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Introduction &
Vision

N Imagine a truly thriving organization where every individual's
unique strengths are not just recognized, but deeply valued and
celebrated. This guide helps you build a workplace where
cognitive diversity isn't merely accepted, but seen as a powerful,
competitive asset. We're providing comprehensive, practical tools
to create a genuinely neuroinclusive environment, leading to
enhanced creativity, breakthrough innovation, and sustainable

success for everyone involved.
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What is
Neurodiversity ?

Neurodiversity fundamentally refers to the natural and
varied ways human brains are wired, and how individuals
perceive, process, and interact with the world. It
encompasses neurological differences such as autism,
ADHD, dyslexia, dyscalculia, dyspraxia, and Tourette
syndrome. It's crucial to understand that these are
simply different, valid forms of human cognition.

Crucially, how one person experiences the world can be
profoundly different from another's. What might be a

neutral or even positive experience for one individual
could be overwhelming or distressing for another,
especially for neurodivergent individuals navigating a
neurotypical-designed world. Recognizing this inherent
variability is key to true inclusion. Neurodivergent
individuals possess unique strengths, distinct ways of
thinking, and fresh perspectives. When truly embraced
and understood on an individual basis, these differences
bring immense value and a significant competitive edge
to any organization.
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THE NEUROINCLUS%N A%%VANTAGE: e
UNLOCKING STRENGTHS & BENEFITS / —iZ

Embracing neurodiversity is a powerful strategic advantage that can truly
transform your organization. It's not just about fairness; it's about unlocking a
wide range of tangible benefits:

Enhanced Innovation & Problem-Solving: Neurodivergent individuals frequently approach
challenges with unique perspectives and highly innovative thinking. Their "outside-the-box"
approaches can lead to groundbreaking ideas, more effective solutions, and novel ways of looking

at long-standing problems that neurotypical teams might overlook. This often translates into

distinct competitive advantages.

Stronger Team Performance: Diverse teams, including neurodivergent members, are proven to be
more adaptable, resilient, and better at collective problem-solving. The variety of thinking styles
fosters richer discussions, encourages critical evaluation of assumptions, and leads to a more
comprehensive and robust approach to projects and challenges.

Broader Talent Pool Access: By actively removing traditional barriers in recruitment, you gain
access to a vast, often untapped talent pool rich with highly valuable skills. Many neurodivergent
individuals possess sought-after abilities in areas like technology, data analysis, pattern
recognition, and creative design.

Stronger Brand Reputation: Organizations known for their genuine, deep commitment to diversity
and inclusion, including neuroinclusion, attract top talent and enhance their public image,
positioning them as responsible, ethical, and forward-thinking leaders in their industry.

www.neurofusion.co.nz




Organizations have responéibilities under key legislation to ensure fair treatment and a
safe environment for all employees, including neurodivergent individuals.

In essence, fulfilling these legal obligotioné means actively working to remove barriers,
providing tailored support, and fostering an environment where neurodivergent
individuals are not just accommodated, but can thrive equally within your organization.
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. Human Rights Act 1993: This Act makes it unlawful to discriminate against a person
in employment on the ground of disability. Neurodivergence is considered a
disability under this Act. Employers have a legal obligation to provide "reasonable
accommodation" for individuals with disabilities, unless doing so would cause
unjustifiable hardship. This means making adjustments to work arrangements, the
physical environment, or communication methods to enable a neurodivergent
employee to perform their job effectively. Failing to provide reasonable
accommodation can constitute discrimination.

Implication for Neuroinclusion: This mandates proactive consideration of

individualized adjustments throughout the employee lifecycle — from
recruitment to daily work, training, and career progression. Your commitment to
neuroinclusion directly suppdrts compliance with these non-discrimination
duties.
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. Health and Safety at Work Act 2015 (HSWA): This Act requires Persons Conducting
a Business or Undertaking (PCBUSs) — including employers — to ensure the health
and safety of workers so far as is reasonably practicable. This explicitly includes
mental health as well as physical health. Employers must identify and manage risks
that could cause psychological harm in the workplace, such as excessive workload,
bullying, poor work design, or inadequate support.

o Implication for Neuroinclusion: Creating sensory-friendly environments, clear
and consistent communication, managing workloads appropriately, and

fostering psychological safety are not just best practices; they are crucial for
meeting HSWA obligations regarding mental health, especially for
neurodivergent individuals who may be more susceptible to certain psychosocial

risks or burnout. '
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. Employment Relations Act 2000: \While the Human Rights Act deals with broader
discrimination, the Employment Relations Act also prohibits discrimination on
various grounds (including disability) within the employment relationship itself.
Employees can raise personal grievances if they believe they have been
discriminated against.

o Implication for Neuroinclusion: This reinforces the need for fair, transparent,
and non-discriminatory processes in all employment matters (e.g., performance
management, disciplinary actions, termination). It underscores the importance
of addressing any concerns or grievances related to neurodiversity with

sensitivity, due process, and adherence to legal requirements.

