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Summary

Thank you to everyone who joined us for
the Diversity Project Neurodiversity
events to commemorate Neurodiversity
Celebration week 2024.

Our first event, "Elevate the Workplace
through Neurodiversity," was held on

March 19th for HR and D&l leaders. This

event was a collaboration with GAIN
(Group for Autism, Insurance,
Investment, and Neurodiversity) and
hosted by Octopus Investments.

Neurodiversity Workstream Co-Chair Nalini Solanki unveiled findings from our
neurodiversity survey in a conversation with Dr. Vina Theodorakopoulou FRSA from
GAIN, who shared key insights and emerging trends from GAIN's annual survey with
corporate and individual members. This presentation was followed by expert-led
discussions in separate breakout rooms.

Breakout session topic focus area were:
Neurodiversity policy creation and implementation

Helping managers elevate team performance
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The business case for neuro-inclusion

The Diversity Project’s second event for Neurodiversity Celebration week, was a
virtual panel discussion aimed at individual members. Held on the 22nd March, the
focus of this event was ‘Empowering Yourself in the Workplace." Members discussed
and shared experiences in small breakout groups, discussing the following topics:
’ Job Search / Interview Process

’ Unmasking in the workplace

’ Disclosing a diagnosis

www.diversityproject.com/neurodiversity
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Key themes

From the engaging discussions heard across the two events, there were several themes
emerging, with similarities across both events. We have summarised key discussions ‘heard in

the room,’ in this section.

Job Search / Interview

Unmasking in the

Female Late

Process Workplace Diagnosis
. . . Imposter Reasonable . .
Late Diagnosis Disclosure Syndrome Adjustments Diagnosis

Parent Support

Job Search / Interview Process

Diagnosed individuals were increasingly
confident in disclosing their neurodiversity
during interviews to seek adjustments, and
they generally found HR teams responsive
to their request.

Typical adjustments included seeing
interview questions in advance and having
extra time to answer questions, or
experience a ‘day in the office’ as an
alternative to undertaking a formal
interview.

Differences in the application process for
internal versus external applicants often
made it more challenging for internal
candidates to access the necessary
adjustments.

The quality of job descriptions makes a
huge difference in people’s ability to assess
whether they have the right skills and
experience required for the role. The
consensus was that most job descriptions
are very hard to understand.

Unmasking in the workplace

There is a notable difference in the
individual’s experiences: some feel
confident and gree to unmask and be their
authentic selves, while others still find this
very difficult to do in the workplace.

Neuro-inclusion Policy

Employee Resource Groups

Employers creating a place of
psychological safety is key to how
comfortable neurodivergent individuals
feel about being their authentic selves at
work.

Some individuals find it very helpful to
drop into conversation how they work
best, for example saying, “bear with me,
I’'m neurodivergent so having trouble
finding my words right now.”

Others still have a high fear of stigma and
prejudice and are very selective about who
they choose to disclose their neurodiversity
to, often linked to individual confidence.

The combination of ‘imposter syndrome’
with being neurodivergent, can be
particularly challenging. Expectations can
be different as a neurodivergent manager
of a team, where even after disclosing
there may still be an implied expectation to
mask for the benefit of the wider team.
One neurodivergent line manager likened
their masking as ‘feeling the need to be an
extrovert to manage my team.’
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Female late diagnosis

Late diagnosis for women in particular
causes considerable challenges in the
workplace, whether that be with
unmasking, or the emotional toll from
shedding years of being misunderstood.
The impact of hormonal changes on
neurodivergent symptoms exacerbates
some of the challenges and experiences
women face in the workplace,
particularly for those at perimenopause
and menopause stage.

Late diagnosis

There was consensus that getting a
diagnosis, even in later life, is helpful and
allows the individual to make sense of
things for themselves.

However, challenges remain in coming
to terms with the diagnosis and the
subsequent changes it may bring.

Disclosure

The reaction from employers, varied by
how mature the organisation was in their
DEI journey and geographical location. A
small sample felt the US is behind the
UK in respect of acceptance of
neurodiversity.

Often, employers' reactions were
positive and supportive, but lacked real
substance, likely due to a limited
understanding of what it means to be
neurodivergent.

Imposter Syndrome

Neurodivergent individuals expressed
challenges with feeling inferior and often
struggled to understand people or
instructions, compared to neurotypical
peers.

