain strategies to grow in their
own way, without losing their creativity. The workplace as an environment appears
to be unprepared to offer any support or take advantage of the best that dyslexic
people can offer. It is also interesting to highlight the importance of being different.
The market is changing rapidly and it is always demanding new things, but how can
we provide new things if we are still caught in the “sameness army”? (Zampetakis
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& Moustakis, 2006).

The whole progression of dyslexia in the workplace therefore appear to be stuck,
primarily because employers entirely lack knowledge about dyslexia and are some-
times not interested in acquiring this, or there are no specific inclusions related to
dyslexia as part of employment processes e.g. (job adverts, recruitment processes,
inductions, trainings etc.) for dyslexic individuals. In the cases that were researched
as part of this study, there was a sense that all of the employers who took part in this
study placed the responsibility to address dyslexia, on the employee. For instance,
the interviews included many statements such as, “we do not provide anything, but
if something was asked, then we could do something”. The majority of employers
also stated that they never experienced a situation in which the candidate or the
employee approached the company seeking for support. This denotes the second
aspect of the “vicious circle”. According to employers, dyslexic individuals do not
disclose the information related to their dyslexia because they are afraid to cause
an inconvenience to the organization, feel diminished or suffer discrimination. From
the findings of this study, it is clear that all procedures are applied with exactly the
same approach / manner for everybody, among 20 companies, of which 10 are from
a country which has one of the most developed sense of dyslexia awareness. The
majority of these companies acknowledged having no specific job advert, shortlist-
ing, induction process, review progress, talent management and eventual trainings
that may be appropriate for those with dyslexia. Such results encourage further
thought to be given to the whole situation and to consider who may be primarily re-
sponsible, in order to break this circle (Price & Gerber, 2001; Gerber et al., 2004).

There is an understanding of why dyslexic individuals have such a reaction. In
the Brazilian sample for instance, numerous statements were made from employers
of different companies, which presented misconceptions about dyslexia and about
dyslexic individuals. For example, during the interviews some employers shared
that they do not think dyslexic individuals are capable of executing good jobs, they
are not normal, are non-proactive and non-self-learners. Some employers even de-
scribed dyslexia as a deficit and as being pejorative. Sadly, this reinforces the fear
in organizations to give promotions or greater responsibilities to dyslexic individu-
als, which essentially demonstrates an extensive lack of knowledge about dyslexia.
Furthermore, and even sadder is the fact that these companies lose the opportunity
to draw on such hidden talents which can potentially enable growth within the com-
pany. According to Gerber et al. (1992), the main difference to make one individual
with learning disability successful was their level of control. And by this, Gerber
referred to both internal and external factors. Reinforcing these facts, Goldberg et
al. (2003) and Raskind et al. (1999) found similar findings for successful individuals
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with learning disabilities, such as emotional intelligence, proactivity, determination,
realistic and suitable goal setting, proactivity and a high level of self-awareness
(maturity in seeking responsibility and see the reality). All of this reaffirms the qual-
ities that dyslexic individuals have and how they could bring positive outcomes to
the workplace.

S. Agahi et al. (2014) and Nicolson (2015) made an addition of knowledge of
strengths in dyslexia by presenting the “dyslexia decathlon” already mentioned,
which defines a triad of work strengths (determination/resilience, proactivity and
flexible coping), a triad of cognitive skills (big picture thinking, creativity and visual-
ization) and finally a triad of social skills (empathy, teamwork and communication),
all of which are underpinned by unconventional thinking.

It appears therefore not only that dyslexic individuals show a great level of con-
trol, whilst also presenting proactivity, emotional intelligence, a goal setting orienta-
tion, determination, self-awareness, resilience, flexible coping, creativity, big picture
thinking, visualization, empathy, teamwork, communication skills and unconven-
tional thinking. Are these strengths not sufficient to consider the extent to which
dyslexic individuals can contribute positively to the workplace especially through
creativity and innovation? (Gerber et al., 1992; S. Agahi et al., 2014; Nicolson,
2015; Raskind et al., 1999; Goldberg et al., 2003).

During the interviews, some of the companies gave the impression that they
would happily “help” dyslexic individuals by giving them “a chance” and employ
them as their contribution to a “good cause”. Having considered the range of facts
related to the positive strengths of dyslexic individuals, it is clearer to see that there
is no need to consider this a righteous deed assisting a “good cause” as though
their employment is a favour, since they are fully capable individuals with a very
unique set of strengths.

Another interesting result, which was identified was regarding the desire for
more knowledge about dyslexia. As was clearly seen from the interviews with
the employers, there is a predominant misconception and lack of knowledge about
dyslexia. In the Brazilian sample, the desire for a better understanding of dyslexia
was raised by only 10% of interviewees, while the British sample showed a higher
interest, with 50% of the employers expressing this interest. Such knowledge is cru-
cial in taking the first step towards the “breakage of the circle”. Only when employ-
ers are fully informed and gain an extend of useful knowledge about this learning
disability and the potential of its positive outcomes for their companies, will the ap-
proach hopefully change. McLoughlin & Leather (2009) stated that dyslexia is not
a learning disability that only exists in childhood and then disappears in adulthood.
Dyslexia is present throughout all stages of life, and requires both the dyslexic indi-
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vidual to understand how to function, as well as their stakeholders, such as those
operating in the environments of their family, school and workplace. The ultimate
goal is to be able to understand one’s weaknesses, but to focus on the known
strengths and use this knowledge and its application to its greatest advantage. The
approach of Nicolson (2015) with “positive dyslexia” could be a very adequate first
step in the new direction. By understanding how an individual with dyslexia oper-
ates, it is easier to allocate that person a specific job, which will enable the develop-
ment and flourishing of their strengths. Job crafting is also another option that can
be considered by way of an approach to working with the strengths of an individ-
ual. In such a case, instead of reiterating directions of how a certain job should be
done, consultations between then employee-employer can enable a bespoke role
to be developed, based on the identification together of the most favourable and
effective ways to execute a range of tasks.

This scenario shows clearly how the whole employment system is in great need
of further information about this learning disability, and calls for an urgent change
to be made in departments of personnel and their operations, Companies are not
only losing their hidden talents but potentially a significant extent of profit, for not
being able to support a dyslexic employee appropriately. The HR department of
provides a crucial connection between the company owners/directors and their em-
ployees, which means that if they are on top of the new “dyslexic trend” and are
more informed about the benefits dyslexic individuals could bring to a company, a
more coherent advance can take place. By applying such a change and initiating
this new chapter in the workplace, opportunities will open for a new and creative
era of thoughts, new ideas and new ways of working to be realised. Equally im-
portant, this will help to alleviate and even combat a sense of low self-esteem, lack
of confidence and many other unnecessary factors that are currently present in the
lives of those who are dyslexic (McLoughlin & Leather, 2009; Nicolson, 2015).

5.5 Conclusion
The main goal for Study 3 was to investigate an in-depth analysis from a com-

pany perspective, of the understanding around dyslexic individuals and their func-
tioning in the workplace. It can be concluded that the Brazilian companies who were
interviewed were completely lacking in any knowledge about dyslexia. Whilst the
U.K. sample was more advanced in terms of its overall knowledge about dyslexia,
it also still lacked knowledge on positive contributions or benefits of dyslexia. From
the Brazilian sample it was clear that ignorance on this subject sadly resulted in
some prejudice, as detected in their language or attitudes - lacking any interest in
having dyslexic individuals in their team. The U.K. sample demonstrated an im-
proved basic knowledge of the subject, but there was little understanding of the
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positive qualities that those with dyslexia can bring to the workplace and how to
exploit their unique traits for the betterment of companies such as to increase their
productivity and higher profits.

Nicolson (2015) outlined the potential benefits of dyslexic employees and the
Dyslexia Decathlon of skills to 21st century companies benefits to society. The first
step of changing any “traditional dyslexia scenario” would be to focus on this new
approach and work with the strengths and desirable qualities of those with dyslexia,
rather than to perceive and then focus on negative matters. After all, focussing
on the improvement of weaknesses does not in itself result in the generation and
application of the many positive strengths.

This study aimed to initiate a deeper investigation into the perspectives of com-
panies towards dyslexic employees. A natural next step is to gain a better un-
derstanding of professional dyslexic individuals, in order to begin identifying some
solutions to overcoming problems for dyslexic individuals in the workplace. In this
way, steps can be made towards the final “closure of the circle”, beginning an in-
tervention for the improvement of dyslexic support offered by companies in the
environment of the workplace.



Chapter 6

Study 4

6.1 Introduction
The previous three studies focused on dyslexic adults, strengths and work-

place. As previously stated, dyslexic individuals have been found to have core
entrepreneurial traits as well as a tendency towards entrepreneurial aspirations and
achievements (Sepulveda, 2013; J. Logan, 2009). The main objective of the first
study was to compare dyslexic university students with those that were non-dyslexic
in order to investigate whether entrepreneurial traits are more prevalent and man-
ifest in either one of the samples. The results from this specific university sample
showed that dyslexic individuals demonstrated a higher tendency of becoming en-
trepreneurs. The purpose of the second study was to address a specific issue
emerging from Study 1: related to the identification of certain discrepancies within
the participants’ answers. The most accurate means of understanding or resolving
the reasons for this was to undertake a qualitative study with semi-structured inter-
views that could provide a deeper exploration and thus understanding of the nature
of the quantitative findings.

Study 3 addressed the attitudes of senior employers to dyslexic applicants or
workers. A large qualitative study was carried out to include 20 interviews given
by companies from both Brazil and the United Kingdom, exploring the theme of
dyslexia in the workplace, and perceptions and understanding around this. The
study considered the level of disclosure from senior executives, the extent of the
provision of company support, and the level of awareness that exists within the
workplace setting, among other important variables.

As discussed earlier, there was an expectation that the results would vary due
to the level of development associated with dyslexia awareness between the two
countries. It was possible to understand some patterns of behaviour from these
results and new questions were raised regarding the future of dyslexia at the work-
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place. However, before answering those questions, it is crucial to identify the other
side in this equation, which means that dyslexic individuals need to be questioned
in different variables in order to understand the origin of some issues of dyslexic
individuals at the workplace. From the interviews in Study 3, it was possible to
identify that the majority of companies do not have the provision of any special
support for dyslexic individuals. Some companies, usually those that are in more
developed countries, are open to making concessions and adjustments for dyslexic
workers, upon request, but there are also organizations that would not consider this
and may be more likely to view such a request in a negative light. The interviews
also highlighted the fact that employers do not experience the “call for help” from
dyslexic employees as from within this sample of interviews, no employer had ever
experienced the situation where he or she had to make an adjustment for a specific
person, upon their request. They believed that dyslexic individuals prefer not to
disclose this information for personal reasons and that it would therefore be difficult
to offer a special support programme without their openness.

Sumner (2012) discussed the important need for organisations to be approach-
able in relation to the provision of support for dyslexic workers, in order to directly
influence the efficiency and well-being of the employees. However, for organisa-
tions to have dyslexia-friendly environments, it is necessary to understand from the
perspective of the dyslexic individual why there may be a reluctance in them dis-
closing about their dyslexia and thus, and withholding this from companies as was
identified in the previous study of this thesis. Moody (2015) argues that dyslexic in-
dividuals tend to not disclose their learning disability at the workplace, due to past
negative experiences.

There is now a great deal of knowledge about how schools can become more
“dyslexia friendly”, with the British Dyslexia Association providing extensive support
leading to the award of a “quality mark” (see http://www.bdadyslexia.org.uk/
services/quality-mark). The quality mark is also available for Higher Education
and for other organisations, and represents a world leading approach. The key
requirements for quality mark for organisations are shown below).

Standard One: Policy

1.1 The organisation’s policies:

a) Highlight inclusive practice for dyslexia and conform to the Equality Act
2010.

b) Are accessible and disseminated to interested parties.

http://www.bdadyslexia.org.uk/services/quality-mark
http://www.bdadyslexia.org.uk/services/quality-mark
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1.2 Relevant policies are regularly monitored for effectiveness.

1.3 A senior manager has responsibility for the BDA Dyslexia Friendly Quality
Mark.

1.4 Dyslexia support policies are promoted throughout the whole organisation.

Standard Two: Meeting Needs / Service Delivery For Customers

2.1 Systems and services are checked for accessibility issues relating to dyslexia.

2.2 Guidelines on good practice when working with dyslexic individuals are pro-
vided to:

• all staff, and

• internal and external customers.

2.3 Written communications with customers (internal and external) conform to the
BDA Dyslexia Friendly Style Guide.

A copy is enclosed within these standards.

2.4 Where forms are used these are available in different formats, e.g. electroni-
cally or assistance with the completion of the form(s) is provided.

2.5 Interactions with customers (internal and external) reflect an understanding
of the potential needs of an individual who is dyslexic and are monitored for
effectiveness.

Standard Three: Communication

3.1 Communications meet BDA Dyslexia Friendly Style Guide Standards e.g. size
of font, colour of paper, use of plain English, presentation style. A copy is
enclosed with these standards.

3.2 Processes are in place for quality checking communication materials.

3.3 Communications guidelines are circulated to all personnel.

3.4 Where form filling is required such forms are available in different formats,
e.g. electronically or other assistance to be available if required.