N\
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This guide is designed to be your actionable
roadmap to implementing neuroinclusion
within your organization. To make the most
of it:

- Read Carefully and Reflect: Dive deep
into each section to understand its
significance, the underlying principles,
and how it applies to your unique context.

« Apply and Adapt: Use the detailed
recommendations and examples as a
starting point. While the guide offers best
practices, always adapt them to fit your
organization's specific needs and,
crucially, the individual needs of your
employees. What works well for one
person might be entirely unsuitable for
another.

Iterate and Refine: Neuroinclusion is an

ongoing journey, not a one-time project.
Conduct regular evaluations, solicit
direct, confidential feedback from your
employees (especially neurodivergent
staff), and be prepared to make
continuous adjustments based on what

you learn.




O1. LEADERSHIP: SETTING THE STANDARD

Neuroinclusion must be championed from the very top.

Strong, visible commitment from leadership is the
foundation for genuine change, demonstrating that this is a
core organizational value.

Formalize Your Commitment with a Policy: Developing and clearly communicating a detailed
neurodiversity inclusion policy is foundational because it signals a non-negotiable
organizational commitment to neuroinclusion, providing a clear framework and legal
underpinning for all subsequent actions. This policy should be a living document, visibly
integrated into all existing HR policies, employee handbooks, and official documentation. It
must actively guide decision-making from strategic planning to daily operations, establishing
clear expectations and a basis for accountability across the organization.

Key Actions:

Draft a comprehensive neurodiversity inclusion policy that clearly defines neurodiversity,
explicitly states the organization's commitment to inclusion, and outlines the rights and
responsibilities of both employees and the employer regarding accommodations and support.
Ensure the policy is widely accessible and clearly communicated across all organizational
levels, utilizing multiple channels such as the intranet, dedicated all-staff emails, and regular
discussions in team meetings.

Verify that the principles and mandates of the policy are actively incorporated into relevant
operational procedures, budgeting decisions, and project planning, demonstrating that
inclusion is embedded within the organizational fabric, not merely a standalone statement.

Example Policy Statement: "Our organization values cognitive diversity as a fundamental
strength. We are deeply committed to actively supporting neurodivergent individuals,
understanding that each person's needs are unique. We will proactively provide all necessary,
individualized accommodations to ensure every employee can contribute their absolute best,
fostering a truly inclusive and innovative culture."
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O1. LEADERSHIP: SETTING THE STANDARD

N . Cultivate Empathy and Understanding Through Training: Providing dedicated, in-depth
training sessions for all leaders, from team leads to executives, is essential for fostering genuine
empathy and building the practical understanding needed to support neurodivergent
employees effectively. The most impactful training often involves direct insights from
neurodivergent individuals or neurodiversity experts, sharing their lived experiences, explaining
sensory sensitivities, diverse communication styles, and addressing common misconceptions.
This deepens understanding and actively challenges unconscious biases, highlighting the
broad spectrum of human experience.

. Key Actions:

. Mandate neurodiversity awareness and inclusive leadership training for all management and
People & Culture.

. Prioritize training sessions that are experiential and interactive, ideally facilitated by
neurodivergent individuals or organizations with lived experience.

. Ensure training includes practical modules on recognizing diverse communication signals,
understanding sensory impacts in the workplace, and practical strategies for providing
support.

. Provide leaders with ongoing resources and opportunities for continuous learning and
engagement post-training.

. NZ Supplier Example: Seek out established experts like Autism New Zealand or the Dyslexia
Foundation of New Zealand, who can provide culturally relevant and expert-led training
tailored to the New Zealand context.

N . Empower Internal Advocates (Mentors/Champions): Establishing formal roles for neurodiversity
mentors or champions within leadership teams or cross-functional groups is crucial for
creating visible support systems and driving grassroots inclusion initiatives. These individuals
serve as key points of contact and powerful advocates, demonstrating a tangible commitment
to neuroinclusion within the organization.

. Key Actions:

. |Identify and formally appoint neurodiversity champions or mentors who are passionate about
inclusion and willing to lead by example.

. Provide these champions with comprehensive training, resources, and a clear mandate to drive
specific inclusion initiatives.

. Ensure champions have dedicated time and appropriate budget allocation to effectively carry
out their advocacy and support roles.

. Publicly recognize and promote their role, encouraging employees to reach out to them for
guidance and support confidentially.
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02. RECRUITMENT AND HIRING: OPENING DOORS TO
DIVERSE TALENT

Your recruitment process is often the very first interaction a

potential employee has with your organization. Making it
welcoming, flexible, and truly accessible is paramount to
attracting and retaining a broader, more diverse pool of
talent, especially neurodivergent individuals who may face
traditional barriers.

