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Introduction

This guide is designed to help

employers, HR professionals, and

managers:

Understand their legal and moral

responsibilities to support

neurodivergent individuals in the

workplace.

To provide practical steps and

support for fostering a neuro-

inclusive working culture.

With practical insights and tools, this

guide will help you support

neurodivergent employees, ensuring

they can thrive and contribute fully to

your organisation.

What is Neurodiversity?

Neurodiversity refers to the natural variation in
how people think, learn, and process
information. 
It recognises that brain function and
behavioural traits exist on a spectrum,
meaning that no single way of thinking or
experiencing the world is “normal” or “right.”
Instead, neurodivergence is simply a different
way of interacting with and understanding the
world.

Neurodivergent traits are not deficits, but
natural differences that bring unique strengths
and perspectives. 
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While neurodivergent individuals bring unique

strengths and perspectives to the workplace,

they often face unique and specific barriers to

equal access and opportunities that require

workplace accommodations and structural

change.

Creative Thinking

Problem-Solving

Deep Focus

Innovation Pattern Recognition

Strategic Thinking

These strengths may include...



Understanding key terminology helps create a more inclusive and informed workplace.

Below are essential terms related to neurodiversity: 

Core Terms

Neurodiversity: The natural variation in human brain function and cognitive processing,

recognising that differences in thinking, learning, and behaviour are part of human diversity.

Neurodivergent: A term used to describe individuals whose cognitive functioning differs

from what is considered “typical” (e.g., autistic people, people with ADHD, dyslexia, etc.)

Neurotypical: A term used to describe individuals whose cognitive processing aligns with

societal norms and expectations.

Neuroinclusion: The practice of creating environments that recognise, accommodate, and

celebrate neurodivergent individuals in a way that allows them to thrive.

Key Terminology
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Dyspraxia (Developmental Coordination

Disorder, DCD): A condition affecting

movement, coordination, spatial awareness,

and sometimes speech and executive

function.

Dyslexia: A learning difference affecting

reading, writing, and spelling due to

differences in how the brain processes written

language. 

Neurodivergent Conditions & Related Terms

Autism (Autism Spectrum Condition, ASC): A neurodevelopmental condition affecting

social interaction, communication, sensory processing, and behaviour. Often referred to as

a “spectrum” because of the diverse ways it presents.

Attention Deficit Hyperactivity Disorder (ADHD): A condition characterised by differences

in attention regulation, impulsivity, hyperactivity, and executive function.

Dyscalculia: A learning difference affecting

numerical reasoning, mathematical skills,

and the ability to process numbers.



Key Terminology
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Neurodivergent Conditions & Related Terms

Tourette’s Syndrome: A neurological condition involving involuntary movements and

vocalisations (tics).

Sensory Processing Differences: Variations in how individuals perceive and respond to

sensory input, including hypersensitivity (over-responsive) and hyposensitivity (under-

responsive).

Workplace & Inclusion Terms

Reasonable Adjustments: Changes made in the workplace to support neurodivergent

employees, such as flexible working, assistive technology, or alternative communication

methods.

Masking: The process by which neurodivergent individuals suppress or hide traits to fit into

neurotypical expectations, often leading to exhaustion and burnout.

Hyperfocus: An intense state of concentration on a specific task, commonly associated

with ADHD and autism.

Stimming: Self-stimulatory behaviours (e.g., rocking, tapping, humming) that help regulate

emotions and sensory input, particularly for autistic individuals.

Psychological Safety: A workplace culture where employees feel safe to be themselves,

share ideas, and disclose needs without fear of stigma or discrimination.

Inclusive Design: The practice of designing workplaces, systems, and policies that

accommodate all employees, including neurodivergent individuals, without requiring

retroactive adjustments.

Cognitive Load: 

The mental effort required to

process information, organise

thoughts, and manage tasks, which

may be higher for neurodivergent

individuals in certain environments.



The terms "syndrome" and "disorder" are often used in the context of medical and psychological

conditions. However, it is important to approach these words with sensitivity and awareness,

especially when discussing neurodiversity.

While "syndrome" is a clinical term, it can sometimes imply a negative or pathological state.

“Disorder" can carry a stigma, suggesting that something is inherently wrong or abnormal.

It is important to balance the use of clinical terminology with language that acknowledges the

strengths and diverse abilities of neurodivergent individuals.