3.5 Website design follows dyslexia friendly style guide principles. A copy is en-
closed within these standards.

3.6 Signage is accessible, e.g. use of symbols & colour as well as words.
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Standard Four: Training

4.1 A programme of dyslexia awareness raising is available for all personnel.

4.2 There are individuals within the organisation who have achieved OCN Level
2 Dyslexia Awareness or its equivalent.

4.3 In-house training is delivered in a dyslexia friendly style.

4.4 External providers of training deliver the training in a dyslexia friendly style.

Standard Five: Partnerships

5.1 The organisation, where possible, works with relevant partners associated
with the support of dyslexic individuals.

Standard Six: Employment

6.1 Recruitment practice: Application procedures and systems conform to com-
munications guide (please refer to the BDA Dyslexia Friendly Style Guide)
and the BDA Code of Practice for Employers (please refer to BDA website
www .bdadyslexia .org .uk ).

• Interview location and practice proactively supports the needs of the
dyslexic interviewee and interviewers.

• Where tests are administered as part of the recruitment process rea-
sonable adjustments are made available to facilitate access for dyslexic
candidates where appropriate.

6.2 All staff are aware of the Equality Act 2010 and its implications.

6.3 The organisation accesses screening and/or assessments for dyslexia when
required.

6.4 The organisation accesses work based assessments for reasonable adjust-
ments when required.

6.5 Reasonable adjustments are implemented and monitored for effectiveness
appropriately.

www.bdadyslexia.org.uk


Chapter 6. Study 4 145

6.6 Appraisals and performance reviews are implemented with due regard for the
needs of the dyslexic employee.

The BDA Code of Practice for Employers is a valuable document, but after a
positive start, the code is designed around minimising difficulties, making appro-
priate accommodations, and showing awareness of potential problems. Conse-
quently, it may be seen that the quality mark requirements focus around “dyslexia
as a disability”, with no awareness of the importance of the positive dyslexia agenda
for managing the talents of the workforce such that each employee is able to de-
velop and use their distinctive strengths.

There have been several valuable statements of good practice for dyslexia in the
workplace, which have informed the development of approaches such as the BDA
Quality Mark. However, one of the most surprising aspects of the research to date
on identifying good practice for dyslexic employees is that there are few studies that
have derived empirical evidence from dyslexic employees as to their views of how
they could be empowered to work to the best of their abilities.

Bartlett et al. (2010) mentions that there is a difference between dyslexic indi-
viduals who have been diagnosed from an early age and those who still have little
or no information about this learning disability. The former are usually fully aware of
their difficulties and already have set strategies to overcome specific weaknesses.
The latter, on the other hand, may struggle to understand why difficulties may arise
and how to ask for assistance from colleagues or from human resources depart-
ments in the work place. Such unresolved difficulties may further be seen by the
employer as inefficiency, lack of motivation and laziness, which can lead to demo-
tion or dismissal.

Sumner (2012) described the importance of an approachable and open way
in which organisations must function when dealing with dyslexic individuals. This
influences the efficiency in the company as well as the well being of its staff. It
is important to run a structured and standardized procedure where individuals feel
comfortable about disclosing their learning disability, asking for support, discussing
their weaknesses and undergoing various strategies to improve their strengths.

According to Moody (2015), the reason why dyslexic individuals prefer to be
discrete when it comes to disclosure is extremely understandable. The majority
have been bullied, ridiculed, diminished and embarrassed by individuals who hold
no knowledge about dyslexia. However, all of these variables influence how they
present themselves nowadays. Therefore, they may feel reserved and fearful of
disclosing this important information to organisations. Moody (2015) states that
because of all of this prejudice and lack of knowledge from many employers and
society at large, it may be very challenging for a dyslexic individual to disclose their
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learning disability and this may even take years. Some individuals may have further
reasons for deciding not to disclose their dyslexia, some may have already built a
set of coping strategies to perform better without any extra support, some prefer
to maintain this personal information as confidential, some worry about the lack of
knowledge about dyslexia and how their learning disability may be interpreted by
others. The potential that this could result even in a slight discrimination against
them and others may result in their preference to not to be “labelled” as dyslexic.
Whilst many companies may not have enough knowledge about dyslexia, but those
that do, may be aware that once you detect an employee who is dyslexic, you can
generate a much higher efficacy, creativity and overall results for the company by
drawing on their unique talents.

Based on all of the findings exposed in this thesis, it is more than clear why
companies should find disclosure to be an important matter. Apart from all of the
benefits of having a dyslexic employee, there is also the added benefit of help-
ing employees with eventual anxieties that may arise due to underperformance
and struggles in specific tasks, adjustments, job crafting and specific support to be
given, increase of overall knowledge about this learning disability, raise awareness
and encourage more people to talk about it. A sense of confidence may develop
in growing numbers when others are known to have already raised and engaged
in a discussion about their dyslexia. This factor is so crucial that in this last study,
many of the results related to the sample who belong to companies in which a se-
nior employee has disclosed his/her dyslexia to the company (these results will be
discussed in more depth in this section) (Moody, 2015; Nicolson, 2015).

Although a lack of disclosure from dyslexic individuals in the workplace is very
common, due to the various reason noted above, West (1992) shows that there is
a significant relationship between dyslexia and specific job performance enhance-
ments, which involves creative skills among a range of other areas, such as math-
ematics, physics, chemistry and engineering. However, a more challenging aspect
also exists when presented with conventional tasks, and this can be reduced with
the right support. The findings supported this idea by showing a positive significant
relationship between the disclosures of dyslexic senior workers and the belief that
dyslexia helps them to perform well in specific jobs. 84.61% of the participants who
belonged to the SED group completely agreed that having dyslexia would help their
performance for specific activities.

Sauter & McPeek (1993) stated, “myths about dyslexia are the greatest work-
place barrier of all” (p.277), which, clearly contributes to a greater avoidance of
disclosure. However, it is important to understand the cause of this and work to
reverse the current scenario in order to provide the best working environment for
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dyslexic individuals, whilst taking advantage of their talents and unique skills. Once
the majority of employers are better informed about dyslexia and companies truly
believe in the heightened potential of dyslexic individuals, the theories associated
with positive dyslexia can more easily and more fully be put into practice resulting
in organisations that are more productive.

The whole system tends to be more flexible with the circumstances of dyslexic
individuals in order to maximize their performance through a supportive environ-
ment. The availability of the current support given in the workplace is very little
according to Bartlett et al. (2010) and as reinforced by Study 3 of this thesis. Com-
prehensive and empathetic professors and tutors will quickly be substituted by man-
agers and directors who will be constantly asking for high performance and results.
Also, the awareness from work colleagues is often smaller compared to those at
college, so the support from peers is also a factor which changes depending on the
environment.

Sumner (2012) explained the importance of disclosure both for the employee
as well as for the company. An exploration of the variables noted earlier in this
section, provide some reasons as to why dyslexic individuals may find it challenging
to disclose their learning disabilities to their employers. One of the most effective
strategies for promoting fearless disclosure is to stimulate senior employees who
are dyslexic, to talk about this and make their dyslexia to be known as a public and
positive factor for the organisation.

Therefore, following a careful analysis of Study 3, it was thought that a further
quantitative study was essential for understanding the position of dyslexic individu-
als at the workplace, with a view to establishing the views of the dyslexic workers
on the issue of managing their talents, and following up on the previous study, to
address the issue of disclosure, the need to raise awareness of the learning disabil-
ity with its associated challenges and opportunities. A 56-item questionnaire was
therefore developed for dyslexic adults (with separate versions for students, unem-
ployed adults and employed adults). Following background questions, each ques-
tionnaire addressed four issues: those relating to job application; job satisfaction;
dyslexia awareness; and potential positive factors in the workplace environment.

6.2 Method
6.2.1 Aims and Objectives

To undertake a quantitative study in order to:

1. Establish quantitative data relating to job recruitment; job satisfaction; dyslexia
awareness; and potential positive factors in the workplace environment for
dyslexic adults
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2. Analyse the preferences and behaviours of professional dyslexic individuals
in relation to disclosing dyslexia;

3. Analyse the importance of senior dyslexic worker’s disclosure at the work-
place and compare with those who do not belong to a company who a senior
dyslexic worker has disclosed his/her learning disability to the company;

4. Compare dyslexic students with professionals and their feelings towards dis-
closure at the workplace;

These aims and objectives lead to the following hypotheses, noted below.

6.2.2 Hypotheses

(1) Dyslexic individuals who belong to a company in which a senior dyslexic has
disclosed his/her learning disability will give more positive ratings for disclo-
sure at the workplace It is expected that individuals who have worked or work
for companies who have already had a “pilot experience” with a dyslexic be-
fore and have seen the benefits that proper adjustments can bring to the
business are more likely to be more positive and accepting towards dyslexia
disclosure and its awareness in the workplace.

The null hypothesis holds that dyslexic individuals who belong to a company in
which a dyslexic employee in a senior position has previously disclosed his/her
learning disability, will not demonstrate a more positive rating for disclosure in the
workplace than those companies in which such a disclosure has not taken place

(2) Dyslexic students will have a more “dyslexia-positive” view towards the work-
place in comparison to dyslexic workers.

It is expected that students are yet to experience the workplace environment; there-
fore it is reasonable to think that dyslexic students would have a more positive view
towards how the workforce may perceive their dyslexia. The null hypothesis holds
that dyslexic students will not have a more “dyslexia” positive view towards the
workplace, when compared to professionals

6.2.3 Ethics Approval

The present fourth study received the approval from the Ethics Committee of the
Psychology Department at the University of Sheffield. An information sheet was
provided on-line to all invited participants explaining the purpose of the study and
including some background information from previous research in the field. Par-
ticipants were then required to sign an electronic consent (on-line) in order to par-
ticipate in this research and continue with the questionnaire. Confidentiality was
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guaranteed to all of the study participants and the anonymity of the responses were
maintained. The data collected was only made accessible to the research author
supervisor.

6.2.4 Participants

Since the participants for Study 4 were dyslexic individuals who were either cur-
rently employed or were about to enter the workforce, for the purpose of this study
the questionnaire was distributed to both university students and working profes-
sionals. The reason for including both samples was to enable an investigation of
the afore-mentioned variables that present a “before and after” employment sce-
nario. In other words, the hope was to gain an understanding of the perspective of
a dyslexic individual about dyslexia, both prior to their entry into to the workplace,
and following an employment experience, in order to ascertain the reactions and
experiences related to learning disability.

A total of 114 individuals participated in the study, of which 34 participants
were students (29.82% of the total) and 80 were professionals only (not students),
70.18% of the total. Due to the length of the questionnaire (56 questions overall)
there was a drop-out rate of 20.34% with the first question receiving 118 respon-
dents, and the last one only 94. Aside from its length, the questionnaire included
an extent of open questions, which could also impact the drop-out rate.

6.2.5 Questionnaire Design

McLoughlin & Leather (2009) have stated that dyslexia is not a learning disability
that “fades away” after childhood, but is present throughout the life of an individual.
It is crucial then that they can access adequate support during all stages of life in
order to develop, maintain and contribute their positive qualities and capacities.

McLoughlin & Leather (2009) have further shared that in order to receive ad-
justments and accommodations, it is expected that dyslexic individuals will disclose
their disability. They have a legislative protection, which obliges organisations to
provide support and if they fail to do so they may face Courts and Tribunals.

Develop Human Resources approaches: This is one of the biggest challenges
in the transition towards dyslexic inclusion. HR management will be the strongest
and most immediate link between management and dyslexic employees. They
have the responsibility for ensuring that managers understand the benefits of hav-
ing dyslexic individuals in the team, as well as providing the necessary accommo-
dations and adjustments to dyslexic individuals so that they can achieve to the best
of their ability in their given tasks / work (McLoughlin & Leather, 2009; Nicolson,
2015).

As previously explained in this section, the Disability Act protects individuals
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with dyslexia when applying for jobs and receive assurance that the necessary
support can be provided. Some companies believe in the importance of adhering
to this and contribute to this obligation further by raising awareness about dyslexia
through the distribution of information on the company intranet and by providing
guidance to employees. The Human Resources department (with Occupational
Health) are together responsible for sharing this knowledge to the other employ-
ees and also providing all the necessary adjustments and accommodations to the
dyslexic workers (McLoughlin & Leather, 2009).

As previously shown in the literature review (Chapter 1), McLoughlin & Leather
(2009) discussed that one of the “big steps” to dyslexic inclusion at the workplace
is to “re-create the personnel”. Nicolson (2015) also stated the importance of ap-
propriate adjustments and accommodation to dyslexic workers in order to achieve
their maximum performance. In Study 3, 20 different companies were interviewed
in order to understand their perspective towards dyslexic workers/applicants. From
this interview process it was concluded that companies still lack any knowledge of
Positive Dyslexia and how this learning disability can bring a positive difference and
change to companies. Therefore, the design of the questionnaire for Study 4 was
based on previous literature about dyslexia in the workplace, the workplace prac-
tice regarding dyslexia presented in this thesis, plus the findings of the qualitative
research of Study 3.

6.2.6 Procedure

For the student sample, the 42-item questionnaire was distributed through the
DDSS (Disability and Dyslexia Support Service) and only University of Sheffield
students participated in this study. For dyslexic workers, the BDA (British Dyslexia
Association) issued a magazine advertising the study for those who would be inter-
ested in participating.

A total of 114 participants accepted to participate in the study. 34 participants
were dyslexic students and 80 were dyslexic workers. They were all provided with
the full questionnaire.