N . Ensure Process Transparency and Proactive Adjustment Offers: Clearly outlining every single
stage of the recruitment process, from application to offer, and proactively communicating
expectations is vital to reduce anxiety and create a fair playing field. Neurodivergent
candidates often benefit significantly from predictability and clear instructions. Crucially,
explicitly offering necessary adjustments at each step signals that accessibility is a standard
practice and that individual needs will be met without judgment.

. Key Actions:

. Include a detailed breakdown of the entire recruitment process in all job descriptions and on
your careers webpage, including the number of stages, approximate timings, and formats (e.g.,
"phone screen - 15 mins, virtual interview - 45 mins, written task - 2 hours").

. Explicitly state the organization's commitment to providing reasonable accommodations for
any part of the recruitment process.

. Train hiring managers and recruiters to sensitively and confidentially discuss potential
accommodation needs with candidates at the initial contact stage.

. Provide a clear, easy-to-use mechanism for candidates to request adjustments.

. Example: In every job description and on your careers page, clearly state: "The hiring process
for this role involves [e.g., an online application, a brief phone screen, a virtual interview, and a
practical task]. We are committed to providing accommodations to ensure a fair and
accessible process for all candidates, understanding that individual needs vary greatly. Please
notify us of any adjustments you may need when applying or at any stage of the process."

www.neurofusion.co.nz 12



02. RECRUITMENT AND HIRING: OPENING DOORS TO

N .

DIVERSE TALENT

Offer Multiple, Flexible Assessment Formats: Moving beyond sole reliance on traditional verbal
interviews is essential because a singular, rigid interview format can inadvertently
disadvantage candidates whose strengths may not be best demonstrated in high-pressure
social situations. Offering a range of flexible assessment formats allows candidates to
showcase their genuine skills and strengths in ways that align with their individual
communication styles and cognitive profiles.

Key Actions:

Review existing assessment methods and actively introduce alternatives that measure job-
relevant skills over interview performance.

Offer options such as pre-recorded video submissions, written responses to interview questions,
practical task-based assessments, or portfolio reviews relevant to the role.

Ensure that alternative formats are clearly explained and given equal weighting in the
assessment process.

Train assessors to evaluate content and skill demonstration, not just presentation style.

Example: For a design role, allow candidates to present a portfolio of work and discuss it, rather
than answering abstract hypothetical questions. For a data analysis role, provide a smaill
dataset for them to analyze and present findings from within a set timeframe. Some
candidates, for communication-heavy roles, may be offered the choice to provide written
answers to interview questions in advance.

Implement Systematic Feedback and Continuous Improvement: Establishing regular and
systematic feedback collection processes from both candidates and new hires is critical for
continuous improvement and demonstrating genuine commitment. These insights are
invaluable for identifying and rectifying unforeseen barriers, ensuring your recruitment
practices are truly inclusive and responsive to diverse needs.

Key Actions:

Design and implement a structured system for collecting feedback from all candidates
(successful and unsuccessful) about their recruitment experience.

Include specific, targeted questions regarding the inclusivity and accessibility of the application
and interview process.

Conduct regular debriefs with hiring teams, HR, and diversity champions to review feedback
data, identify common themes, and pinpoint areas for improvement.

Publicly communicate changes and improvements made based on feedback to reinforce
transparency and commitment.

www.neurofusion.co.nz 13



03. ONBOARDING AND TRAINING: SETTING EVERYONE
UP FOR SUCCESS

A thoughtful and structured onboarding process is crucial for

smooth integration, significantly reducing anxiety, and
setting new hires up for long-term success, particularly for
neurodivergent individuals who may benefit from clear
structures and predictable routines

N . Deliver Structured, Multi-Format Cultural Onboarding: Providing comprehensive onboarding
sessions that explicitly address organizational culture, unspoken social norms, and any
previously "unwritten rules" of the workplace is vital for helping new employees navigate the
social and operational landscape. Presenting this information through diverse media is
paramount, as it accommodates varied processing styles and ensures better comprehension
and retention for all.

. Key Actions:

. Develop detailed onboarding materials that explicitly cover company values, social
expectations (e.g., meeting etiquette, communication norms), and common internal jargon or
acronyms.

. Offer these materials in multiple formats: a visual map of the workplace, a comprehensive
digital welcome pack with hyperlinked policies, concise written summaries, and clear verbal
briefings or video presentations.

. Proactively ask new hires for their preferred format for receiving information during
onboarding.

. Include dedicated sessions that discuss the importance of psychological safety and how to
seek support for cultural or social integration.

. Example: Include a visual map of the office layout, clearly marking quiet zones, common areas,
and key facilities. Provide a "jargon buster" glossary for internal acronyms and company-
specific terms. Offer to provide all introductory materials in preferred formats (e.g., printed,
digital with text-to-speech options, or presented verbally with visual aids).
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03. ONBOARDING AND TRAINING: SETTING EVERYONE
UP FOR SUCCESS

N . Implement a Trained Peer Mentor/Buddy System: Pairing new hires with trained peer mentors
or buddies is highly effective for facilitating smoother transitions, significantly reducing initial
anxiety, and providing ongoing, personalized support. A buddy can offer practical guidance,
answer seemingly "silly" questions without judgment, and help with social integration,
understanding that each new hire's integration journey is unique.

