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Workplace Exclusion & Belonging
Recognising the Impact. Finding a Way Forward.

Space to Breathe Therapy | Standalone article and personal workplace action plan

Introduction

Belonging at work is more than being employed or included on an organisational chart. It involves having

access to information, opportunities, meaningful relationships and the chance to contribute. Exclusion may be

obvious, but it can also emerge through quieter, repeated experiences that gradually leave someone feeling

disconnected or less valued.

Being left out of an informal conversation once may have an ordinary explanation. Repeatedly missing

important updates, not being invited to relevant meetings or being overlooked for development opportunities

deserves closer attention. The aim of this resource is not to infer motive from a single event. It is to help you

recognise patterns, consider their impact and identify constructive ways forward.

What workplace exclusion can look like

• Being regularly omitted from relevant meetings, team communications or decisions.

• Discovering that information needed to do your job has been shared with others but not with you.

• Being left out of social or networking opportunities that influence professional relationships or development.

• Having contributions overlooked, repeatedly interrupted or not acknowledged.

• Receiving fewer opportunities for feedback, training, mentorship or progression without clear reasons.

• Having communication differences, access needs or reasonable adjustments overlooked in team activities.

Not every uncomfortable interaction indicates discrimination or deliberate exclusion. Consider who is

involved, whether there are role-related explanations, how often it occurs and whether the situation changes

after concerns are raised.

Why repeated exclusion can matter

Ongoing exclusion can affect confidence, trust and motivation. Some people begin to second-guess whether

they are welcome, avoid offering ideas or spend additional energy trying to interpret social cues and group

dynamics. The effects may reach beyond work: disrupted sleep, rumination, exhaustion and withdrawal are

possible responses to sustained stress.

The practical costs can matter just as much as the emotional ones. Missing information or opportunities can

affect performance, progression and an individual’s ability to take part on equal terms. This is why it helps to

describe both what happened and its concrete consequences.
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Belonging, neurodivergence and disability

Autistic, ADHD and other neurodivergent employees may experience additional barriers when workplace

inclusion depends on unspoken social rules, rapid verbal exchanges, informal networking or inaccessible

group environments. Someone may choose not to attend a social event because of sensory demands, yet still

need equal access to the information or opportunities shared there.

Belonging does not require everyone to socialise in the same way. Inclusive approaches can offer written

information, accessible meeting formats, predictable invitations, clear agendas, different ways to contribute

and respect for individual communication preferences.

When exclusion appears subtle

A pattern may be difficult to describe because each event can be explained in isolation. Record observable

facts rather than assumed intentions. For example, “I was not copied into three project updates during

September, which delayed my work” is clearer than “They deliberately excluded me.” Both the frequency and

impact are relevant.

Reflect on your experience

• Which situations have left me feeling excluded or less able to participate?

• What is the observable pattern? Who, what, when and how often?

• What effect has this had on my work, confidence, relationships or health?

• What explanations or contextual factors should I also consider?

• What would meaningful inclusion look like for me?

Recording experiences fairly and accurately

Keep a private factual record with dates, meetings or messages, what you expected to be included in, what

happened, who was present and what the immediate impact was. Keep relevant work communications

according to organisational rules, confidentiality requirements and data protection obligations. Avoid

recording sensitive information about colleagues unnecessarily.

Preparing to raise a concern

Focus on specific examples and the changes that would help. You might say: “I have missed several updates

on this project and it has affected my ability to contribute. Could we agree a consistent way to circulate

meeting notes and decisions?” Consider asking for a written summary of agreed actions and a date to review

them.
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What inclusive workplaces can do

• Circulate relevant information and decisions consistently rather than relying solely on informal

conversations.

• Use transparent criteria for opportunities, assignments, recognition and development.

• Provide accessible meeting materials, agendas, options for written input and sufficient processing time.

• Invite input without pressuring staff to disclose a diagnosis or take part in social activities.

• Act on reported concerns, clarify responsibilities and review whether changes have worked.

When to seek further support

If informal conversations do not help, consider using internal HR or grievance procedures, a workplace

representative, occupational health or a trusted manager. Where disability-related barriers are involved,

request a discussion about reasonable adjustments. In Great Britain, the Equality Act 2010 provides

protections against disability discrimination and can require reasonable adjustments in qualifying

circumstances. Exclusion is not automatically unlawful: the facts and legal requirements matter.

For independent UK guidance, consult Acas (acas.org.uk), Citizens Advice (citizensadvice.org.uk) or Equality

Advisory and Support Service (equalityadvisoryservice.com). Employment claims can have short time limits;

obtain advice promptly if you may need to pursue a formal legal route.

Looking after yourself while addressing concerns

Repeated exclusion can be draining. Identify trusted support, reduce unnecessary rumination where possible,

allow time to recover after difficult meetings and consider emotional support if distress is affecting everyday

life. You do not have to resolve every workplace relationship on your own.

A constructive way forward

The goal is not to prove that every interaction had harmful intent. It is to identify barriers, communicate their

practical effect and seek a workplace where access to information, opportunities and respectful participation

is consistent. Progress is measured by what changes in practice, not only by verbal reassurance.
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Personal action plan
A printable space to move from recognising patterns to requesting change.

1. Identify the recurring situation

What is happening? Describe examples without assuming motives.

2. Describe the impact

What has this affected in my work, confidence, participation or wellbeing?

3. Identify what needs to change

Which practical changes would make participation and access fairer?
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Personal action plan — continued

4. Plan the conversation

Who is the appropriate person to approach? What examples and requests will I share?

5. Agree next steps

Record what was agreed, who will do it and by when.

6. Review and escalate if needed

What improved? What remains unresolved? What further support or advice is needed?
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Pattern and impact record
Use one entry per event. Keep the record factual, relevant and confidential.

Entry 1

Date and context:

What happened (observable facts):

Impact on work or participation:

Follow-up or response:

Entry 2

Date and context:

What happened (observable facts):

Impact on work or participation:

Follow-up or response:
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Workplace conversation planner

What I want to explain

Summarise the recurring concern using one or two factual examples.

What I am asking for

Specify changes to communication, meetings, access, inclusion or adjustments.

How we will review this

Name a follow-up date, responsible person and indicators of improvement.

Reminder: This resource offers information and reflection, not individual legal or clinical advice.