6.3 Results
Similar to Study 1, all of the data from Study 4 was received through Qualtrics,

and then imported into an excel spreadsheet in order to analyse the results. As
previously mentioned, the whole questionnaire had 56 items, comprising 43 closed
questions and 13 that were open. Among the 43, some of them also included an
option for free text input, though not all participants used this opportunity.
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6.3.1 Descriptive Analysis

Age

14.63% of the participants were aged between 20-25 years old. 17.80% were aged
between 26-30 years old. 16.26% of the participants were aged between 31-35
years old. Participants aged 36-40 years represented 13.01% and participants
aged 41-50 years old represented the majority with 25.20%. Finally there were
13.01% of those 50 years and above.

Disclosing Dyslexia

Participants were asked if they would mention their disability when applying for jobs.
23.48% (27 participants) stated that they would “definitely” disclose their dyslexia,
7.83% stated that they would “probably” disclose it (9 participants), 17.39% may
or may not disclose it (20 participants). 27.83% (32 participants) stated that they
would “probably not” disclose their dyslexia and finally 23.48% (27 participants)
said they would “definitely not” share this information.

Employment

64.91% of the participants (74 participants) were currently employed/active in the
workplace, while 35.09% (40 participants) were not employed.

29.82% of the participants (34 participants) were active students when they
undertook this study, while 70.18% (80 participants) were not students.

For those who were currently working, 65% (39 participants) were employed
by the company for 1-5 years, 13.33% (8 participants) were employed between 6
-10 years as were those who were employed for 11-15 years. Finally, 8.33% (5
participants) were in the same company for over 15 years.

Regarding happiness, 55% (33 participants) described themselves as happy
with their job, 31.67% (19 participants) were more or less satisfied and 13.33% (8
participants) were unhappy with their current job.

Interestingly, 40.51% (32 participants) were currently looking for another job,
while 59.49% (47 participants) were not. Among the reasons given for exploring
alternative employment were:
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Figure 6.1: Employment status across participants.

9.38% (3 participants) did not like the environment, 3.13% (1 participant) did
not like the job itself, 25% (8 participants) did not feel supported by the company,
12.5% (4 participants) felt that they struggle a lot with their work and 50% (16
participants) marked the alternative “others”, which involved dissatisfactions due
to unpaid jobs, casual contract work, self-employed, not happy with the salary, no
support for dyslexia even though the company is aware, have spelling and reading
difficulties, would like more hours of work (from part-time to full-time), looking to
further career.

Another interesting finding was that 36.71% (29 participants) who were already
professionals would disclose dyslexia in an application form, 24.05% (19 partici-
pants) were unsure and would may disclose it or not, while 39.24% (31 participants)
would not share it with the company.

An unexpected finding from the dyslexic participants who were professionals
was that 48.05% (37 participants) stated that their boss or the Human Resources
department definitely knew about their dyslexia. 15.58% (12 participants) men-
tioned that they probably knew about their disability, while 7.79% (6 participants)
were unsure if people in the workplace knew about their dyslexia. 15.58% (12 par-
ticipants) stated that HR or their bosses would probably have no knowledge about
it and 12.99% (10 participants) were sure that their disability was not known by the
company.

Only 3.9% (3 participants) were offered a special recruitment procedure when
applying for their jobs, while 96.10% (74 participants) were not. Such a finding is
indeed controversial if we take into consideration that almost 50% of those dyslexic
individuals who are currently working were sure that their employers were aware
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of their disability and less than 4% were offered a special recruitment procedure.
This percentage increased a little when dyslexic participants who were profession-
als were asked if their employer provided any kind of support for them. 16.88%
(13 participants) stated that they had, while 83.12% (64 participants) stated that
no support was given. In the following question, they were asked if any specific
dyslexic support was provided by the company. 11.69% (9 participants) stated that
their companies did provide it for them, while a big percentage of 88.31% (68 par-
ticipants) mentioned that no specific support was given or offered.

Again, although the analysis shows that some dyslexic individuals made their
dyslexia known to the company only after being hired, there is still a large difference
in numbers when between this and the percentage that were sure that their em-
ployer was aware of their dyslexia (aside from those who stated that their boss/HR
probably knew about it) and the support they receive as a dyslexic employee.

Selection Process

In order to further understand a useful and constructive direction that could be
aimed for in relation to the selection process and dyslexia, participants were asked
how the process could be changed and improved to better reflect the talents of
dyslexic individuals. When comparing the student and professional samples, 81.81%
(27 respondents) of the student stated that they could show their strengths better
if specific support was offered for their dyslexia, against 63.88% (46 respondents)
from the professional sample. 18.18% (6) respondents from the student sample
stated that they would not show their strengths better if they had support focussing
on their dyslexia, against 36.11% (26 respondents) from the professional sample.



154 6.3. Results

Figure 6.2: Selection process perception by participants.

Figure 6.2 shows that 40.95% (43 participants) believed that an interactive mea-
sure could be useful, 15.24% (16 participants) suggested the need for more inter-
views, and 46.67% (49 participants) stated that the reduction of written procedures
would certainly be more helpful for dyslexic applicants. 35.24% (37 participants)
suggested that receiving information to assist in their preparation could be helpful
during the application process, and 20% (21 participants) offered other sugges-
tions, such as the use of colour awareness, the pace of the interviews (rephrasing
questions/using scenario based questions when necessary), employees being con-
sciousness that dyslexia need not be viewed as negative, the creation of a more
friendly environment, and the provision of extra time and assistance for reading
tasks. Another topic that emerged from the suggestion given by a few of the partici-
pants that the applicants should know their own strengths and weaknesses in order
to face their responsibility in asking for the support that they believe will enable them
to perform their tasks and be most productive.

Comparing both samples of students and professionals, 51.51% (33 partici-
pants) from the student sample and 36.11% (26 participants) from the professional
sample believed that the inclusion of a more interactive element could be beneficial,
15.15% (5 participants) from the student sample and 15.27% (11 participants) from
the professional group suggested the need for more interviews, and 39.39% (13
participants) of the student group and 50% (36 participants) of the professionals
stated that fewer written procedures would certainly be more helpful for dyslexic
applicants. 39.39% (13 participants) from the student sample and 33.33% (24 par-
ticipants) from the professional sample suggested that the provision of information
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for advance preparation could be helpful during the process, and 24.24% (8 par-
ticipants) from the student group and 18% (13 participants) from the professional
sample shared other suggestions.

In order to analyse how they felt about being dyslexic, a question was asked
about how they would react if they saw a job advert specifically for “dyslexic people”.

Figure 6.3: Job Advert.

38.10% (40 participant) shared that they would feel proud to be dyslexic, 40.95%
(43 participants) shared that they would feel they were very capable, 8.57% (9 par-
ticipants) stated they would feel ashamed of being dyslexic and 12.38% (13 partic-
ipants) would feel the company’s prejudice against dyslexic employees.

By comparing the students and professional samples, it was found that 27.27%
(9 participant) of the student group and 43.05% (31 participants) of the professional
group shared that they would feel proud to be dyslexic, 39.39% (13 participants)
of the student sample and 41.66% (30 participants) of the professional sample
would feel they were very capable, 21.21% (7 participants) of the student group and
2.77% (2 participants) of the professional group stated they would feel ashamed of
being dyslexic and 12.12% (4 participants) of the student sample and 12.5% (9
participants) of the professional group would feel the company’s prejudice against
dyslexic employees.

Another issue that was raised was in relation to how a dyslexic individual may
feel if competing for a job against a non-dyslexic candidate.
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Figure 6.4: Competition against non-dyslexic candidate.

32.04% (33 respondents) declared that they would feel fine, 22.33% (23 respon-
dents) would feel confident. Contrarily, 28.16% (29 respondents) stated that they
would feel that the non-dyslexic candidate is always better than them, 11.65% (12
respondents) would feel scared and 5.83% (6 respondents) stated that they would
feel the lack of support from the companies in this matter. A comparison of the sum
of positive reactions (54.37%) against more negative ones (45.64%), shows that
there are some improvements from certain perspectives.

Comparing both samples, 32.25% (10 participants) of the student group and
31.94% (23 participants) of the professional group declared they would feel fine,
19.35% (6 respondents) of the student group and 23.16% (17 participants) of the
professional sample would feel confident. 25.80% (8 respondents) of the stu-
dent group and 29.16% (21 respondents) of the professional group stated that
they would feel that the non-dyslexic candidate would always be better than them,
16.12% (5 respondents) of the student sample and 9.72% (7 participants) of the
professional sample would feel scared. 6.45% (2 respondents) of the student group
and 5.55% (4 participants) of the professional group stated that they would feel the
lack of support from companies in this matter.

The results are yet to manifest the ideal scenario where all dyslexic individu-
als, or at least a high percentage are aware of and believe in their strengths and
qualities. Notwithstanding this, more than half of the participants cited that they
are proud to be dyslexic, and they that they believe they can make a difference to
their companies, and that their dyslexia does not affect them negatively. As such, it
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would seem that some forward progress is certainly being made.

The next question contributed to a raised understanding of the previous re-
sults. Participants were asked how they think employers and companies would
see dyslexia.

Figure 6.5: Perception of Dyslexia.

Only 2% (2 participants) felt that this would be considered as something posi-
tive that could bring benefits, 5.05% (5 participants) believed this to have a neutral
impact, 47.47% (47 participants) answered that companies do not have much infor-
mation about dyslexia, 42.42% (42 participants) believed that it would be viewed as
something negative that would lead to constant support and a further other 3.03%
(3 participants) answered it as being an excuse for not being intelligent and that
companies have no knowledge about it.

Comparing both samples, none of the student sample and 2.89% (2 partici-
pants) of the professional group believed that employers see dyslexia as something
positive that could bring benefits, 6.66% (2 participants) of the student sample and
4.34% (3 participants) of the professional group believed the impact of this to be
neutral, 46.66% (14 participants) of the student group and 47.82% (33 participants)
of the professional sample answered that companies do not have much information
about it, 43.33% (13 participants) of the student group and 42.02% (29 partici-
pants) of the professional group believed that it would be viewed as something
negative that would lead to constant support and 3.33% (1 participant) of the stu-
dent sample and 2.89% (2 participants) of the professional sample answered with
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other responses.
It can thus be seen that there is a sense of positive development in the internal

perception of dyslexic individuals. A good number are aware of their capabilities,
and conscious of having unique skills, and that they just have to manage and over-
come a few weaknesses. The more negative perspective is presented by external
sources (e.g. companies and employers), but from dyslexic individuals’ point of
view, which will lead to the vicious circle previously mentioned (company has no
knowledge −→ dyslexic does not disclose information/does not ask for help −→
nothing changes). As we can see from the next question, dyslexic individuals were
asked if they would prefer not to disclose their learning disability if the company had
a negative view on dyslexia.

Induction Process

Participants were also asked what, from their perspective, would be a dyslexia-
friendly induction process in order to help them:

Figure 6.6: Ideas from dyslexic individuals for a dyslexia-friendly induction process.

67.35% (66 participants) asked for a more visual approach, 47.96% (47 par-
ticipants) mentioned a more person-oriented approach, 25.51% (25 participants)
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believed that working in groups could be beneficial, while 22.45% (23 participants)
thought that working alone would be better. Only 3.06% (3 participants) would like
to see a written approach, 33.67% (33 participants) would like to have videos and
talks, 52.04% (51 participants) asked for a dyslexia-trained mentor and 5.10% (5
participants) asked for books, manuals and assessments. 9.18% (9 participants)
selected the option for others, which includes the need for advance information in
order to be prepared, requests for improved awareness of dyslexia in companies,
increased training and easy-to-follow diagrams, and for dyslexia-friendly writing,
formatting and colour awareness.

Comparing both groups, the benefit of a visual approach was selected by 60%
(18 participants) of the student sample and 69.56% (48 participants) of the pro-
fessional sample. 43.33% (13 participants) of the student sample and 49.27% (34
participants) of the professional group would like a more person-oriented approach.
Using a written approach received a low score from both groups, 0% from the stu-
dent group and 4.34% (3 participants) from the professional sample. 26.66% (8
participants) of the student sample and 24.63% (17 participants) of the professional
group believed that working in groups could be beneficial, while 23.33% (7 partici-
pants) of the student sample and 23.18% (16 participants) of the professional group
thought that working alone would be better. 50% (15 participants) of the student
sample would like to have more videos compared to only 26.08% (18 participants)
from the professional sample. The provision of books, manuals and assessments
did not receive many votes, with only 6.66% (2 participants) of the student sample
and 4.34% (3 participants) of the professional group considering this to be useful.
60% (18 participants) of the student sample and 47.82% (33 participants) of the
professional group asked for a dyslexia-trained mentor.

Participants were asked what they thought about advertising specific careers for
dyslexic people. 51.04% (49 participants) felt that specific careers would help their
talents to flourish, 22.92% (22 participants) felt that the adaptation process would
be better, and 13.54% (13 participants) stated that it would be more productive to be
only given duties that they have mastered. The other 12.5% would like to be using
more of their strengths for the right career, would like to gain a greater awareness
of their qualities, and also believe that accommodations could help them to perform
better. All of these would not only lead to a better performance, but also increase
their confidence and ability to contribute towards a professional path.

Strengths in Dyslexia

In order to understand a little more about the feelings and perceptions of dyslexic
individuals in relation to accommodations, changes of tasks and the impact of this
on their confidence, the following scenario was considered. They were asked to
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reflect on a scenario where their employer knew they had dyslexia and they were
having problems with written reports. They were then asked how they would feel
if their written duties were transferred to another colleague in exchange for other
duties in which they had greater interest or which drew on their capacities, such as
teamwork or giving presentations, among others.

Figure 6.7: Perception of change of duties.