. Key Actions:

. Establish a formal, organization-wide peer mentor or buddy program for all new employees.

. Train mentors on neurodiversity awareness, active listening, and providing structured, non-
judgmental support.

. Clearly define the mentor's role, including regular check-ins and acting as a first point of
contact for practical questions.

. Consider matching mentors and mentees based on complementary communication styles or
interests where appropriate.

N . Schedule Consistent, Beyond-Initial Check-ins: Don't let onboarding end after the first week.
Scheduling consistent, structured follow-up check-ins beyond the initial onboarding phases is
essential for truly assessing integration effectiveness, identifying any emerging needs or
challenges, and proactively addressing concerns before they escalate. This demonstrates a
sustained commitment to employee well-being and success.

. Key Actions:

. Mandate structured follow-up check-ins at regular intervals (e.g., I-month, 3-month, and 6-
month marks) with both the direct manager and potentially an HR representative.

. Ensure these check-ins are dedicated discussions focusing on the employee's experience, well-
being, workload, and any required adjustments.

. Empower managers to proactively offer and implement adjustments during these check-ins
based on individual feedback.

. Maintain confidential documentation of these check-ins and any agreed-upon actions to
ensure consistency and continuous improvement.
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04. WORKPLACE ENVIRONMENT & ACCESSIBILITY:
DESIGNING FOR ALL

Creating physical and digital spaces that proactively support

diverse sensory needs, reduce cognitive load, and enhance
productivity is fundamental to building an inclusive
workplace for all employees. It's crucial to recognize that
optimal environments are highly individual; what works well
for one person might be challenging for another.

N . Proactively Design Sensory-Friendly and Flexible Workspaces: Moving beyond reactive
adjustments to proactively designing your physical workspace with diverse sensory needs in
mind is vital for preventing overwhelm and enabling focus. This means implementing features
like adjustable lighting, controlled noise levels, and flexible seating, understanding that
individual sensory preferences vary greatly.

. Key Actions:

. Designate clear "quiet zones" or focus areas for deep work, minimizing distractions.

. Provide access to high-quality noise-canceling headphones for all staff upon request.

. Install adjustable lighting options in individual workspaces (e.g., dimmers, task lamps) and
ensure controllable ambient lighting.

. Offer a variety of seating options (e.g., ergonomic chairs, standing desks, alternative seating in
break areas) to accommodate different comfort and movement needs.

. Implement a policy that encourages employees to personalize their immediate workspace to
suit their sensory and ergonomic requirements as much as possible.

. Example: Designate "focus zones" where talking is minimal, provide access to high-quality
noise-canceling headphones, install adjustable desk lamps, and offer a variety of seating
options (e.g., ergonomic chairs, standing desks, bean bags in break areas). Allow employees to
customize their immediate workspace as much as possible.
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04. WORKPLACE ENVIRONMENT & ACCESSIBILITY:
DESIGNING FOR ALL

N . Normalize Flexible Working Arrangements as Standard: Making flexible work arrangements a
standard, normalized part of your organizational culture, rather than an exception, is critical for
empowering employees to work in environments where they are most comfortable and
productive. This can significantly reduce sensory overwhelm, social fatigue, or other individual
challenges associated with a traditional office setting.

. Key Actions:

. Establish remote or hybrid working as a standard option wherever job roles permit, clearly
outlining expectations and support structures.

. Develop clear and transparent guidelines and application processes for various flexible work
arrangements (e.g., flexible hours, compressed work weeks, staggered start/end times).

. Provide comprehensive technology and IT support to ensure seamless and effective remote
work capabilities.

. Promote a culture where flexible arrangements are seen as a benefit to productivity and well-
being, not a sign of lesser commitment.

N . Conduct Regular Environmental Audits with Direct Neurodivergent Input: Regularly assessing
both physical and digital environments for accessibility barriers, crucially with direct input from
your neurodivergent staff, is essential because their lived experience provides invaluable
insights into subtle, yet significant, barriers that might otherwise be missed by neurotypical
perspectives. This ensures that identified issues are genuinely relevant and that solutions are
effective.

. Key Actions:

. Schedule and conduct regular, formal audits of both your physical workspace and digital
tools/platforms (intranet, software) for accessibility and potential sensory/cognitive triggers.

. Actively recruit and compensate neurodivergent employees to participate in these audits,
ensuring their diverse perspectives are central to the process.

. Based on audit findings, create a prioritized action plan for implementing necessary
improvements and allocate appropriate resources.

