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Creating Neuroinclusive Workplaces

Building environments where everyone can thrive

A truly inclusive workplace is one where people feel valued, respected and able to contribute as their
authentic selves. While many organisations have made significant progress in promoting equality, diversity
and inclusion, neurodiversity is often an area that receives less attention or is misunderstood.

Neurodivergent employees—including autistic people, those with ADHD, dyslexia, dyspraxia, dyscalculia
and other neurodevelopmental differences—can bring valuable skills, creativity and fresh perspectives to
the workplace. However, many continue to face unnecessary barriers because workplaces have traditionally
been designed around one way of thinking, communicating and working.

Creating a neuroinclusive workplace is not about giving special treatment or lowering expectations. It is
about recognising that people work differently and ensuring everyone has a fair opportunity to succeed.
When organisations reduce unnecessary barriers and create environments that embrace different thinking
styles, they not only support neurodivergent employees but improve working conditions for everyone.

A neuroinclusive workplace encourages innovation, strengthens teamwork and creates a culture where
individuals feel safe to contribute their ideas without fear of judgement.

What Is Neuroinclusion?

Neuroinclusion is the practice of creating workplaces where neurological differences are recognised,
respected and supported.

This means designing environments, systems and cultures that allow people with different thinking styles to
participate fully in working life.

A neuroinclusive workplace does not expect everyone to:
e Learn in the same way.

Communicate in the same way.

Process information at the same speed.

Socialise in the same way.

Solve problems using the same approach.

Instead, it values diversity of thought and creates flexibility wherever possible.

Why Neuroinclusion Matters

Research and lived experience consistently show that neurodivergent people can experience barriers
throughout recruitment, onboarding and employment.

These barriers are often environmental rather than individual.
Examples include:
e Unclear communication.
Sensory overload.
Rigid working practices.

Ambiguous expectations.
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Traditional interview processes.
Limited flexibility.
Workplace stigma.

When these barriers are removed, employees are better able to demonstrate their skills and contribute
effectively.

Neuroinclusion benefits everyone by creating clearer communication, greater flexibility and healthier
workplace cultures.

Moving Beyond Awareness
Awareness is an important first step, but awareness alone does not create inclusion.

Employees may know what ADHD or autism is, yet still unintentionally create barriers through workplace
practices.

True inclusion requires action.
This includes:

* Reviewing workplace systems.
Challenging assumptions.
Listening to employees.

Making reasonable adjustments.
Promoting psychological safety.

Embedding inclusion into organisational culture.

Psychological Safety

Psychological safety is the belief that people can speak openly, ask questions, admit mistakes and express
concerns without fear of embarrassment or punishment.

For neurodivergent employees, psychological safety is particularly important.
It allows people to:
* Ask for clarification.
Request adjustments.
Share communication preferences.
Contribute ideas confidently.
Discuss challenges without fear of judgement.

Workplaces with high psychological safety encourage honesty, creativity and collaboration.

Challenging Workplace Stigma

Many neurodivergent employees report feeling pressure to hide or "mask" aspects of
themselves in order to fit in.
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Masking may involve:
e Suppressing natural behaviours.
Copying colleagues' communication styles.
Hiding sensory needs.
Avoiding requests for support.
Pretending tasks are manageable when they are not.

Although masking may help someone fit in temporarily, it can be emotionally exhausting and increase the
risk of stress and burnout.

Reducing stigma encourages authenticity and improves wellbeing.

Inclusive Recruitment
Neuroinclusion begins before someone joins an organisation.

Recruitment processes should focus on identifying ability rather than measuring how well someone performs
in a traditional interview.

Organisations can support neurodivergent applicants by:
« Providing interview questions in advance where appropriate.
Giving clear information about the interview process.
Offering alternative assessment methods.
Allowing additional processing time.
Providing a quiet interview environment.
Being flexible where reasonable.

These adjustments allow candidates to demonstrate their skills more effectively.

Creating Inclusive Communication
Clear communication benefits every employee.
Neuroinclusive communication includes:
 Giving clear instructions.
Avoiding unnecessary ambiguity.
Confirming important information in writing.
Explaining priorities.
Using straightforward language.
Allowing time for processing.
Encouraging questions.