Key Terminology - A Note
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Why Does 
Neurodiversity Inclusion Matter?

Innovation & Problem-Solving: Many neurodivergent individuals think outside the box, offering fresh

perspectives that can drive creativity and innovation.

Increased Productivity: When employees have the right support and adjustments, they can work to their

full potential.

Improved Employee Retention & Engagement: Neuroinclusive workplaces reduce stress, increase morale,

and help employees feel safe and supported.

Better Decision-Making: Diverse teams with varied cognitive styles make more well-rounded and effective

decisions.

Stronger Reputation & Talent Attraction: Organisations that embrace neurodiversity attract top talent and

demonstrate a commitment to true inclusion.

Legal & Ethical Responsibility: Under the Equality Act 2010, employers have a duty to make reasonable

adjustments for neurodivergent employees and ensure fair treatment.

The Benefits of Neurodiversity Inclusion:

Workplaces thrive when different ways of thinking are recognised, valued, and supported.

Neurodiversity inclusion is not about charity or compliance, it’s about creating environments

where all employees can contribute, feel valued, and succeed.



The Legal Framework: Equality Act 2010
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The Equality Act 2010 protects neurodivergent employees from discrimination.

Employers must make reasonable adjustments to ensure equal opportunities. 

The legal duty applies to:

Recruitment, Training 

& Promotion

Workplace Policies 

& Environments

Preventing Discrimination,

Harassment & Victimisation



Medical Model of Disability – 

Views disability as an individual’s

medical condition that needs to

be treated, cured, or fixed. This

approach places responsibility on

the neurodivergent person to

adapt to the world around them.

Social vs Medical Model of Disability
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Social Model of Disability – 

Recognises that barriers in society (e.g.,

inaccessible workplaces, rigid

communication styles, lack of

adjustments) create challenges for

neurodivergent individuals, rather than

their condition being the problem. This

approach shifts the responsibility to

organisations and society to remove

barriers and create inclusive

environments.

There are two key ways to understand disability and neurodivergence:
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A neuroinclusive workplace adopts the social model, recognising that structural,

cultural, and environmental factors shape an individual’s experience at work.

22

Instead of expecting neurodivergent employees to “mask” or

conform to neurotypical norms, employers should adjust the

environment, policies, and practices to enable equal

participation



Understanding Different Ways of

Thinking, Learning, and Processing 

9

People process information, solve problems, and communicate in diverse ways. A

neuroinclusive workplace acknowledges that there is no single "right" way to work,

communicate, or learn. 

Key differences to consider:

Some people need more time to absorb

and respond to information, while others

think and act quickly.

Processing Speed

Noise, lighting, or office layouts can

impact focus and well-being.

Sensory Processing

Some prefer verbal discussions, while

others communicate better in writing or

visuals.

Communication Styles

Some thrive in structured, predictable

environments, while others prefer flexibility

and autonomy.

Working Preferences

Provide multiple ways for employees to share ideas and feedback (e.g., written, verbal,

visual).

Allow flexibility in how tasks are completed, rather than enforcing a one-size-fits-all

approach.

Recognise that some employees may need additional processing time in meetings or

discussions.

Practical Tips



Creativity & Innovation: Seeing patterns, connections,

and solutions others might overlook.

Hyperfocus & Deep Thinking: Excelling in tasks requiring

high levels of concentration and expertise.

Analytical & Logical Problem-Solving: Approaching

challenges from a different perspective.

Attention to Detail: Noticing errors or inconsistencies

that others might miss.

Resilience & Adaptability: Navigating environments not

built for them with determination and resourcefulness.

Strengths-Based Approach to Neurodiversity 
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A strengths-based approach focuses on what neurodivergent employees bring to the table,

rather than just the challenges they may face. Neurodivergent individuals often have unique

skills and ways of thinking that can benefit organisations, including:

Encourage job crafting – adapting roles based on

employees’ strengths and interests.

Provide opportunities for deep work by minimising

unnecessary distractions.

Recognise different ways of contributing to team

success.

Practical Tips



A company updates its onboarding process to include a section on neuroinclusion,

ensuring that all new employees are aware of available support and adjustments from

day one.

Practical Example

Embedding Neuroinclusion into Company Culture

A truly neuroinclusive workplace starts at the top. Employers and leaders play a crucial role in

shaping a culture where neurodivergent employees feel valued, supported, and able to thrive.