. Publicly communicate the findings and the actions taken based on audit feedback to all staff,
fostering transparency and trust.
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05. COMMUNICATION & FEEDBACK: CLEAR, DIRECT,
AND ADAPTABLE

Effective, considerate communication is the cornerstone of

an inclusive workplace, especially given that communication
preferences and processing styles vary significantly among
individuals, particularly neurodivergent ones.

N . Commit to Clear, Concise, and Direct Communication: Implementing a standard for all internal
communications to be clear, concise, and direct is vital for minimizing ambiguity, reducing
cognitive load, and preventing misunderstandings. This approach ensures that information is
accessible to everyone, regardless of their communication style or processing speed.

. Key Actions:

. Establish and communicate a company-wide guideline for plain language in all written and
verbal internal communications.

. Provide training for all staff on how to avoid jargon, idioms, sarcasm, and implicit assumptions
in their communication.

. Encourage the consistent use of structured formats like bullet points, numbered lists, and short
paragraphs for key information.

. Mandate that all acronyms or company-specific terms are clearly defined upon their first use
within any communication.

. Example: Use plain language and bullet points for key information in all emails, meeting

agendas, and project updates. Provide clear context for all discussions and avoid leaving room
for misinterpretation. Always define acronyms on first use.
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05. COMMUNICATION & FEEDBACK: CLEAR, DIRECT,
AND ADAPTABLE

N . Provide Essential Information Through Multiple Accessible Formats: Recognizing that
individuals process and retain information differently, providing essential information through
multiple accessible formats is crucial for ensuring comprehension and inclusivity. This allows
individuals to choose the method that works best for their learning and processing style.

. Key Actions:

. Ensure all critical company information (e.g., policies, project updates, meeting minutes) is
available in at least two formats (e.g., written documents and verbal summaries, or visual aids
and audio recordings).

. Standardize the recording of important meetings and provide accurate transcripts or detailed,
summarized notes afterwards.

. Utilize visual aids such as flowcharts, diagrams, and infographics alongside text for explaining
complex processes or data.

. Ensure that assistive technologies, like text-to-speech software or screen readers, are readily
available and supported for employees.

N . Adapt Feedback Delivery Methods to Individual Preferences: While feedback is critical for
growth and development, its delivery can significantly impact its reception and effectiveness,
especially for neurodivergent individuals who may process information differently or be
sensitive to tone. Proactively adapting feedback methods to individual preferences minimizes
anxiety and maximizes understanding.

. Key Actions:

. Managers should proactively ask employees for their preferred method of receiving feedback
(e.g., a written summary provided before a verbal discussion, a detailed email, a one-on-one
verbal conversation, or visual progress reports).

. Train managers to deliver feedback that is specific, constructive, objective, and balanced with
positive reinforcement.

. Ensure ample time for processing and follow-up questions during feedback sessions, avoiding
rushing or pressuring immediate responses.

. Consider implementing "feedback agreements" where employees and managers jointly discuss
and agree upon the most effective ways for feedback to be given and received.
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06. SUPPORT & ADJUSTMENTS: MAKING IT STANDARD
PRACTICE

Building a culture where asking for support or adjustments is

normalized, straightforward, and actively encouraged, with a
focus on highly individualized solutions, is fundamental to
ensuring all employees can thrive. This shifts the paradigm
from "special treatment” to standard operating procedure
for inclusion.

N . Establish a Proactive, Structured Framework for Individualized Adjustments: Moving from a
reactive, ad-hoc "request-based" model to a proactive, structured framework for workplace
adjustments is essential for creating equitable opportunities and fulfilling legal obligations.
Normalizing these requests as a standard, positive part of workplace culture emphasizes that
adjustments are tailored to individual needs, recognizing that a "one-size-fits-all" approach
does not work for neurodiversity.

. Key Actions:

. Develop and clearly communicate a simple, intuitive, and publicly accessible process for
requesting workplace adjustments.

. Designate specific People & Culture or managers who are formally trained to handle
adjustment requests with empathy, efficiency, and confidentiality.

. Frame discussions around adjustments as standard support for optimal performance and well-
being, focusing on "how can we best support your unique working style?"

« Provide examples of common adjustments that have been successfully implemented to
demystify the process and encourage requests (e.g., noise-canceling headphones, flexible
working hours, specific software, quiet meeting spaces).

. Example: Create a simple, intuitive online portal or a clearly designated HR contact/team
specifically for adjustment requests. Publicly communicate the process, expected timelines,
and the confidentiality assured. Frame it as "how can we best support your unique working
style?"
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06. SUPPORT & ADJUSTMENTS: MAKING IT STANDARD
PRACTICE

N . Create Clear, Accessible, and Confidential Pathways: Ensuring employees know precisely how
and where to seek assistance for support or adjustments is crucial for empowering them to
advocate for their needs. Creating clear, accessible, and confidential pathways minimizes
apprehension and ensures requests are handled with discretion and a focus on enabling
performance.