The findings show that 24.47% (23 participants) of the participants would feel
happy to do something they were good at. 10.64% (10 participants) would feel
relieved to stop performing badly at reports. 14.89% (14 participants) would feel
supported. 5.32% (6 participants) would feel incapable. 15.96% (15 participants)
would feel bad for not being seeing as capable to perform a report. 1.06% (1
participant) would feel sad, because their boss did not think to challenge them.
11.70% (11 participants) would feel disappointed because would their boss do not
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offer them good support and 15.96% (15 participants) marked others, the answers
to which included that they would prefer to do it themselves but have it reviewed
by another person, they would like to use a software that helps them with written
reports, they could be included as part of a team that undertakes the report or they
would feel a sense of failure by not doing it.

A comparison between both groups can be found at Table 6.1.

Table 6.1: Perception of change of duties.

Disclosing Dyslexia

A further measure that was determined was related to how participants would feel
if their dyslexia was disclosed to the whole company.

9.57% (9 participants) stated that they would feel insecure, 44.68% (42 partici-
pants) were unsure of how people would interpret it, 4.26% (4 participants) would
try to build confidence again (just like in school), 7.45% (7 participants) would feel
confident and 34.04% (32 participants) would be happy to show colleagues what
they are capable of.
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Figure 6.8: Disclosure to the entire company.

A comparison between both groups can be found at Table 6.2.

Table 6.2: Disclosure to the entire company.
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Another scenario presented to the participants was that if the same scenario
was applied and the company had a “take” on dyslexia.

Figure 6.9: Disclosure to the entire company in a positive environment.

6.38% (6 participants) would feel ashamed of having dyslexia, 31.91% (30 par-
ticipants) would feel proud of having dyslexia, 13.83% (13 participants) would make
sure everyone knew they were dyslexic, 34.04% (32 participants) would feel more
responsible for their work and the other 13.83% (13 participants) offered other rea-
sons.

A comparison between both groups can be found at Table 6.3.
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Table 6.3: Disclosure to the entire company “take on dyslexia”.

Further to a consideration of some previous experiences, the current study en-
quired from the participants whether they are aware of any senior employees in
their organisation ever disclosing their dyslexia. 13.83% (13 participants) said yes
and the majority of 86.17% (81 employees) stated that they have never seen this
occur in their organisation.

Differences between students and workers

Differences were found between the dyslexic students and the dyslexic workers.
In the student sample, 82.35% (28 participants) thought they could show more
of their qualities and strengths if the company could give better dyslexia-focused
support to them, while 17.64% (6 participants) believed that they could not. In
the professional group, only 63.88% (46 participants) thought that they could show
more of their strengths and qualities in a company which offers dyslexia-focused
support.

Disclosure of dyslexia by senior manager

The effect of disclosure of his/her dyslexia by a senior manager in the organisation
was investigated by splitting the participants into two groups depending upon their
answer to this question.
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Table 6.4 suggested interesting results from the samples of dyslexic individuals
who have been part of organisations in which senior employees have disclosed
their disability, and those for whom dyslexia was not disclosed by senior employees
in their work settings. The first variable was regarding the awareness of the Human
Resources departments of their companies about their dyslexia.

Table 6.4: Percentage of senior dyslexic’s disclosure Vs. HR knowledge about
dyslexia cases.

The next variables showed the support given by the company to employees.
7 dyslexic individuals were from companies in which senior employees have dis-
closed their dyslexia and 60 participants were from companies where no such dis-
closure had been made. From the “senior disclosure” group 5 of the 7 of said that
their companies did provide them support Out of the 60 participants who belong to
the other group, only 7 stated that there was support given by their company, while
53 out of 60 stated the opposite. Table 6.5 illustrates the detailed distribution of this
variable.
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Table 6.5: Dyslexia disclosure of other employees Vs. Company support.

For the following questions, more participants answered the questions, which
resulted in different sample sizes compared to the previous ones. The first vari-
able presented an enquiry into a scenario where a company has a negative view
on dyslexia, and whether this would determine a preference towards not disclos-
ing their learning disability. The total number of participants who answered this
question was 94. 81 were from companies in which senior employees were never
known to have disclosed their dyslexia. From this group, 26 stated that they defi-
nitely would prefer not to disclose their dyslexia, 20 said that they would probably
prefer not to disclose it, 11 said that they might or might not be willing to disclose it,
13 felt that they would probably disclose it and 11 would definitely disclose it. From
the other group, 13 were from companies in which a senior dyslexic was known to
have disclosed their dyslexia. The results showed that 2 would probably prefer not
to disclose their learning disability, 6 stated that they might or might not be willing to
do so, 1 would probably disclose it and 4 of them stated that they would definitely
disclose their dyslexia.
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Table 6.6: Percentage of senior dyslexic’s disclosure Vs. Disclosure with a negative
view.

94 participants answered the next question, which asked: “If you were having a
problem in the company, would it make a positive difference to acknowledge your
dyslexia?” 81 out of the 94 were from companies that never had a senior disclosing
their dyslexia. The findings showed that 20 of them stated that it would definitely
make a positive difference to acknowledge their dyslexia, 24 said it would probably
make a positive difference, 21 said that it might or might not make a difference, 13
of them said that it would probably not make a positive difference and 3 stated that
it would definitely not make a difference. From those who belong to a company in
which seniors have disclosed their dyslexia, 7 out of 13 stated that it would definitely
make a positive difference to acknowledge their dyslexia if problems arise, 2 said
that it would probably make a positive difference and 4 said they were in between
yes or no.
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Table 6.7: Percentage of senior dyslexic’s disclosure Vs. Acknowledgement of
dyslexia.

94 responses were received for the question, “Do you think that your dyslexia
helps you to perform well in specific jobs?” from both groups - those who belonged
to companies in which a senior employee had disclosed his/her dyslexia and those
who had never known of a senior dyslexic employee disclosure. Table 6.8 illustrates
the comparison between the two samples.

Table 6.8: Percentage of senior dyslexic employees Vs. Dyslexia for specific jobs.



Chapter 6. Study 4 169

Table 6.9 presents the difference between these samples (employees belong-
ing to companies in which a senior employee had disclosed his/her dyslexia and
employees who are in companies where there has been no known case of a se-
nior dyslexic employee disclosure).The findings include the proportion of partici-
pants who believed that it would make a difference to know their specific dyslexic
strengths when deciding to explore a career path.

Table 6.9: Percentage of senior dyslexic employees Vs. Specific dyslexic strengths
for career decision.

Finally, it was found whether participants would mention their dyslexia when
applying for jobs. 94 participants responded to this question, with 81 belonging to
the sub-sample of dyslexic individuals from companies in which senior employees
have disclosed their dyslexia. 15 out of 81 stated that they would definitely mention
their dyslexia, 9 out of 81 mention that they would probably mention it, 15 stated
that they may or may not mention it, 19 said they would probably not mention their
dyslexia and 23 stated that they would definitely not mention their dyslexia when
applying for jobs. A more positive view was presented for this variable from the other
sub-sample of 13 individuals belonging to the group of employees from companies
where seniors had disclosed their dyslexia. 7 out of 13 stated that they would
definitely mention their dyslexia when applying for jobs, 3 of them shared that they
may or may not do so and 3 would probably not mention their learning disability
(see Table 6.10).
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Table 6.10: Percentage of senior dyslexic’s disclosure Vs. Mentioning of Dyslexia
when applying for jobs.

6.4 Discussion
Study 4 identified in the results that dyslexic individuals preferred more interac-

tive recruitment processes, with the example of more interviews and less written
tasks. Some dyslexics also felt that the selection process could be more beneficial
to them if the information could be given in advance for personal preparation and
organisation of ideas. Participants also showed that having a senior dyslexic al-
ready in the company makes the process more smooth and easier for new dyslexic
employees by having a better acceptance and support by the employers. It is very
important to add as well that having a senior dyslexic at the company also con-
tributes for better talent identification and mentoring.

Two quantitative hypotheses were stated. I address them in turn. The first
hypothesis was:

(1) Dyslexic individuals who belong to a company in which a senior dyslexic has
disclosed his/her learning disability will give more positive ratings for disclo-
sure at the workplace Those who belonged to the SED group showed a sig-
nificantly more open attitude towards disclosure when applying for a job posi-
tion as well as a greatly increased sense of overall confidence. Significantly
higher percentage from the SED group believed that disclosure to the com-
pany would have a positive impact if a dyslexic employee were facing prob-
lems. Also, those who belonged to the SED sample stated that they had
greater support when compared to the NSED group.
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Hypothesis 1 was therefore supported. The second hypothesis was:

(2) Dyslexic students will have a more “dyslexia-positive” view towards the work-
place by comparison with dyslexic workers

In the descriptive analysis the comparison between students and workers, regard-
ing disclosure to the whole company showed that dyslexic students tended to feel
insecure and less confident compared with the participants who were dyslexic work-
ers. Furthermore, only 63.88% of the non-student dyslexic group believed that
they could show more of their qualities/strengths if some specific dyslexia support
was provided, compared to 82.35% of the student sample. This suggests that
the student sample were more optimistic as to the potential benefit for support - a
“dyslexia-positive” view. However, if no specific support is provided, it may lead to
a “dyslexia-negative” view.

This study was the final one undertaken for this thesis and its primary aims were
to understand the preferences of dyslexic adults for how they might be supported
- and how they might thrive - together with their emotions and feelings towards
disclosure at the workplace. As has been hypothesized, it was expected that stu-
dents would have a more positive view on how dyslexia is viewed at the workplace
when compared to professionals. The second hypothesis of this final study was
that dyslexic individuals who belong to a company where a senior employee had
disclosed his/her dyslexia would give a more positive rating for disclosure at the
workplace when compared to those who have not had this experience (of dyslexia
disclosure) in their workplace.

One of the major findings from this study was the comparison of the samples
between employees that belong to the “senior employee dyslexic” (SED group) and
employees from companies which have had no experience of seniors (NSED group)
disclosing their dyslexia. 100% of those who are part of the first group were defi-
nitely sure that their Human Resources department knew about their dyslexia, while
only 45% of the second group was sure of this. Bartlett et al. (2010) emphasises
the importance of disclosure as a means for the company to be able to anticipate
any problems with the employee’s performance. By promoting awareness, it is pos-
sible to provide the right support for dyslexic employees at all stages (recruitment
and selection, performance and appraisal, training and development).

From the results of this current thesis, the SED group once again described a
much higher percentage of support from their companies (71.42%) by comparison
with the NSED group (11.66%). As Bartlett et al. (2010) explained, possible adjust-
ments for dyslexic individuals have to be analysed in order to guarantee that these
will have constructive and positive results. They mention that sometimes accom-
modations may not be practical, or may not be very helpful for specific individuals
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or cost-effective. It is also important to take into consideration in these percentages
that disclosure, as seen in this section, is not something that is very common, which
leads to a lack of support due to the lack of information. Viewing the whole scenario
can lead us to believe that there are “small flaws” with a number of aspects of the
process, such as the reluctance of dyslexic individuals in asking for support, and
also the way in which companies do not create the most effective environment for
those who would like to disclose their learning disability, to do so.

As explored in Study 3 of this thesis, dyslexic individuals still face a lot of igno-
rance in the workplace. (Bartlett et al., 2010) has mentioned a number of reasons
why dyslexic employers withhold information about their dyslexia from Human Re-
sources, with one of the fundamental reasons being the misunderstanding of others
about their dyslexia. The results related to disclosure, even under a negative sce-
nario (where an organisation may have a “bad view” on dyslexia) was very intrigu-
ing. 13.58% of the NSED group stated that they would still disclose their learning
disability in such a scenario, while 31.0% of the SED group would disclose their
dyslexia under the same situation. Such a finding leads us to believe that senior
dyslexic employees may positively influence other dyslexic individuals by adding
value to their dyslexia and disclosing it in a way that even companies who have no
knowledge of dyslexia or may be prejudiced against it, will be able to see the enor-
mous advantages of employing a dyslexic worker. Of particular focus may be their
hidden talents, as mentioned in Study 3, and the likely expansion of positive results
and outcomes for companies when the appropriate support is offered to dyslexic
employees to draw out their gems (McLoughlin & Leather, 2009; Nicolson, 2015).

Another result related to their response as to whether an acknowledgement of
their dyslexia when facing a problem, would make a positive difference to the com-
pany. Once more, differences were found between the two samples. 69.0% of the
SED group believed that it would definitely or probably make a positive difference,
while only 55% of the NSED group thought it would definitely or probably make a
positive difference. Also, no one from the SED sample believed that acknowledging
their dyslexia in this scenario would have any impact on a positive change. Such
findings again corroborate the thinking that senior dyslexic individuals could be a
crucial help for younger dyslexic individuals to disclose their learning disability with
courage. The importance of disclosure from others in the workplace to stimulate the
courage of disclosure has already been shown, but clearly, that alone and without
the proper support mechanisms, would prove futile. This represents just the first
step and the company should for instance be prepared to then consider a range of
different scenarios in order to guarantee the maximum support for its employees.
As has been explored in this thesis already, such a mechanism will not only benefit
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the dyslexic workers, but also the company, since their employees will be enabled
to perform more effectively with the appropriate accommodations and adjustments
(Moody, 2015; Sumner, 2012).

In addition to the above, the study found a positive significance to senior dis-
closure and awareness of specific dyslexic strengths when deciding for a career.
76.92% of the participants who belonged to the SED group stated that knowledge
of their dyslexic strengths would definitely make a difference for this purpose. This
complements the above findings, reinforcing the fact that with the appropriate sup-
port and heightened awareness of dyslexic strengths by dyslexic individuals, they
will be able to choose their career path more wisely, which may affect their future
happiness within the workplace and their long-term high performance.