For neuroinclusion to be meaningful, it must be woven into the organisation’s values,

systems, and everyday behaviours, not just a one-off initiative. A neuroinclusive workplace

ensures that every employee, at every level, understands and embraces neurodiversity.
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Make it a core value – Explicitly include neurodiversity

in your D&I strategy and communications.

Normalise conversations – Talk about neurodiversity

regularly, not just during awareness months.

Ensure accessibility is standard, not an afterthought

– Consider neurodivergent needs in workplace design,

communication, and workflows.

Encourage senior leaders to advocate for

neuroinclusion – Leadership buy-in is key to shifting

workplace norms.

How to embed neuroinclusion into workplace culture:



Reasonable adjustments come in all different shapes and sizes. There is no one-size-fits-

all approach to neuro-inclusion. It is important to be collaborative and flexible when

deciding which adjustments work best for each staff member. 

Examples of Reasonable Adjustments

Reasonable Adjustments
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Provide quiet spaces for independent

work to reduce sensory overload.

Ensure access to natural light and

temperature controls in quiet areas.

Offer noise-cancelling headphones or loop

earbuds for sensory support.

Enable remote working (full-time or part-

time) to support comfort and sensory

regulation.

Work Environment Adaptations

Provide access to assistive

technologies like speech-to-text

software and screen readers.

Offer digital planners and reminder apps

to support task and time management.

Assistive Tools and Technology

Provide training for neurodivergent

employees on time and task

management.

Offer education for colleagues to

increase awareness and foster

inclusivity.

Promote understanding of

neurodiversity across the organisation

Training and Inclusive Culture

Modify job roles to better fit the

strengths and interests of

neurodivergent employees.

Reallocate particularly challenging

tasks when possible.

Job Design and Role Adjustment Flexible Work Arrangements:

Offer flexible working hours to allow employees to work when they are most

productive.

Normalise alternative schedules as long as responsibilities are met.

Support a consistent daily routine to reduce uncertainty and stress.

Establish clear processes for notifying employees of any changes in advance.



Equality vs. Equity
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Neuro-inclusivity recognises that one size does not fit all. Therefore, it is crucial to adopt

centre equity over equality.

Equality means treating everyone the

same, regardless of their individual

needs. While this approach aims for

fairness, it can inadvertently

disadvantage marginalised people.

Equality

Equity provides individuals with the

resources and support they need to

succeed, recognising that these needs

differ. Equity acknowledges that a one-

size-fits-all approach does not work for

everyone, especially marginalised

people.

Equity

Implementing equity in the workplace means adjusting policies and practices to

accommodate the unique needs of neurodivergent employees. This might involve offering

additional training, providing specific tools or resources, or creating customised work

arrangements. 

By focusing on equity, you ensure that all employees can thrive and contribute to their

fullest potential.



Sensory Considerations:

Lighting: Avoid harsh fluorescent lights; provide

adjustable options.

Noise Levels: Open-plan offices can be overwhelming.

Offer quiet zones or headphones.

Sensory Break Spaces: Calm, low-stimulation areas for

decompression.

Signing and Layout:

Clear Visual Cues: Simple signage to help with

navigation.

Organised Workspaces: Reduce clutter and create

structured environments.

Creating a Neuroinclusive Work Environment
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The Physical Environment

Clear, Concise Communication: Use bullet points

and avoid unnecessary jargon. Provide written

instructions for tasks.

Multiple Communication Channels: Some

employees may prefer email over verbal meetings.

Meeting Adjustments: Share agendas in advance.

Offer recordings or transcripts of meetings.

Schedule breaks during long discussions.

The Virtual Environment & Communication

Flexible Schedules: Allow flexible working hours to

accommodate different productivity patterns. 

Remote Work Options: Offer remote work options to

reduce the sensory challenges of a traditional office

environment. Ensure that remote employees have

access to the same resources and support as those

in the office.

Flexible Ways of Working



Non-verbal cues = Communication

One-size-fits-all performance metrics

Questioning Traditional Norms 
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Traditional Expectation

Eye Contact = Engagement
Attention can be shown in different
ways (e.g., active listening).

Single-tasking can lead to better
focus and quality of work.

There are many social norms that can unintentionally exclude the unique and valid needs of

neurodivergent people. Creating an inclusive workplace requires us to critically examine and

question traditional norms that may inadvertently exclude neurodivergent individuals.