. Key Actions:

. Provide multiple, clearly signposted avenues for employees to initiate support requests (e.g., a
dedicated online form, specific HR email address, direct conversation with a trained manager
or HR representative, or through an Employee Assistance Program).

. Guarantee strict confidentiality throughout the request and implementation process to build
trust and encourage open communication.

. Regularly communicate who the key contacts are for support and how they can be reached,
alongside clear information on employees' rights and the process for adjustments.

N . Regularly Evaluate Effectiveness Through Feedback: Support mechanisms are not static; they
need to evolve with the individual's needs and changes in their work environment. Consistently
evaluating the effectiveness of these support structures through confidential feedback is vital
for ensuring they remain relevant, effective, and truly beneficial to the employee.

. Key Actions:

. Schedule regular reviews of all implemented adjustments with the employee, allowing them to
provide feedback on what is working well and what could be improved.

. Collect confidential feedback on the overall effectiveness of your support mechanisms through
anonymous surveys or one-on-one discussions with a neutral party (e.g., HR or an internal
champion).

. Be prepared to modify, adjust, or explore new adjustments based on direct employee feedback
and evolving needs, demonstrating a commitment to continuous improvement.

. Maintain confidential documentation of adjustments and their effectiveness to inform future
policy and practice.
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O7. CAREER DEVELOPMENT: NURTURING
NEURODIVERGENT TALENT

Helping your neurodivergent employees reach their full

potential requires designing flexible and customized career
pathways that deliberately leverage their unique strengths
and accommodate their learning styles. This approach
maximizes individual growth and optimizes organizational
talent utilization.

N . Create Individualized Career Progression Pathways: Moving away from rigid, one-size-fits-all
career ladders and developing individualized career progression pathways is essential because
neurodivergent individuals often have non-linear career trajectories or excel in highly
specialized areas that traditional promotion structures may not recognize. Aligning
development to each employee's unique strengths, long-term goals, and preferred learning
styles unlocks their full potential.

. Key Actions:

. Develop personalized development plans for neurodivergent employees that actively focus on
leveraging their specific strengths (e.g., pattern recognition, deep focus, unigque problem-
solving capabilities) rather than solely focusing on perceived weaknesses or deficits.

. Review these personalized plans regularly (e.g., quarterly or bi-annually) with the employee to
ensure they remain relevant and supportive.

. Offer diverse advancement options beyond traditional promotions, such as specialized expert
roles, project leadership opportunities, or horizontal growth into different departments to
broaden experience.

. Integrate discussions about individual learning styles and preferred work arrangements directly
into career planning conversations.

. Example: Develop personalized development plans that are reviewed quarterly or bi-annually,
focusing on leveraging specific neurodivergent strengths (e.g., pattern recognition, deep focus,
unique problem-solving) rather than solely addressing perceived deficits. Offer options for
horizontal growth, specialized expert roles, project-based advancement, or mentorship
opportunities.
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O7. CAREER DEVELOPMENT: NURTURING
NEURODIVERGENT TALENT

N . Offer a Variety of Tailored Development Opportunities: Providing a diverse range of
development opportunities that cater to different learning preferences and cognitive styles is
crucial for effective skill development and engagement. This ensures that learning is accessible
and impactful for everyone.

. Key Actions:

. Provide access to a variety of learning formats, including self-paced online modules, hands-on
workshops, one-on-one coaching, and experiential learning projects.

. Establish mentoring programs that specifically include neurodivergent mentors or allies who
understand diverse experiences and can provide relatable guidance.

. Offer job shadowing opportunities to allow employees to explore different roles and working
environments in a low-pressure setting.

. Support external training or conference attendance that aligns with individual development
goals and specific interests.

N . Implement Processes to Identify and Nurture Hidden Talents: Setting up structured processes
to proactively identify, acknowledge, and nurture the often overlooked or "hidden" talents of
employees is vital for unlocking untapped potential within your workforce. Neurodivergent
individuals frequently excel in unique areas that might not be immediately visible or valued
within traditional career fromeworks.

. Key Actions:

. Encourage participation in cross-functional projects that allow employees to apply diverse skill
sets and work with different teams.

. Implement a system for managers to formally recognize, document, and champion unique
talents or contributions that might not fit conventional performance metrics.

. Create internal "innovation labs" or "passion project” initiatives where employees can explore
niche interests and apply their specialized knowledge.

. Provide opportunities for employees to present on their areas of deep expertise or lead internal
workshops, fostering recognition and skill-sharing.
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08. FREELANCE AND CONTRACT WORKERS: EXTENDING
INCLUSION

Your commitment to neuroinclusion should extend to all

individuals contributing to your organization, including
external partners. This approach fosters a consistent culture
of respect and accessibility, enhancing collaboration and
reputation.

N . Provide Clear, Customized Briefs with Diverse Methods: When working with freelancers and
contractors, providing clear, highly customized project briefs is essential for minimizing
misunderstandings, setting clear expectations, and ensuring successful outcomes, especially
given the diverse working and communication preferences of external partners.

