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Defining our scope

Neurodiversity:

. Neyro: refers to the nervous system, i.e. the brain, ASD, ADHD, Dyslexia, Dyspraxia,
spinal cord and nerves Dyscalculia, Dysgraphia, Tourette
 Diversity: refers to variations or differences within a Syndrome,
group.

Reasonable Adjustments:
* making changes to the workplace, T

changing someone's working arrangements,

finding a different way to do something, Person-centred
and/or approach

providing equipment, services, or support.




Neurodiversity

1in7 (more than 15% of the UK
population) are neurodiverse.

700,00 autistic adults in the UK,
15% in employment.

~10% of UK population are
dyslexic.

~4-5% of the UK population
have ADHD.
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Developing a neuroinclusive culture

“How can | best support you?”

Recognise the strengths and opportunities, as well as the challenges and
obstacles.

e Communication preferences

* Processing time and information clarity

* Sensory sensitivities

* Work environment and structure

* Executive functioning (task organisation, deadlines)



The Neuroinclusive Audit

Identify the
unwritten workplace
expectations and
change them.

Ihe Neuroinclusive audit

Audit domain

Irganisational Culture & Leadery

Key guestion

Is neurcinclusion visible and understood?

Audit

Is neurodiversity openly discussed and included in ED&l strategies?

Do leaders actively promote inclusive working practices?

Are differences in working styles acoepted without stigma?

Are employees encouraged to share needs safely?

Look for: Psychological safety,
Visible role modeliing,
Inclusion messaging beyond
compliance

[Evidence] Risk | Actior

‘olicies & Governance

Do policies enable flexibility and equity?

Are reasonable adjustment policies clear and accessible?

Do policies allow flexibility (e.g. working howrs, environment)?

Are policies written in plain, accessible language?

Are ad it iewed and updated regularly?

Common barriers: Restrictive
processes,

Complex language,

Lack of clarity on responsibility,

lecruitment & Onboarding

Do processes remove barriers before employment
begins?

Are job descriptions clear and outcome-focused (not overly generic)?

Opportunities: Skills-based
assessments,

Are candidates offered adjustments at every stage?

Are interview s flexible (e.g. questions sharedin advance)?

|s onboarding tailored to individual needs?

i formats,
Suuctured onboarding plans,

ine Manager Capability

Are managers confident and skilled in supporting
neurodiverse staff?

Have managers received training on neurodiversity and adjustments?

Do they know how to have supportive conversations?

Are they confident implementing adjustments?

Do they proactively check in with staff?

Red flags:

Reliance onHR instead of ownership,
Fear of “getting it wrong™,
Inconsistent practice actoss teams,

‘'ommunication & Ways of Workir|

Are communication practices inclusive by default?

Are expectations explicit [roles, deadlines, priotities)?

Are communications clear, structured, and ible?

Are meeting practices inclusive [agendas, notes, pacing]?

e different communication preferences supported?

Good practice includes:
Written follow=-ups,

Advance notice of meetings,
Clear task instructions,

P
a

forkplace Environment

Does the environment minimise sensory and cognitive
barriers?

Are quiet o low-stimulation workspaces available?

Canindividuals control lighting, noise, or workspace setup?

Are digital systems intuitive and not overly complex?

Are there options for remote of hybrid working?

Common barriers:

Open-plan environments without
alternatives,

Excessive noise and interuptions,
Cluttered digital platforms,

‘erformance & Capal

Are expectations fair, transparent, and flexible?

Are goals clearly defined and measurable?

Are different working styles recognised in performance reviews?

Are adjustments considered in perf. nce di ions?

|s feedback constructive and specific?

Risks:

Bias tow ards “neurotypical®
behaviours,

Urweritten expectations,
Penalising difference rather than
supporting it,

s @asy Lo access and
maintain?

Is the process simple and clearly communicated?

Are adjustments implemented quickly?

Are they documented and reviewed regularly?

Do adj rits follow the | across rolesl 7

Best practice:
Wellness Passports,

A proactive approach,
Shared accountability,




Neuroinclusion benefits all

Identify the unwritten workplace expectations and change them.

Clear, structured communication for all,
Apply universal design principles,
Enhance digital tools,

Standardise inclusive practices,
Celebrate value,

Empower line managers,

N o Ok b=

Culture of expression,



From compliance to meaningful inclusion

Creating a neuroinclusive workplace means embedding understanding,
flexibility, and co-creation into everything we do.

Understanding

* Every brain is different.
* Value diverse thinking
styles.

Co-creation

you?”,

adjustments.

 Ask: “How can | best support .

* |ndividualised, flexible

Inclusive design

Remove systemic barriers.
Build for everyone.

Improved wellbeing

Greater innovation

Clearer communication

Strengthened relationships
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