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Summary of Dimitra Hartas’ presentation: 

Neurodiversity is emerging as a key area within workplace equality, diversity and inclusion, but current practice lags behind stated intentions. Although around 20% of people identify as neurodivergent, employment outcomes remain poor—only 31% of autistic individuals are employed compared with 54.7% of disabled people overall.
Recent UK policy efforts, including a 2025 expert panel, aim to improve employment opportunities and raise the employment rate for disabled and neurodivergent people to 80%, though this target is widely seen as unrealistic without major systemic change.
Organisations report growing interest in neuroinclusion—60% claim it is a focus—but this varies significantly by sector, with the public and voluntary sectors far more engaged than the private sector. Employee experiences reveal a deeper gap: while 53% feel their workplace culture is open to discussing neurodiversity, only 38% believe meaningful support is provided, and just 19% feel comfortable requesting adjustments.
Disclosure remains a major barrier. Three in ten neurodivergent employees choose not to disclose, citing privacy (44%), fear of discrimination (37%) and stigma (34%).
Overall, the data highlights a persistent disconnect between organisational commitments and the lived realities of neurodivergent employees, underscoring the need for more genuine, structural inclusion.
A 2024 Brain in Hand survey reinforces that neurodivergent employees face consistent challenges at work, including mental health difficulties, burnout, concentration issues and anxiety. Autistic employees with ADHD are particularly likely to be overlooked for development opportunities, highlighting systemic inequities.
To address these barriers, organisations need to adopt neuro‑inclusive recruitment and workplace practices. This includes replacing traditional interviews with skills‑based assessments, portfolios, work trials, and providing structured questions in advance. Allowing alternative communication formats and removing unnecessary job requirements can also reduce exclusion.
A major priority is upskilling managers and HR teams through mandatory training on supporting autistic and ADHD employees—covering communication differences, sensory needs and executive‑function challenges. Neuroinclusion should be embedded into EDI strategies, not treated as an optional add‑on.
Effective workplace adjustments include:
· Flexible or predictable working hours
· Low‑sensory or quiet environments
· Written instructions and visual workflows
· Assistive technologies (speech‑to‑text, timers, planning tools)
· Clear expectations and straightforward language
· Regular mentoring and check‑ins
· Hybrid or remote work options
The most critical area for improvement is the transition from education to employment. This can be strengthened through coaching, mentoring, and partnerships between employers and university wellbeing/disability services. Employer‑led workshops with clear expectations can further reduce uncertainty for neurodivergent young people.