. Key Actions:

. Develop templates for project briefs that prioritize clarity, conciseness, and structured
information delivery.

. Always provide an initial verbal briefing followed by comprehensive written summaries for all
projects.

. Utilize visual aids (e.g., flowcharts, wireframes, example outputs) within project briefs to support
understanding.

. Proactively confirm preferred communication methods and frequency with
freelancers/contractors upfront

. Example: When working with freelancers and contractors, provide clear, highly customized
project briefs. Utilize diverse communication methods (e.g., visual aids, detailed written
instructions, initial verbal briefings followed by comprehensive written summaries) to ensure
mutual understanding and reduce ambiguity based on individual preferences.
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08. FREELANCE AND CONTRACT WORKERS: EXTENDING
INCLUSION

N . Facilitate Structured and Timely Discussions on Expectations: Initiating structured and timely
discussions on project scopes, timelines, and mutual expectations before work begins is crucial
for preventing misalignments and ensuring smooth project execution. Building in flexibility for
adjustments acknowledges that rigid structures may not suit everyone.

. Key Actions:

. Hold dedicated kick-off meetings for all significant projects to discuss scopes, deliverables, and
expectations in detail.

. Establish clear check-in points, reporting mechanisms, and communication protocols (e.g.,
daily stand-ups, weekly reports) tailored to the project and individual.

. Build in a process for discussing and implementing flexibility for adjusting working methods,
communication frequency, or deadlines based on individual needs or unforeseen challenges.

. Ensure transparent and timely payment processes, and provide clear, constructive feedback on
completed work.

N . Include in Neurodiversity Awareness Training: Where appropriate and feasible, including
frequent or long-term freelancers and contractors in your general neurodiversity awareness
and inclusion training is beneficial for fostering consistent inclusive practices across all
interactions. This ensures a unified, respectful, and understanding engagement with all
contributors to your organization's work.

. Key Actions:

. Explore and implement avenues to provide access to relevant neurodiversity awareness
training for your core group of regular freelancers and contractors.

. Share your organization's neuroinclusion policy and guidelines with all external partners,
making them aware of your commitment.

. Ensure that internal teams interacting with freelancers and contractors are trained to apply
neuroinclusive communication and working principles.
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09. NEUROINCLUSIVE CUSTOMER EXPERIENCE

Extending neuroinclusion to your customers demonstrates a
comprehensive commitment to diversity and can

significantly broaden your market reach and strengthen
customer loyalty. Understanding and accommodating
neurodivergent customers ensures a more accessible and
positive experience for everyone, potentially opening up new
markets.

N . Audit Customer Touchpoints for Sensory & Cognitive Load: Conducting a thorough review of all
customer-facing environments and interfaces is essential to identify and mitigate potential
sensory overload triggers or high cognitive load elements. Recognizing that what's fine for one
customer might be overwhelming for another allows you to design more universally accessible
experiences.

. Key Actions:

. Conduct comprehensive audits of all physical customer-facing environments (e.g., retail stores,
reception areas, service centres) to identify and address sensory triggers such as overly bright
lighting, loud background music, strong smells, or excessive visual clutter.

. Thoroughly review digital interfaces (websites, mobile apps, online forms) for high cognitive
load issues like complex navigation, excessive pop-ups, jargon-filled language, or inconsistent
design.

. Implement solutions such as designating "quiet hours" or "sensory-friendly zones" in physical
locations, and offering simpler, customizable digital interfaces.

. Consider accessibility features like adjustable text sizes, colour contrast options, and keyboard
navigation.

Example: Implement "quiet hours" in retail spaces where music is lowered and lighting is softer.

Offer simpler website navigation options or "plain language" versions of key information. Design
online forms with clear, sequential steps and ample whitespace.
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09. NEUROINCLUSIVE CUSTOMER EXPERIENCE

N . Offer Flexible and Varied Communication Channels: Providing multiple, accessible ways for
customers to interact with your organization is crucial because different neurotypes have
varying communication preferences. Some neurodivergent individuals may prefer written
communication over phone calls, while others might benefit from in-person, structured
interactions.

. Key Actions:

. Ensure a robust array of contact options for customer service, including phone, email, online
chat support, and potentially video calls or in-person assistance.

. Make all communication channels clearly signposted, easy to find, and intuitive to navigate.

. Train customer service staff to be patient, use plain and direct language, avoid idioms, and
allow ample time for processing during interactions.

. Offer alternatives to complex, multi-layered phone menus (e.g., direct email addresses for
specific departments).

N . Train Customer-Facing Staff in Neurodiversity Awareness: Providing specific, comprehensive
training for all employees who interact with customers on neurodiversity awareness, empathy,
and adaptive communication techniques is paramount. This empowers them to recognize and
respond sensitively to diverse customer needs, preventing unintentional exclusion or distress.