One of the final results showed that individuals from the SED group were more
likely to mention their dyslexia when applying for jobs when compared to the NSED
sample. Bartlett et al. (2010) discussed the importance of disclosure from the be-
ginning. Noting that dyslexic individuals may need to hear the same question more
than once, may need extra time to formulate answers, provide extra time in case
there is a request to read a specific document. Also, it is important for the em-
ployer to be aware of how much dyslexia could be resulting in a specific fear or
lack of confidence in dyslexic employees from showing their talents, experiences,
expertise and intellect.

Interestingly, no one from the SED group would “definitely not” mention dyslexia
when applying for a job, as opposed to the NSED group, in which 28.0% of the par-
ticipants would definitely not disclose it in the first stages of a job application. This
is another finding that further indicates that there is a very valuable and important
result regarding senior dyslexic individuals disclosing their dyslexia and how it may
affect younger workers.

Finally, our last result from this study used a different sample, that of students
and non-students and explored their perspective on showing more of their strengths
and qualities if the company could provide better support focused on their dyslexia.
82.35% from the student sample believed that they could show more of their quali-
ties versus 63.88% from the workers group. In addition to this finding, the reaction
of the student and non-student samples were compared in relation to a scenario
of full disclosure to the company. For some findings, such as the sense of insecu-
rity, the non-student sample percentage was three times smaller than the student
group. The non-student group also showed higher confidence in their dyslexia. The
student sample had a higher incidence for a pattern of building confidence due to
people knowing about their dyslexia, which can be compared to the support given
during “school times”. As previously mentioned, such a pattern that exists in col-
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leges and universities to provide support and constant encouragement to dyslexic
individuals, is not so common in the workplace (Bartlett et al., 2010). These find-
ings can suggests that dyslexic students may need dyslexic support from organi-
sations in order to have a “dyslexia-positive” view in the workplace, which may lead
to disclosure, better delegation of duties, a better choice of career and a long-term
increase in overall results for the company.

6.4.1 Limitations

The present study has several limitations. The first is that in the dyslexic student
sample, only the University of Sheffield dyslexic students were contacted. The
dyslexic professionals/workers sample was only contacted via the BDA magazine.
Both samples lacked the generality that comes from a wider range of participants.
However, it was difficult to find a database of the formal diagnosis of individuals with
this learning disability.

Another limitation is that all of the participants in Study 4 were located in the
United Kingdom, which benefits from the great support of the globally renowned
British Dyslexia Association. Therefore, the responses and findings may have dif-
fered from dyslexic individuals whose only experience is in countries that did not
have enough awareness about dyslexia and did not provide any appropriate sup-
port.

6.5 Conclusion
The quantitative analysis of Study 4 has assisted in the understanding of the

key role of senior managers in the entire context of dyslexia support in organisa-
tions. Having a senior manager disclose his/her dyslexia resulted in significant and
positive differences in: overall support, the courage to mention dyslexia when ap-
plying for jobs, higher awareness from the company about its dyslexic employees,
and the feeling that it is positive to acknowledge dyslexia to solve problems.

As was identified, one of the main connections between dyslexic employees,
companies and disclosure is having a senior employee who has been in that po-
sition before and who can provide mentorship to those who are still unsure about
their strengths and qualities and how to express them in the workplace.



Chapter 7

Conclusions and Directions for
Future Studies

7.1 Overview
In this final chapter, a broad overview of all of the four studies undertaken dur-

ing this PhD will be briefly summarised, Discussions are focused on the main find-
ings and contributions for the field of Positive Dyslexia, in particular about plac-
ing dyslexic individuals into the workplace, the perspective of employers about this
learning disability, and the strengths and qualities that these individuals can bring
to the workplace.

Whilst the field of dyslexia is well known and commonly studied for the provision
of specific and appropriate support to school children, such individuals feel less
supported as they move into adulthood and the field of dyslexia in the workplace
seems to be thinly researched. Therefore, the main goal of this PhD study was
to assist in the development of this field and to understand the main issues and
challenges faced by dyslexic individuals, alongside the perspective of companies,
when including dyslexic individuals to the team. A summary of finding from past
chapters will be presented in this section and the conclusion will show a possible
solution for intervention.

7.2 Findings from the studies
The main purpose of this thesis was to further expand the research associated

with the field of Positive Dyslexia, with new findings that will continue to provide
constant empowerment to dyslexic individuals. I was very interested to contribute
to the development of the Positive Dyslexia movement, as this learning disability is
seen by many as a negative condition, but as we have demonstrated in this piece of
work it presents enormous positive perspectives and qualities, and some authors
would even say that dyslexia is a gift rather than a Learning Disability.

175
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An extensive literature review was carried out in order to deepen on knowledge
about “traditional” dyslexia, positive psychology, positive dyslexia, entrepreneurial
behaviours and dyslexia at the workplace. All of this literature was crucial in order
to provide enough support for all of the four studies undertaken during the PhD.

Study 1 undertook a comparison between dyslexic and non-dyslexic students
among the variables of entrepreneurial behaviours, which also included the dyslexia
decathlon (proactivity, flexible coping, resilience, big picture thinking, visualization,
innovation, communication skills, empathy, teamwork and unconventional thinking).

Dyslexic individuals demonstrated a higher desire to start their own business (d:
0.38) and higher satisfaction in becoming an entrepreneur (d: 0.47) when compared
to the non-dyslexic group.

This study also found dyslexic individuals to be more resilient and more cre-
ative than non-dyslexic individuals. The results also reflected their much greater
preference for working in teams; they identified themselves with better problem-
solving mechanisms, visual spatial abilities and greater communication skills when
compared to non-dyslexic individuals.

The factor analysis in Study 1 revealed that both big picture thinking and risk
taking were strongly associated with dyslexia as a major factor, as seen in factor
8R (Table 2.17). Eide & Eide (2012) stated that big picture is a skill that dyslexic
individuals have and it gives them the opportunity to link ideas and concepts easily.
According to Rauch & Frese (2007) vision is key for setting goals, seeking the
correct opportunities and directing themselves towards the path of success. The
conjunction of both skills is incredibly good for high performance. One may possess
a great vision, however without the ability to recognise opportunities and to take
risks, this may not be fully exploited.

Visuo-spatial skills was also present in the dyslexic group and much higher than
the non-dyslexic sample. This result resonates very well with previous literature
from both “Mind’s Eye” framework and MIND strengths. They discussed the strong
relationship this skill has with dyslexia (West, 2009; Eide & Eide, 2012).

These results are remarkably important, because it was possible to identify
cognitive, entrepreneurial and inter-personal skills and specific preferences usually
present in the successful entrepreneur and dyslexic adult in the dyslexic student
group even years before they embarked on their own professional life. These results
revealed that dyslexic individuals have skills that are vital for a competitive advan-
tage in current society, which gave a “green card” with diverse possibilities and new
opportunities to companies and dyslexic individuals to implement dyslexia-tailored
careers and provide specific support so their strengths will gain the spotlight by be-
ing appropriately assessed and nurture, not only in their early education, but also



Chapter 7. Conclusions and Directions for Future Studies 177

for all stages of their lives.

I conclude that, as literature has previously stated, dyslexic individuals may have
developed these unique traits as coping mechanisms through the life events and
challenging experiences they have had to go through. However, it has been the
first time that some of these traits have been compared between dyslexic and non-
dyslexic groups. The main purpose of the comparison was never to diminish the
capacity of non-dyslexic people, but to empower those who have this unique learn-
ing disability and do not know of its strengths and powers within. It is not only
dyslexic individuals, but also the third parties, such as teachers, who may need to
have this knowledge in order to help dyslexic students to flourish and develop their
strengths even more. The same purpose would apply for employers and organisa-
tions in society.

Study 2 was designed to address a limitation that was found in Study 1, which
was a discrepancy in some of the dyslexic strengths variables between questions
designed to probe the same attribute (resilience, big picture thinking, visual spatial
skills and communication skills). This study was very important to analyse how
traits that are supposed to be strengths need development in order to excel to the
absolute personal advantage.

Resilience was found in Study 1 to be a very important quality of dyslexic individ-
uals. However, in Study 2 it was more deeply investigated and found that although
dyslexic individuals may not like to work under pressure, they recognize its bene-
fits. Dyslexic individuals stated that they were more focused under pressure, had
better organizational skills, which lead them to being more efficient in their goals
and challenges. Interestingly, although they saw pressure as stressful, they also
believed it draw the best out of them and helped them to explore their skills and
strengths. Such findings are consistent with Coutu (2002) who argued that resilient
individuals are those who can understand the present challenges and make the
most of delicate periods.

Big Picture Thinking was another important trait, which showed some discrep-
ancies in the results. 75% of the participants demonstrated a high level of proactiv-
ity, which could possibly indicate the reason for a medium average for them seeing
things that were not being done, but should be. For instance, not all of the partici-
pants showed this theme, but definitely those who had, presented a very proactive
personality, which suggests that proactivity could be a trait to be further developed
in order to achieve a maximum result in BPT. Seizing opportunities was a theme
highly predominant in the quantitative analysis (Study 1) and again confirmed in
Study 2 with all participants reflecting this.

In Study 2, it was difficult to understand the low average from Study 1 of dyslexic
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individuals not liking to start with the big picture when undertaking tasks. For this
specific theme, all participants demonstrated a long-term vision, which was some-
thing very strong across all of the interviews. One possible explanation for the
low average in Study 1 for this variable is that maybe participants did not see a
long-term vision directly related to everyday tasks, but once questioned about it
in a qualitative in-depth analysis, they reflected upon this and identified that daily
challenges were highly connected to bigger aspirations.

Communication skills were already known to be one of the key qualities of
dyslexic individuals (J. Logan, 2009; Nicolson, 2015). Study 1 showed that dyslexic
individuals do not consider themselves good at explaining things to others. In Study
2, participants demonstrated that they needed access to sufficient knowledge in
order to explain a specific subject to others. Together with knowledge, prepara-
tion and over-practice gave them more confidence and allowed them to apply their
communication skills better.

All participants confirmed in the Visual Spatial variable that they had a strong
association with images and indeed their understanding was superior when thinking
in pictures rather than words. 62.5% of the participants demonstrated a good visu-
alization a good ability on visual spatial tasks which corroborates with the medium
average found in Study 1. Such result mostly had a medium average across partic-
ipants, because of backgrounds and experiences that would allow them to develop
this specific skill, for example, architecture tasks, football strategy, archaeology and
visual presentations, among others. Finally, during the second study, it was possible
to understand the reason for such a low average on long-term visual memory. Par-
ticipants showed a good photographic memory of specific past experiences rather
than the whole situation, hence the low average on long-term memory of Study 1.

The investigation for Study 3 aimed to understand the employers’ perspective
towards dyslexic individuals. As previously stated, two countries were chosen as
samples: United Kingdom and Brazil. The reason for it was the contrast in the
level of development regarding dyslexia between the two countries. A total of 20
companies were selected, from small companies to multi-national enterprises, and
in-depth semi-structured interviews were undertaken in order to analyse the work-
ing environment that dyslexic individuals are employed in. The analysis from both
groups enabled the identification of the main issues and challenges faced by both
countries, which were clustered according to the following themes:



Chapter 7. Conclusions and Directions for Future Studies 179

Brazilian Sample

– Theme 1: Favour to dyslexic individuals by employing them (not explicit men-
tioned by all)

– Theme 2: Equal support

– Theme 3: Dyslexia as a negative trait

– Theme 4: Desire of a better dyslexia understanding

– Theme 5: No knowledge on dyslexia

– Theme 6: Assumptions of dyslexic individuals feeling afraid of disclosure

– Theme 7: Support is for ordinary employees

United Kingdom Sample

– Theme 1: Lack of dyslexia knowledge in companies

– Theme 2: Under Performance and Dyslexia

– Theme 3: Inexistence of dyslexia support

– Theme 4: No influence on performance by dyslexia

– Theme 5: Disclosing dyslexia is indifferent

– Theme 6: Desire of a better dyslexia understanding

The themes indicate us that although both countries are still some way from
fully developing in dyslexia knowledge and the provision of appropriate support
for dyslexic employees in the workplace, the U.K. sample demonstrated a better
overall knowledge of this learning disability, which led to less prejudice regarding
employment. But how can dyslexic employees achieve maximum results if they are
not supported adequately? The Brazilian sample showed a much lower developed
knowledge and understanding of dyslexia, which had a direct effect on their views
about dyslexia at the workplace.

McLoughlin & Leather (2009) stated that dyslexia is not a learning disability that
“fades away” after childhood, but is present throughout the life of an individual. It is
crucial then that they have the adequate support at all stages of their lives, in order
for their positive assets and qualities to be developed and applied at the forefront of
their functioning and used to their advantage with the proper support.
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It was concluded that the Brazilian sample had an extensive lack of basic knowl-
edge about the learning disability, which needs to be addressed as a first step,
before introducing Positive Dyslexia within companies. The views that were pre-
sented on dyslexia were entirely negative and much work would have to be done
in conjunction with the Brazilian Dyslexia Association and companies in Brazil, to
raise even an initial awareness of dyslexia before a more profound consciousness
of Positive Dyslexia can be raised within the country. The U.K. sample had a bet-
ter basic and overall knowledge, which could lead to a more immediate inclusion
of strengths and qualities of dyslexic employees in order to maximize their perfor-
mance. As such, and given the basis of their initial knowledge, a readiness was
demonstrated in the U.K. sample to begin thinking about the“Positive Dyslexia” ap-
proach of Nicolson (2015), which would expand their understanding and be more
likely to make sense.