Inclusive Approach

Not everyone reads non-verbal cues
easily; be explicit.

Multitasking = Productivity

Neurotypical Standards for Behaviour, Skills, and Communication 

Rethinking Traditional Ways of Working

Traditional Expectation

Fixed 9-5 schedules Flexible working options.

Written participation, video-off
options, clear agendas.

Inclusive Approach

Strengths-based evaluations.

Rigid meeting formats



Understanding neurodiversity involves recognising and valuing the unique strengths

neurodivergent individuals bring to the workplace, beyond centring stereotypes and barriers.

ADHD

Dyslexia

Dyspraxia

Questioning Traditional Norms
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Unique Strengths: 
Neurodivergent individuals often possess exceptional skills in specific areas.

For Example: 

Understanding Neurodiversity Holistically

Autism Detail-oriented, deep focus, strong pattern recognition.

Creative problem-solving, high energy, adaptability.

Innovative thinking, visual-spatial skills.

Strong perseverance, original thinking.

Creativity & Problem Solving: 
Many neurodivergent individuals offer innovative approaches to problem-solving. 

For Example: 

Some dyslexic employees might think in more visual and non-linear ways, leading to
unique and creative solutions. 

Encouraging diverse thinking styles can enhance overall team creativity and
innovation.



External Resources & Helplines

EHRC
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Equality and Human Rights Commission (EHRC)

www.equalityhumanrights.com 

Guidance on workplace adjustments and legal protections under the

Equality Act 2010.

ACAS Advisory, Conciliation and Arbitration Service (ACAS)

 www.acas.org.uk

Practical advice on reasonable adjustments and neurodiversity in the

workplace.

Government Access to Work Scheme 

 www.gov.uk/access-to-work

Provides funding for workplace adjustments, assistive technology, and

specialist support for neurodivergent employees.

Access

11 Legal & Workplace Guidance

NiB
Neurodiversity in Business (NiB)

www.neurodiversityinbusiness.org

A membership forum for UK businesses to share best practices in

neuroinclusive recruitment and workplace policies.

BDF Business Disability Forum (BDF)

 www.businessdisabilityforum.org.uk

Offers resources, consultancy, and training on disability inclusion, including

neurodiversity strategies.

Lexxic

 www.lexxic.com

Specialises in neurodiversity assessments, training, and workplace coaching.

Lexxic

22 Training & Employer Support

http://www.equalityhumanrights.com/
http://www.stonewall.org.uk/
https://www.acas.org.uk/
http://www.raceequalityfoundation.org.uk/
http://www.gov.uk/access-to-work
https://www.neurodiversityinbusiness.org/
http://www.stonewall.org.uk/
https://www.businessdisabilityforum.org.uk/
http://www.raceequalityfoundation.org.uk/
https://www.lexxic.com/


External Resources & Helplines

NAS
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National Autistic Society (NAS)

www.autism.org.uk

Support and employment guidance for autistic individuals and employers.

ADHD UK
ADHD UK

www.adhduk.co.uk

Workplace guidance, advocacy, and reasonable adjustments advice for

employees with ADHD.

Dyslexia Action 

 www.dyslexiaaction.org.uk

Specialist assessments, workplace support, and training for employers and

employees.

Dyslexia

33 Neurodivergent Advocacy & Employee Support

IT
AbilityNet

www.abilitynet.org.uk

Provides free IT support for disabled employees, including assistive

technology recommendations.

BDA British Dyslexia Association (BDA)

www.bdadyslexia.org.uk

Offers workplace needs assessments and assistive tech support.

44 Training & Employer Support

Dyspraxia Foundation 

 www.dyspraxiafoundation.org.uk

Information on reasonable adjustments and employer guidance for dyspraxic

individuals.

Dyspraxia

Tourette’s Action 

 www.tourettes-action.org.uk

Workplace guidance and support for employees with Tourette Syndrome.

Tourettes

https://www.autism.org.uk/
https://www.adhduk.co.uk/
http://www.raceequalityfoundation.org.uk/
https://www.dyslexiaaction.org.uk/
https://www.abilitynet.org.uk/
https://www.bdadyslexia.org.uk/
http://www.raceequalityfoundation.org.uk/
https://www.dyspraxiafoundation.org.uk/
http://www.raceequalityfoundation.org.uk/
https://www.tourettes-action.org.uk/
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