. Key Actions:

. Develop and implement mandatory neurodiversity awareness training for all customer-facing
roles.

. Include practical scenarios in training on understanding sensory sensitivities, recognizing
different communication styles (e.g., direct, literal, non-verbal cues), and responding with
patience and adaptability.

. Focus on empathetic responses and offering appropriate support options without singling out
or making assumptions about customers.

. Provide clear guidelines on how to escalate or seek assistance for complex customer
interactions.

Example: Training could cover understanding sensory sensitivities, recognizing different

communication styles, avoiding assumptions, and offering specific support options without
singling out customers.
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09. NEUROINCLUSIVE CUSTOMER EXPERIENCE

N . Simplify Information and Processes: Designing products, services, and associated processes
with clarity and simplicity in mind is essential for universal accessibility and reducing cognitive
load for all customers. Avoiding unnecessary complexity and jargon ensures that information is
easily understood and actions are straightforward.

. Key Actions:

. Conduct a thorough review of all customer-facing content (product descriptions, service
guides, terms and conditions, marketing materials) for clarity and simplicity.

. Prioritize plain language, clear headings, and visual cues (icons, diagrams) throughout all
communications.

. Break down complex processes (e.g., sighing up for a new service, making a complaint) into
smaller, manageable, and logically sequenced steps with clear instructions.

. Ensure online forms are user-friendly, with clear error messages, intuitive navigation, and
progress indicators.

N . Gather Feedback on Customer Accessibility: Actively seeking and incorporating feedback from
neurodivergent customers about their experience is critical for continuous improvement and
demonstrating genuine commitment to inclusivity. Their insights are invaluable for identifying
and rectifying barriers you might not otherwise perceive.

. Key Actions:

. Include specific questions about accessibility and ease of interaction in all customer surveys
and feedback forms.

. Establish dedicated, accessible channels for neurodivergent customers to provide feedback
confidentially (e.g., a specific email address, a specialized online form, or direct contact with an
accessibility team).

. Actively seek out and engage neurodivergent individuals in user testing, focus groups, or co-
design processes for new products, services, or digital interfaces.

. Utilize collected feedback to drive tangible improvements in your services and overall customer
accessibility.
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10. PRACTICAL TOOLS AND RESOURCES

Equip your team with the right tools and knowledge to thrive
in a neuroinclusive environment.

N .« Recommend and Provide Assistive Technology and Software Solutions: Actively recommending
and providing access to and training for assistive technology and software solutions is crucial
for empowering neurodivergent employees to perform their best. These tools can significantly
enhance productivity, reduce cognitive load, and overcome common workplace challenges,
supporting individualized needs.

. Key Actions:

. Create and regularly update a curated list of recommended assistive technologies and
software relevant to common neurodivergent needs (e.g., for organization, focus, reading,
writing).

. Provide comprehensive training and ongoing support for employees on how to effectively
identify and utilize these tools.

. Ensure adequate budget allocation for purchasing necessary assistive software and hardware.

. Maintain an open channel for employees to request or suggest new assistive technologies
based on their evolving needs.

. Examples:

. Note-taking: Livescribe smart pens, digital voice recorders, Otter.ai (Al transcription for
meetings).

. Organization & Task Management: Trello, Asana, Notion (flexible project management tools),
calendar tools with visual reminders and alerts.

. Reading & Writing Support: Text-to-speech applications (Speechify, NaturalReader), dictation
software (Dragon NaturallySpeaking), advanced grammar/style checkers (Grammarly
Premium), mind-mapping software (MindMeister, XMind) for visual brainstorming.

. Focus Tools: High-quality noise-canceling headphones, specialized focus apps (e.g., Forest,
Freedom) to block distractions, white noise generators, or designated "deep work" playlists.
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10. PRACTICAL TOOLS AND RESOURCES

: | . Recommended NZ Training Suppliers: Leverage local expertise for tailored support.

. Autism New Zealand: Provides comprehensive training, resources, and support specifically for
autism and neurodiversity across workplaces and communities.

. Dyslexia Foundation of New Zealand: Offers guidance, workshops, and support for individuals
and organizations dealing with dyslexia and other specific learning differences.

. Inclusive Aotearoa Collective Tadhono: Focuses on fostering a more inclusive society in New
Zealand through various initiatives, resources, and connections with diverse communities.

. Diversity Works New Zealand: Provides a wide range of resources, training programs, and
consulting services across all aspects of diversity and inclusion in the workplace, including
neurodiversity.

. Learning Disabilities Association of New Zealand: Offers support and information for various
learning disabilities and champions neurodiverse inclusion within educational and workplace
settings.

. Remarkable Minds offers training, coaching and support for neurodiverse individuals and works
with organisations to become more neuro-inclusive.

. DivergenThinking educates organizations on how to create a neuro-inclusive, equitable and
diverse world.

. ADHD New Zealand offers support, resources and events to improve the awarness and supoort
of ADHD in New Zealand
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