Study 4 was carried out with the purpose of developing one of the limitations
of Study 3. In the previous study, perspectives and views from employers about
dyslexia and dyslexic individuals were analysed. However, some of the findings
only addressed the employers’ perspective. Study 4 took the perspective of the
dyslexic employee and aimed to identify variables that could empower dyslexic em-
ployees towards a higher rate of disclosure in the workplace. The main finding was
that senior executive dyslexic employee in companies when who had previously
disclosed their learning disability at work were shown to have a better support and
acceptance in the companies.

Sumner (2012) argued the importance of having an open and approachable
channel for dyslexic individuals at the workplace. They need to feel well supported
in a non-judgemental environment, which will lead them to trust the process of
disclosure.

From the main finding of Study 4, it can be understood that having a dyslexic
senior who has already opened a path for disclosure makes it more comfortable
for future dyslexic employees to also choose to disclose their dyslexia at work,
and helps companies to gain a greater understanding of the reason for appropriate
support and its application.

7.3 Limitations
Study 1

The study had some clear limitations during the execution of the research. The
first one was the limited sample. Although people from different social classes,
courses and backgrounds were included, they were all students from the same
university, which could influence their background social class. It would also be
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more interesting to undertake the study using high achievers, so this same study
could be repeated with this different sample to identify differences and see which
sample will be more likely to possess entrepreneurial intentions (dyslexic students
x non-dyslexic students and high achievers dyslexic individuals x high achievers
non-dyslexic individuals).

All data were based on a self-evaluation rather than a measure from an objec-
tive skill. However, those reports are well sustained in the literature. Zell & Krizan
(2014) stated in their metasynthesis of studies taken in this field of research that
there is an existence of a moderate correlation between self-evaluations and ob-
jective performance measures. It is important to also highlight how difficult it is to
determine objective measures of performance.

Another limitation that was found was related to the “income level” section.
Since the whole sample was composed by students, the majority of them were
classified in the “below £1000”, which did not affect the results, because they were
still significant. However, it would be interesting to see a more even sample among
the social classes.

As could be seen from Study 1, there were some discrepancies among the
same variables (measuring different attributes). A qualitative analysis in these vari-
ables would be very beneficial in order to fully understand deeper scenarios of
strengths that may still need some development.

Study 2

10 participants from Study 1 had the highest discrepancies in their answers. 8
participants were easily contacted and accepted to take part in the qualitative anal-
ysis. However, the other two participants did not reply to any of the invitations sent
and it was impossible to reach all the participants who indicated high discrepancies
among their answers.

Study 3

Twenty semi-structured interviews were carried out in two different countries in or-
der to understand the company perspectives towards dyslexic individuals. One of
the limitations of this study was the inability reach big or multinational companies,
which could facilitate future quantitative studies.

It is also important to point out that due to the qualitative nature of the study, the
findings could not be generalised. Although patterns were found among the com-
panies, we can only generalise the results with a large and significant quantitative
approach.
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Study 4

Access by students to the questionnaire used in the final study was facilitated
through the University of Sheffield, and through the magazine of British Dyslexia
Association (BDA Contact) in order to reach dyslexic professionals.

A limitation was presented in the responses of these samples, as it used the
experiences of individuals who live in the United Kingdom, which is the most ad-
vanced country for dyslexic support world-wide, and the BDA is globally renowned.
It would be very beneficial and interesting to run another study in a country, with
a less developed Dyslexia Association and where there is a an extensive lack of
knowledge about the learning disability.

7.4 Application and change in the real world
Following the extensive work undertaken for this PhD thesis to advance the

present situation for dyslexic employees and develop appropriate support, I will
venture to propose a dyslexia-friendly initial methodology for companies.

Earlier in this thesis, the ABCDE theory by Seligman (2002) was presented as a
positive-psychology-based approach to help individuals to develop their “optimistic
explanatory style”. In the theory, A stands for “adverse event”, B for “beliefs”, and
C for “consequences”. In order to develop optimistic explanatory style, Seligman
then advocates the “DE” approach to these adverse events, where D stands for
“disputation” - disputing that the consequence do need to be seen negatively, and
E for “energisation” when a series of positive activities is created to combat the
ABC cycle.

From the main findings of Studies 3 and 4, a series of factors were identified
which were holding dyslexic individuals back from disclosure at the workplace, and
might be perceived as a (series of) adverse events. Building on Seligman’s ap-
proach, I have created a methodology that could be introduced by both companies
and dyslexic individuals toward both the problem of disclosure and the inclusion of
dyslexic workers - see 7.1:

The suggested tool identifies A as the adversities faced by dyslexic individuals
though their life, from their childhood challenges in learning how to read and write
up to (for some cases of late diagnosis) their university and workplace tasks. De-
pending on the nature and extent of the problems and challenges that were faced,
beliefs are generated, which are mostly based on very negative perceptions. Un-
til a dyslexic person understands dyslexia as a whole, they are unaware of what
coping mechanisms can help to improve their performance. Therefore, negative
experiences and beliefs; have resulted in a lack of confidence and disempowered
attitudes and reality. In order to overcome this negative scenario, there is a need
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Figure 7.1: Blueprint to dyslexia success at the workplace.

to re-programme ABC, and we propose that companies provide mentorship from
dyslexic senior employees who have already faced these challenges and have
heightened empathetic skills, which will create a safer and more comfortable en-
vironment for younger dyslexic individuals to disclose their learning disability and
request appropriate support.

Together, young dyslexic individuals and executives within the company will dis-
pute (D) all the beliefs created over one’s life through challenging and negative
experiences by viewing them from the positive perspective. The senior executives
will guide younger dyslexic employees to “self-craft” various aspects of their work
and to understand ways of working that with draw on their strengths, refine their
coping mechanism strategies and see more clearly how dyslexia can empower
them with unique strengths and gifts. By applying this, dyslexic employees will de-
velop improved self-understanding, and increase their awareness of their strengths
and weaknesses (always focusing on qualities, but knowing how to deal with draw-
backs). This will energise (E) younger dyslexic individuals to know “the right path”
and the senior executives who will be able to see those who are starting their career
to know what they are capable of. Energisation will lead to a better productivity by
the individual and in consequence, better results for the company.

The proposed outline methodology, obviously, does not seek to solve all of the
problems faced by dyslexic individuals in the workplace. However, from all of the
major issues identified from among the studies and from previous literature, it does
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provide a blueprint for designing a tool that would help companies develop a strat-
egy with a clear theoretical and evidential basis that empower both dyslexic em-
ployees and senior management to transform their workplace environment, thereby
benefiting both the individuals involved and the performance of their organisation.

7.5 Closing
To conclude this PhD study, it is important to highlight some important facts from

these three years of research.
Firstly, this is the first time that a comparison between dyslexic and non-dyslexic

individuals has been undertaken revealing a comparative advantage for the dyslexic
group. As has been previously stated, the intention was never to diminish non-
dyslexic individuals, but to empower those with this unique learning disability to
focus on their strengths and develop their coping mechanism strategies to enable
them to reach their excellence.

Secondly, it was crucial to undertake a study with employers so as to gain an
in depth understanding of their perspectives towards dyslexic individuals. I believe
it was the first time one could reach a full circle of understanding of the main prob-
lems regarding disclosure and dyslexia in the professional world, using qualitative
and quantitative evidence. This led to a purpose for how to initiate the support for
dyslexic individuals within the workplace.

Thirdly, the present thesis has indicated the initial blueprint for better - even
transformative - support for dyslexic employees at work. We are in the 21st century
and the world is rapidly changing. If we continue to perform in the same way, we
will have the same results we have always had.

The findings presented in this thesis have revealed fruitful and potential oppor-
tunities for exploration of the talents that can be acquired by dyslexic individuals by
experience throughout their life. By empowering them with the resources of Posi-
tive Dyslexia, it is possible to start preventing negative scenarios through identifying
and nurturing strengths, rather than the outdated medical model of attempting to
find and remediate weaknesses.
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Appendix A

Study 1 Information Sheet

Entrepreneurial Tendencies and Dyslexia
Dear volunteer,

You are being invited to participate in this research. Before we start the
questionnaire, it is important for you to understand the purpose and what is
involved in this research.

Please, read carefully the information provided below and feel free to ask any
questions that may rise. If something is not clear, or you would like to receive more
information in any part, feel entirely free to email me. Take your time to decide
whether or not you should participate in this research. Thank you very much for
your time!

Project’s Purpose
We are interested in whether there is any relationship between various cognitive
strengths and the likelihood of becoming an entrepreneur. There is also a
relatively high proportion of dyslexic entrepreneurs. In this study we intend to
probe the underlying causes of these relationships.

Taking part in the research
Be aware that this research is entirely voluntary and it is up to you to participate or
not. If you agree to take part in this research, you will be given this information
sheet to keep and will be asked to sign a consent form for University’s Ethics
regulation.

Remember that you can withdrawal at anytime, without give any reason.
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What will happen to me if I take part?
Around 100 volunteers will be responding to this questionnaire and in particular
cases, I might need to interview some candidates in order to retrieve more
knowledge and information about specifics results, which may appear during the
research.

What are the possible benefits of taking part in the re-
search?
It is a very good opportunity to discover qualities that you have, which you did not
even know you did. This can help dyslexic adults to increase their self-confidence
and improve their future performances in life.

Confidentiality
All information given will be kept strictly confidential and will not be revealed to
anyone out of the project.

Results: The results from this research will be part of my PhD thesis and if you are
interested in having a copy of the result, please just give me your email address
and once the study is finished, I can give it to all interested volunteers.

Contact for further information
Research student: Poliana Piacesi Sepulveda
Email: ppsepulveda1@sheffield.ac.uk
Supervisor: Professor Rod Nicolson
Email: r.nicolson@sheffield.ac.uk
( ) Yes, I would like to take part in the research.
( ) No, I don’t want to take part in the research.



Appendix B

Study 1 Consent Form

Consent form
Please read the following information and decide whether or not you would like to
participate in this study. This experiment has received ethical approval and will be
supervised by Professor Rod Nicolson. Results will be kept confidential and not be
associated with your name. If you do decide to take part, please note that you are
free to withdraw from the experiment at any time and any information you provided
would be discarded.

In this study we will be asking volunteers to fill one questionnaire on
Entrepreneurial Tendencies and Dyslexia subject. It is expected to overall take no
more than 15 minutes.
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Study 1 Questionnaire

Entrepreneurial Tendencies and Dyslexia
Q1. What are you studying?

Q2. How old are you?

◦ (1) 18 to 21

◦ (2) 22 to 25

◦ (3) 26 to 30

◦ (4) Above 30

Q3. What is your average monthly income?

◦ (1) Below £1000

◦ (2) £1000 to £2000

◦ (3) £2000 to £3000

◦ (4) £3000 to £4000

◦ (5) £4000 to £5000

◦ (6) Above £5000

Q4. Are you dyslexic?

◦ (1) Yes

◦ (2) No

If No Is Selected, Then Skip To Entrepreneurial Intentions

Q5. When were you first diagnosed with dyslexia?

◦ When I was a child (1)
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◦ In elementary school (2)

◦ In high school (3)

◦ At University (4)

◦ After graduating (5)

Q6. What did change in your life once you were diagnosed with dyslexia?

Q7. Do you feel this was a barrier or a facilitator situation for your future?

◦ Barrier (1)

◦ Facilitator (2)

Q8. Why?

Q9. Entrepreneurial Intentions

Q10. Attitudes
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Q11. Motivation

Q12. Perceived behavioral control
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Q13. Perceived behavioral control
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Appendix D

Study 2 Information Sheet

Entrepreneurial Tendencies and Dyslexia - Information Sheet

Dear volunteer,

You are being invited to participate in this research. Before we start the interview, it
is important for you to understand the purpose and what is involved in this research.
Please, read carefully the given information provided below and feel free to ask any
questions that may rise. If something is not clear, or you would like to receive
more information in any part, feel entirely free to ask me. Take your time to decide
whether or not you should participate in this research. Thank you very much for
your time!

Project’s Purpose

Dyslexic people may face difficulties in engagement in the workplace. They may feel
excluded in society and may question, sometimes, their qualities and good points.
This study is designed to help dyslexic students identify their strengths, so that it
may help them aim for jobs that will suit them. The present study is a follow-up from
a study that you took part in November 2014 and investigates why in many cases
there was a discrepancy in the dyslexic group between different questions designed
to probe the same attribute (big picture thinking, visuo-spatial skill, resilience and
communication skills).
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Taking part in the research

Please be aware that this research is entirely voluntary and it is up to you to par-
ticipate or not. If you agree to take part in this research, you will be given this
information sheet to keep and will be asked to sign a consent form for the Univer-
sity’s Ethics regulations. Remember that you can withdraw at anytime, without give
any reason.

What are the possible benefits of taking part in the re-
search?

It is a very good opportunity to discover qualities that you have, which you did not
even know you did. This can help dyslexic adults to increase their self-confidence
and improve their future performances in life.

Confidentiality

All information given will be kept strictly confidential and will not be revealed to
anyone out of the project.

Results

The results from this research will be part of my PhD thesis and if you are interested
in having a copy of the result, please just give me your email address and once the
study is finished, I can give it to all interested volunteers.