Simple communication adjustments reduce misunderstandings and improve productivity across teams.
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Creating Inclusive Work Environments
The physical environment can significantly affect wellbeing and performance.

Consider:

Sensory Environment
Lighting.

Noise levels.

Strong smells.

Visual distractions.

Temperature.

Providing access to quieter workspaces or allowing noise-cancelling headphones can significantly reduce
sensory overload.

Flexible Working

Where possible, flexibility may include:
¢ Hybrid working.

Flexible start and finish times.

Adjusted break times.

Alternative working patterns.

Flexibility often supports both productivity and wellbeing.

Universal Design

Universal design involves creating workplaces that are accessible from the outset rather than relying solely
on individual adjustments.

Examples include:

e Clear written instructions.
Structured meetings.
Accessible documents.
Flexible communication options.
Consistent workplace processes.

Many of these approaches improve the working experience for all employees, not just those who are
neurodivergent.

The Role of Managers
Managers play a key role in creating inclusive teams.

Supportive managers:
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« Listen without judgement.
Encourage open conversations.
Focus on strengths.

Review adjustments regularly.
Provide clear expectations.

Offer constructive feedback.
Recognise individual working styles.

Good leadership creates environments where employees feel safe to ask for support when needed.

Supporting Disclosure

Some neurodivergent employees choose to disclose their diagnosis.
Others may not.

Disclosure is a personal decision.

Employees should never feel pressured to disclose.

Instead, organisations should create cultures where people feel safe if they choose to share information that
may help them access appropriate support.

Celebrating Strengths
Neuroinclusive workplaces focus not only on challenges but also on strengths.
Examples include:
« Creative thinking.
Innovation.
Attention to detail.
Pattern recognition.
Honesty.
Persistence.
Analytical thinking.
Deep specialist knowledge.

Strengths-based approaches improve confidence and encourage employees to contribute their unique skills.

Benefits of Neuroinclusive Workplaces
Organisations that embrace neuroinclusion often experience:

* Increased innovation.
Better problem-solving.

Improved staff retention.
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Higher employee engagement.
Reduced absenteeism.
Greater psychological safety.
Improved collaboration.
Stronger workplace culture.
Better customer outcomes.

Inclusive workplaces are often healthier, more adaptable and more resilient.

Practical Steps Every Organisation Can Take
Organisations can begin by:
« Providing neurodiversity awareness training.
Reviewing recruitment practices.
Improving workplace communication.
Offering flexible working where possible.
Creating quieter working spaces.
Encouraging open conversations.
Reviewing policies through an inclusion lens.
Involving neurodivergent employees in decision-making.
Focusing on strengths as well as support needs.

Small changes often make a significant difference.

Key Takeaways

Neuroinclusion means creating workplaces where different ways of thinking are recognised, respected and
supported.

Inclusion goes beyond awareness and requires meaningful action.
Psychological safety encourages openness, learning and innovation.
Clear communication and flexible working practices benefit everyone.
Universal design reduces barriers before they arise.

Managers play a vital role in creating inclusive workplace cultures.

Neuroinclusive organisations often experience stronger performance, greater innovation and improved
employee wellbeing.

Maggie Learoyd | Psychotherapist, ADHD, Autism & ARFID Specialist 6



SPACE TO BREATHE THERAPY « NEURODIVERGENCE AT WORK

Final Thoughts

Creating a neuroinclusive workplace is not about redesigning everything overnight—it is about making
thoughtful, practical changes that recognise the diversity of human thinking. By moving beyond stereotypes
and embracing different ways of communicating, learning and solving problems, organisations create
environments where people are able to contribute their best work.

Inclusion is most effective when it becomes part of everyday workplace culture rather than a one-off
initiative. Simple actions such as using clear communication, offering flexibility, listening to individual needs
and focusing on strengths can have a lasting impact on both employee wellbeing and organisational
success.

Ultimately, neuroinclusion benefits everyone. When workplaces are designed to accommodate different
ways of thinking, they become more compassionate, innovative and productive. By valuing neurological
diversity as an asset rather than a challenge, organisations create cultures where every employee has the
opportunity to thrive.
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