Contact for further information

Research student: Poliana Piacesi Sepulveda

Email: ppsepulveda1@sheffield.ac.uk

Supervisor: Roderick Nicolson

Email: r.nicolson@sheffield.ac.uk
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Study 2 Consent Form

Consent form

May 2015

Please read the following information and decide whether or not you would like to
participate in this study. This experiment has received ethical approval and will be
supervised by Professor Rod Nicolson. Results will be kept confidential and not be
associated with your name. If you do decide to take part, please note that you are
free to withdraw from the experiment at any time and any information you provided
would be discarded.

In this study we have selected participants from an earlier study (November 2014)
in which you completed a questionnaire that allowed you to rate yourself on a
range of potential strengths. You also indiciated that you would be willing to take
part in a follow-up, which is why we are contacting you. It is expected to overall
take no more than 40 minutes.

By signing this consent form you will be putting yourself forward to participate in
the study, which is just a simple interview.

If you wish to participate in this study please sign below, and also provide us with
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your email address in order for us to be able to arrange a follow up meeting to
discuss the findings.

Signature of Participant:

Date:

Email / contact:

Participant’s email address:

Signature of Participant:

Supervisor’s Signature:

Date: 23/04/2015



Appendix F

Study 2 Interview Schedule

Questions for Structured Interview

1. Could you give me three examples of situations where you had to work under
pressure?

2. How do you find working under pressure?

3. Could you give me three examples of how dealing with difficult people enabled
you to grow?

4. Could you give me three examples of how dealing with difficult situations en-
abled you to grow?

5. Could you give an example of when you started with the big picture in one
task you were undertaking?

6. Could you give me two experiences in your life that you identified things you
(or your group) should be doing that were not?

7. Could you give me three examples in your life where you seized opportuni-
ties?

8. Could you give me an example on how you identified an opportunity in your
life?

9. Could you give me one example of how you felt your explanation was good
for others?
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10. Could you share one time that you had to do an oral presentation? How was
the outcome of it?

11. Could you give me two examples of how good you were at one specific visuo-
spatial task?

12. Could you give me examples of when you think in pictures rather than words?

13. Could you give me two examples of how your long term visual memory works?



Appendix G

Study 3 Information Sheet

January 2016

Dear Sir or Madam,

My name is Poliana and I am currently a second year PhD student at the University
of Sheffield, a member of Professor Rod Nicolson’s Positive Dyslexia group. My
main area of research is Positive Dyslexia and my focus is with dyslexic adults.
I have done two studies, the first quantitative and the second qualitative, which
established very interesting results about dyslexic adults having a higher tendency
for entrepreneurial behaviours when compared to non-dyslexic individuals.

The British Dyslexia Association has made great progress over the past decades in
the UK in order to identify dyslexic individuals, remove barriers to their achievement
and provide the best support for their reading difficulties. The BDA also played
a leading role and created the “Dyslexia Friendly Schools” initiative that provides
schools with guidelines and a “kitemark” specific standard in order to better help
dyslexic children to succeed in school.

Our goal is to move this further and involve companies so as to create “Dyslexia
Friendly Companies”. Such an initiative would be beneficial for both dyslexic work-
ers and their companies, since we believe they have qualities that will help to make
a difference. However, the first stage is to establish what current practice is in terms
of recruiting and managing dyslexic workers.
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We would like to invite you to take part in our study. It will take less than an hour,
and I am happy to arrange it at your convenience, both time and place. I would be
happy to undertake it by telephone or by Skype as you prefer.

Please see the interview schedule attached. We emphasise that this study is un-
dertaken in complete confidence, with the guarantee that strict confidentiality will
be maintained, with anonymous codes allocated to all participating companies and
personnel. The study has been approved by the ethics committee of the University
of Sheffield, and if you wish you may withdraw from the study (and have your data
deleted) at any time without needing to give any reason. The questions below have
absolutely no intention of assessing your company’s approach to dyslexia, merely
to document it, and, where possible, to gain suggestions for good practice. We are
carrying out this study only with the intention of identifying current practice regard-
ing dyslexia in companies and how we could we start implementing new guidelines
in order to help companies and dyslexic individuals to better explore their skills and
strengths.

Thank you very much for your attention.

Yours sincerely,

Poliana Sepulveda
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Study 3 Interview Schedule

Interview Schedule

1. Disability Legislation

(a) How many employees do you have in the company?

(b) How many dyslexic employees do you have in your company (if known)?

(c) Are there any general accommodations (adjustments) made or available
for dyslexic employees in your organisation, or is each case considered
on its merits?

(d) Do you have any experience with dyslexic individuals in your organisa-
tion and if so, could you tell me about it?

2. Recruitment (Job advert/Short Listing/Interview-Selection)

(a) What is your standard recruitment process?

(b) When creating the job advert, can you think of any types of job where you
would specifically try to encourage (or discourage) dyslexic applicants?

(c) Do you specifically mention candidates with disabilities, and if so do you
mention dyslexia in your job adverts?

(d) In terms of shortlisting, is there any modification to the shortlisting pro-
cess for dyslexic applicants?

(e) Again for shortlisting, if you have two candidates with identical cvs, ex-
perience and skills, would it make a difference if one declared one they
were dyslexic? In what way?
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(f) If someone points out they are dyslexic during the interview, would it be
make a difference to the interview or selection process?

(g) Again for selection, if you have two candidates with identical cvs, experi-
ence and skills and interview performance, would it make a difference if
one declared one they were dyslexic individuals? In what way?

(h) Can you think of any other relevant information for recruitment process
in terms of dyslexia?

3. Training/On boarding

(a) What is your standard induction / onboarding /company familiarisation
process for new recruits?

(b) Are there any specific differences for dyslexic recruits?

(c) If a recruit has revealed that they have dyslexia, is there any process for
helping their line managers to understand the likely difficulties they may
suffer, the strengths they may have and the ways that their jobs may be
crafted for greater effectiveness?

(d) What is the system for reviewing the onboarding process, and are there
any dyslexic employees involved in any developments?

4. Talent Management

(a) What is your standard talent management process (if applicable)?

(b) Is there any specific company talent management program for dyslexic
employees?

(c) Does the company believe that it is important to adapt the talent man-
agement programme for the individuals involved (in general), and in par-
ticular for dyslexic individuals?

5. Performance Management / Job Concerns

(a) What is your standard performance management process for employees
whose performance is causing concern?

(b) If someone is having performance management issue,/job performance
concerns, what difference would it make if the person was dyslexic?

(c) Does the company believe that it is important to adapt the performance
management programme for the individuals involved (in general), and in
particular for dyslexic individuals?

6. Any other points you would like to mention?
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Information sheet

From: Poliana Sepulveda

Telephone: +44 (0) 7473020720

Email: p.sepulveda@sheffield.ac.uk

June 2016

Dear participant,

My name is Poliana and I am currently a third year PhD student at the University of
Sheffield, a member of Professor Rod Nicolson’s Positive Dyslexia group. My main
area of research is Positive Dyslexia and my focus is with dyslexic adults.

The dyslexia community has made great progress over the past decades in the
UK in identifying dyslexic individuals, removing barriers to their achievement and
providing the best support for their reading difficulties. The BDA also played a lead-
ing role in creating the “Dyslexia Friendly Schools” initiative that provides schools
with guidelines and a “kitemark” specific standard in order to better help dyslexic
children to succeed in school.

Our goal is to move this further and involve companies so as to create “Dyslexia
Friendly Companies”. Such an initiative would be beneficial for both dyslexic work-
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ers and their companies, since we believe they have qualities that will help to
make a difference. However, the first stage is to establish what current practice
is in terms of recruiting and managing dyslexic workers as well as understanding
dyslexic behaviours towards job application and disclosing the information (about
being dyslexic).

My most recent study focused on the recruitment process and I interviewed a range
of employers to find whether they treated dyslexic applicants any differently.

We would like to invite you to take part in our study. It will take around 15 minutes.

Please, read carefully the information provided below and feel free to ask any ques-
tions that may rise. If something is not clear, or you would like to receive more infor-
mation on any part, feel entirely free to email me. Take your time to decide whether
or not you should participate in this research.

Thank you very much for your time!

Project’s Purpose

We are interested in analysing dyslexia and its many challenges in the workplace,
whether it is in the recruitment process, training or talent management. In this study
we intend to probe the underlying causes of these relationships.

Taking part in the research

Be aware that this research is entirely voluntary and it is up to you to participate
or not. If you agree to take part in this research, you will be given this information
sheet to keep and will be asked to sign a consent form.

This study looks at the dyslexic employees and the challenges they face in the
workplace.

University’s Ethics regulation.

The present study has received ethical approval by the University of Sheffield. Re-
member that you can withdraw at anytime, without needing to give any reason, and
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you can ask for your data to be withdrawn at any time, again without needing to
give any reason.

What will happen to me if I take part?

I will be asking questions like how you felt that dyslexia affected your confidence
when applying for a job, how comfortable would you be disclosing the disability to
your employer, what are the best ways for your, as a dyslexic, to show your main
strengths in a recruitment process, among many others.

Confidentiality

All information given will be kept strictly confidential and will not be revealed to
anyone out of the project. A code will be used to indicate the type of company,
number of employees etc., and there will be no mention of the company name
within the data records.

Results

The results from this research will be part of my PhD thesis and if you are interested
in having a copy of the result, please just give me your email address and once the
study is finished, I can give it to all interested volunteers.

Contact for further information

Research student: Poliana Piacesi Sepulveda

Email: ppsepulveda1@sheffield.ac.uk

Supervisor: Professor Rod Nicolson

Email: r.nicolson@sheffield.ac.uk
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Study 4 Consent form

Consent Form

To continue to the questionnaire just press “OK”. We emphasise that this study is
undertaken in complete confidence, with the guarantee that strict confidentiality will
be maintained, with anonymous codes allocated to all participating individuals. The
study has been approved by the ethics committee of the University of Sheffield, and
if you wish you may withdraw from the study (and have your data deleted) at any
time without needing to give any reason.

Thank you very much for your attention.

Yours sincerely,

Poliana Sepulveda
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Study 4 Questionnaire for
employed dyslexic individuals

Questionnaire for employed dyslexic individuals

1. Do you have dyslexia?

( ) Yes

( ) No

2. How old are you?

( ) 20-25

( ) 26-30

( ) 31-35

( ) 36-40

( ) 41-50

( ) Above 50

3. When applying for jobs, do you mention your dyslexia?

( ) Yes

( ) No

4. Why?

[Text answer]
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5. How do you feel about it?

[Text answer]

6. Are you working at the moment?

( ) Yes

( ) No

7. If yes, how long have you been in this company?

( ) 1-5 years

( ) 6-10 years

( ) 11-15 years

( ) more than 15 years

8. Are you happy with your job?

( ) Yes

( ) No

9. If no, what is the reason for your dissatisfaction with the job?

[Text]

10. Are you currently looking for another job?

( ) Yes

( ) No

11. If yes, what are the reasons for looking for another job?

( ) Do not like the environment

( ) Do not like the job itself

( ) Do not feel supported by the company

( ) I feel I struggle a lot with my work

( ) Other [Text]

12. Does your boss or the HR in your company know about your dyslexia?

( ) Yes

( ) No
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13. When the company was recruiting you (even from previous companies), did
they have any special recruitment for dyslexic individuals?

( ) Yes

( ) No

14. If yes, which kind?

[Text answer]

15. Does the company provide any kind of support for you?

( ) Yes

( ) No

16. If yes, what do they provide?

[Text answer]

17. Do they have any special support for dyslexic individuals in the company?

( ) Yes

( ) No

18. If yes, what do they have?

[Text answer]

19. Do you think you could show more of your strengths/qualities if the company
could give you a better dyslexic support?

( ) Yes

( ) No

20. In what way?

[Text answer]

21. What would make a better recruitment for you as a dyslexic, so you could
show better your talents?

( ) Something interactive

( ) More interviews

( ) Less written procedures

( ) Giving some information for preparation

( ) Others... [Text]
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22. If a job advert mentions specifically for dyslexic people, how would you feel?

( ) Proud to be dyslexic

( ) Would feel I was very capable

( ) Would feel very ashamed of being dyslexic

( ) Would feel the company’s prejudice against dyslexic individuals

23. How do you feel when you compete for a job against a non-dyslexic candi-
date?

( ) I feel fine

( ) I feel confident

( ) I feel the non-dyslexic candidate is always better than me

( ) I feel scared

( ) I feel lack of support from the companies

24. If during the interview the company asks if you are dyslexic, would you dis-
close the information?

( ) Yes

( ) No

25. If yes, why?

( ) Proud to be dyslexic

( ) I can make a difference in a company with my dyslexia

( ) My dyslexia does not affect me negatively

( ) Others [Text]

26. If not, why?

( ) Afraid I will not get the job

( ) Afraid they may think I will be a problem to the company

( ) My dyslexia affect me negatively

( ) Others [Text]

27. How do you think employers and companies see dyslexia?

( ) As something positive that could bring benefits

( ) As something neutral

( ) Companies do not have much information about it
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( ) As something negative and they would avoid employing dyslexic individ-
uals.

28. If you feel that the company has a negative view of dyslexia, would you prefer
not disclose that you are dyslexic?

( ) Yes

( ) No

29. Do you think that some employers would see dyslexia as an excuse for low
performance?

( ) Yes

( ) No

30. Why?

[Text answer]

31. In the induction process, would you think that you would be able to perform
better and show more of your strengths if there was a specific process for
dyslexic individuals?

( ) Yes

( ) No

32. What would you like to have in a dyslexia-friendly induction process in order
to help you?

( ) A more visual approach

( ) Person-oriented approach

( ) Written approach

( ) Working in groups

( ) Working alone

( ) Videos and talks

( ) Books and manuals

( ) Assessments

( ) Others [Text answer]

33. If your boss has a good knowledge about dyslexia and knows the best meth-
ods to work with dyslexic individuals, do you think this would have a positive
outcome in your performance?
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( ) Yes

( ) No

34. Why?

[Text answer]

35. Do you think a specific talent management career for dyslexic individuals
would be beneficial?

( ) Yes

( ) No

36. In what way?

( ) Specific careers would help my talents to flourish

( ) The adaptation process would be better

( ) It would be more productive to have only duties that I master

( ) Others [Text]

37. In this scenario: Your employer acknowledges that you are dyslexic and you
have been showing a struggle with written reports. How would you feel if your
written duties were transferred to another colleagues in exchange for some
visual duties (eg: slides) for you?

( ) Would feel happy to do something I am good at

( ) Would feel relieved to stop performing bad at the reports

( ) Would feel supported

( ) Would feel incapable

( ) Would feel bad for not being seeing as capable to perform a report

( ) Would feel sad that my boss did not think to challenge me

( ) Would feel disappointed because my boss did not give me a good support

( ) Others [Text]

38. If you were having a problem in the company, would it make a difference to
acknowledge your dyslexia?

( ) Yes

( ) No
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39. If yes:

( ) Yes, because the company could give me the right support

( ) Yes, because the company could research for the right support

( )Yes, because it is the company’s interest to have a productive and high
performance employee

( ) Other [Text]

40. If no:

( ) No, because dyslexia is not an excuse

( ) No, because there would be no support

( ) No, because they do not have enough knowledge about dyslexia

( ) Other [Text]

41. How would you feel if the whole company knew you were dyslexic?

( ) Insecure

( ) Unsure of how people how interpretate it

( ) Would try to build confidence again (just like in school)

( ) Confident

( ) Happy to show my colleagues what I am capable of

42. How would you feel in the same scenario if the company had a positive im-
pression about dyslexic individuals?

( ) Would feel ashamed of having dyslexia

( ) Would feel proud of having dyslexia

( ) Would make sure everyone knew I was dyslexic

( ) Would feel more responsible for my work

( ) Others [Text]
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Study 4 Questionnaire for
dyslexic students

Questionnaire for dyslexic students

1. Do you have dyslexia?

( ) Yes

( ) No

2. How old are you?

( ) 17- 19

( ) 20-25

( ) 26-30

( ) 31-35

( ) 36-40

( ) 41-50

( ) Above 50

3. When you start applying for jobs, will you mention your dyslexia?

( ) Yes

( ) No

230



Chapter L. Study 4 Questionnaire for dyslexic students 231

4. Why?

[Text answer]

5. How would you feel about it?

[Text answer]

6. Are you working at the moment?

( ) Yes

( ) No

7. Do you think having a dyslexic support in your future job will have a positive
outcome?

( ) Yes

( ) No

8. If yes, how?

[ Text]

9. Will you feel comfortable disclosing your dyslexia for your employer?

( ) Yes

( ) No

10. Do you think your future employer have any special support for dyslexic indi-
viduals in the company?

( ) Yes

( ) No

11. If yes, what would your assume they have?

[Text answer]

12. Do you think you could show more of your strengths/qualities if your future
employer could give you a better dyslexic support?

( ) Yes

( ) No

13. In what way?

[Text answer]
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14. What would make a better recruitment for you as a dyslexic, so you could
show better your talents?

( ) Something interactive

( ) More interviews

( ) Less written procedures

( ) Giving some information for preparation

( ) Others... [Text]

15. If a job advert mentions specifically for dyslexic people, how would you feel?

( ) Proud to be dyslexic

( ) Would feel I was very capable

( ) Would feel very ashamed of being dyslexic

( ) Would feel the company’s prejudice against dyslexic individuals

16. How would you feel competing for a job against a non-dyslexic candidate?

( ) I feel fine

( ) I feel confident

( ) I feel the non-dyslexic candidate is always better than me

( ) I feel scared

( ) I feel lack of support from the companies

17. If during the interview the company asks if you are dyslexic, would you dis-
close the information?

( ) Yes

( ) No

18. If yes, why?

( ) Proud to be dyslexic

( ) I can make a difference in a company with my dyslexia

( ) My dyslexia does not affect me negatively

( ) Others [Text]

19. If not, why?

( ) Afraid I will not get the job

( ) Afraid they may think I will be a problem to the company



Chapter L. Study 4 Questionnaire for dyslexic students 233

( ) My dyslexia affect me negatively

( ) Others [Text]

20. How do you think employers and companies see dyslexia?

( ) As something positive that could bring benefits

( ) As something neutral

( ) Companies do not have much information about it

( ) As something negative and they would avoid employing dyslexic individ-
uals.

21. If you feel that the company has a negative view of dyslexia, would you prefer
not disclose that you are dyslexic?

( ) Yes

( ) No

22. Do you think that some employers would see dyslexia as an excuse for low
performance?

( ) Yes

( ) No

23. Why?

[Text answer]

24. In the induction process, would you think that you would be able to perform
better and show more of your strengths if there was a specific process for
dyslexic individuals?

( ) Yes

( ) No

25. What would you like to have in a dyslexia-friendly induction process in order
to help you?

( ) A more visual approach

( ) Person-oriented approach

( ) Written approach

( ) Working in groups

( ) Working alone
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( ) Videos and talks

( ) Books and manuals

( ) Assessments

( ) Others [Text answer]

26. If your future boss has a good knowledge about dyslexia and knows the best
methods to work with dyslexic individuals, do you think this would have a
positive outcome in your performance?

( ) Yes

( ) No

27. In what way?

[Text answer]

28. Do you think a specific talent management career for dyslexic individuals
would be beneficial?

( ) Yes

( ) No

29. In what way?

( ) Specific careers would help my talents to flourish

( ) The adaptation process would be better

( ) It would be more productive to have only duties that I master

( ) Others [Text]

30. In this scenario: Your employer acknowledges that you are dyslexic and you
have been showing a struggle with written reports. How would you feel if your
written duties were transferred to another colleagues in exchange for some
visual duties (eg: slides) for you?

( ) Would feel happy to do something I am good at

( ) Would feel relieved to stop performing bad at the reports

( ) Would feel supported

( ) Would feel incapable

( ) Would feel bad for not being seeing as capable to perform a report

( ) Would feel sad that my boss did not think to challenge me

( ) Would feel disappointed because my boss did not give me a good support
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( ) Others [Text]

31. If you were having a problem in the company, would it make a difference to
acknowledge your dyslexia?

( ) Yes

( ) No

32. If yes:

( ) Yes, because the company could give me the right support

( ) Yes, because the company could research for the right support

( ) Yes, because it is the company’s interest to have a productive and high
performance employee

( ) Other [Text]

33. If no:

( ) No, because dyslexia is not an excuse

( ) No, because there would be no support

( ) No, because they do not have enough knowledge about dyslexia

( ) Other [Text]

34. How would you feel if the whole company knew you were dyslexic?

( ) Insecure

( ) Unsure of how people how interpreted it

( ) Would try to build confidence again (just like in school)

( ) Confident

( ) Happy to show my colleagues what I am capable of

35. How would you feel in the same scenario if the company had a positive im-
pression about dyslexic individuals?

( ) Would feel ashamed of having dyslexia

( ) Would feel proud of having dyslexia

( ) Would make sure everyone knew I was dyslexic

( ) Would feel more responsible for my work

( ) Others [Text]



Appendix M

Study 4 Questionnaire for
unemployed dyslexic

Questionnaire- Unemployed dyslexic individuals

1. Do you have dyslexia?

( ) Yes

( ) No

2. How old are you?

( ) 20-25

( ) 26-30

( ) 31-35

( ) 36-40

( ) 41-50

( ) Above 50

3. When applying for jobs, do you mention your dyslexia?

( ) Yes

( ) No

4. Why?

[Text answer]
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5. How do you feel about it?

[Text answer]

6. Are you working at the moment?

( ) Yes

( ) No

7. If yes, how long have you been in this company?

( ) 1-5 years

( ) 6-10 years

( ) 11-15 years

( ) more than 15 years

8. Are you happy with your job?

( ) Yes

( ) No

9. If no, what is the reason for your dissatisfaction with the job?

[Text]

10. Are you currently looking for another job?

( ) Yes

( ) No

11. If yes, what are the reasons for looking for another job?

( ) Do not like the environment

( ) Do not like the job itself

( ) Do not feel supported by the company

( ) I feel I struggle a lot with my work

( ) Other [Text]

12. Does your boss or the HR in your company know about your dyslexia?

( ) Yes

( ) No
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13. When the company was recruiting you (even from previous companies), did
they have any special recruitment for dyslexic individuals?

( ) Yes

( ) No

14. If yes, which kind?

[Text answer]

15. Does the company provide any kind of support for you?

( ) Yes

( ) No

16. If yes, what do they provide?

[Text answer]

17. Do they have any special support for dyslexic individuals in the company?

( ) Yes

( ) No

18. If yes, what do they have?

[Text answer]

19. Do you think you could show more of your strengths/qualities if the company
could give you a better dyslexic support?

( ) Yes

( ) No

20. In what way?

[Text answer]

21. What would make a better recruitment for you as a dyslexic, so you could
show better your talents?

( ) Something interactive

( ) More interviews

( ) Less written procedures

( ) Giving some information for preparation

( ) Others... [Text]
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22. If a job advert mentions specifically for dyslexic people, how would you feel?

( ) Proud to be dyslexic

( ) Would feel I was very capable

( ) Would feel very ashamed of being dyslexic

( ) Would feel the company’s prejudice against dyslexic individuals

23. How do you feel when you compete for a job against a non-dyslexic candi-
date?

( ) I feel fine

( ) I feel confident

( ) I feel the non-dyslexic candidate is always better than me

( ) I feel scared

( ) I feel lack of support from the companies

24. If during the interview the company asks if you are dyslexic, would you dis-
close the information?

( ) Yes

( ) No

25. If yes, why?

( ) Proud to be dyslexic

( ) I can make a difference in a company with my dyslexia

( ) My dyslexia does not affect me negatively

( ) Others [Text]

26. If not, why?

( ) Afraid I will not get the job

( ) Afraid they may think I will be a problem to the company

( ) My dyslexia affect me negatively

( ) Others [Text]

27. How do you think employers and companies see dyslexia?

( ) As something positive that could bring benefits

( ) As something neutral

( ) Companies do not have much information about it
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( ) As something negative and they would avoid employing dyslexic individ-
uals.

28. If you feel that the company has a negative view of dyslexia, would you prefer
not disclose that you are dyslexic?

( ) Yes

( ) No

29. Do you think that some employers would see dyslexia as an excuse for low
performance?

( ) Yes

( ) No

30. Why?

[Text answer]

31. In the induction process, would you think that you would be able to perform
better and show more of your strengths if there was a specific process for
dyslexic individuals?

( ) Yes

( ) No

32. What would you like to have in a dyslexia-friendly induction process in order
to help you?

( ) A more visual approach

( ) Person-oriented approach

( ) Written approach

( ) Working in groups

( ) Working alone

( ) Videos and talks

( ) Books and manuals

( ) Assessments

( ) Others [Text answer]

33. If your boss has a good knowledge about dyslexia and knows the best meth-
ods to work with dyslexic individuals, do you think this would have a positive
outcome in your performance?
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( ) Yes

( ) No

34. Why?

[Text answer]

35. Do you think a specific talent management career for dyslexic individuals
would be beneficial?

( ) Yes

( ) No

36. In what way?

( ) Specific careers would help my talents to flourish

( ) The adaptation process would be better

( ) It would be more productive to have only duties that I master

( ) Others [Text]

37. In this scenario: Your employer acknowledges that you are dyslexic and you
have been showing a struggle with written reports. How would you feel if your
written duties were transferred to another colleagues in exchange for some
visual duties (eg: slides) for you?

( ) Would feel happy to do something I am good at

( ) Would feel relieved to stop performing bad at the reports

( ) Would feel supported

( ) Would feel incapable

( ) Would feel bad for not being seeing as capable to perform a report

( ) Would feel sad that my boss did not think to challenge me

( ) Would feel disappointed because my boss did not give me a good support

( ) Others [Text]

38. If you were having a problem in the company, would it make a difference to
acknowledge your dyslexia?

( ) Yes

( ) No
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39. If yes:

( ) Yes, because the company could give me the right support

( ) Yes, because the company could research for the right support

( ) Yes, because it is the company’s interest to have a productive and high
performance employee

( ) Other [Text]

40. If no:

( ) No, because dyslexia is not an excuse

( ) No, because there would be no support

( ) No, because they do not have enough knowledge about dyslexia

( ) Other [Text]

41. How would you feel if the whole company knew you were dyslexic?

( ) Insecure

( ) Unsure of how people how interpretate it

( ) Would try to build confidence again (just like in school)

( ) Confident

( ) Happy to show my colleagues what I am capable of

42. How would you feel in the same scenario if the company had a positive im-
pression about dyslexic individuals?

( ) Would feel ashamed of having dyslexia

( ) Would feel proud of having dyslexia

( ) Would make sure everyone knew I was dyslexic

( ) Would feel more responsible for my work

( ) Others [Text]
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