Neurodiversity coaching may help
neurodivergent individuals better
advocate for themselves.

Reasonable Adjustments

The process for requesting adjustments,
and any signposting to help, is often not
very clear, access to reasonable
adjustments needs to be more accessible.

The burden fell heavily to line managers,
who felt ill-equipped to signpost or
support their neurodivergent team
members in accessing the necessary
support.

Diagnosis

An increasing number of employees have
accessed an assessment, and
subsequently received a diagnosisthrough
their employer provided private medical
insurance.

Parent Support

There are an increasing number of
employees with children being diagnosed
as neurodivergent, or the employees
themselves have received their own
diagnosis off the back of their child's.

Parents of neurodivergent children are
struggling with work/life balance. Guidance
and holistic support were needed, to help
them with work/life balance.
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Neuro-inclusion policy

Very few organisations in the investment
and savings industry have a policy
specifically focused on neurodiversity.

Employers are increasingly recognising
the benefits of having a neurodiversity-
focused policy. Such a supportive policy
sends a clear message from company
leadership, encouraging open
conversations and enabling neurodiverse
employees to perform more effectively
at work.

The presence of a dedicated
neurodiversity policy not only supported
employees but can also be a key
resource in helping line managers
support their neurodiverse team
members.

Education and awareness raising were
seen as key, to encouraging more open
conversation about neurodiversity in the
workplace.

A sample Neurodiversity Policy can be
found on the Diversity Project’s
Neurodiversity Workstream website.

Employee Resource Groups

Employee resource groups (ERGs) were
seen to be driving neurodiversity and
neuro-inclusion programmes.
Signposting for colleagues and line
managers looking for guidance with
supporting neurodivergent team
members, most often led to the ERG.
To be effective, ERGs often need public
support by senior business leadership.

The increasing demands for support from
ERG members, who volunteer to
advocate for their neurodivergent
colleagues, place additional burdens on
already under-resourced network
members.

Collaboration with peer firms and other
organisations was felt to be beneficial in
driving greater change for neuro-
inclusion.


http://www.diversityproject.com/neurodiversity

Useful links

We also wanted to include some links to useful resources that came up in the

discussion, which you can refer to

DIVERSITY PROJECT

BUILDING INCLUSION IN
INVESTMENTS & SAVINGS

You can find additional resources,
including key findings from the Diversity
Project Neurodiversity Survey, by visiting

our website — click here: Diversity Project
Neurodiversity Workstream

Group for Autism,
Insurance, Investment
and Neurodiversity

Individual membership of GAIN brings
the opportunity to interact with many
people facing similar issues.

It's free and you can join - click here or
visit www.gaintogether.org

The Insurance Families Network (which
includes a good proportion of people from
the investment side of the industry) has
regular live and virtual meetings of parents
who have current, or relevant past
experience.

Click here to go to their website:
www.insurancefamilies.org

If you have further questions,
please contact us on email, we
look forward to hearing from
you.

e info@diversityproject.com
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Your Questions Answered

It is claimed 1 in 7 people in the UK experience neurological
differences. How can we ensure neurotypical leaders are
sufficiently equipped to manage the needs of a neurodiverse
workforce?

A more general, comprehensive training on inclusion is crucial, covering topics
such as diversity of thought, and unconscious bias, for example. These are all
topics that will help managers to better understand how to get the best from their
diverse teams. A baseline level of neurodiversity awareness training is helpful for
line managers but because no two neurodivergent individuals will present in the
same way, line manager training alone will not equip managers to deal with all
neurodivergent needs, assuming there are needs.

Being a good line manager involves building relationships with team members,
being a good listener, and being approachable, so that direct reports feel
comfortable seeking support to address any issues or concerns that may arise.

This is crucial for fostering a supportive and productive work environment.
Effectively signposting to external resources for support and further information
on neurodiversity will enhance a line manager’s tool kit of resources.

There is a negative connotation associated with neurodiversity,
how do we change perceptions?

Awareness and education are crucial, emphasising strengths rather than
deficits within neurodiversity.

Challenges viewed from a different perspective can be seen as strengths.
When we stop viewing neurodiversity as a deficit, we bring awareness of the
wide variety of much sought after strengths neurodiversity brings to the
workplace.

We are seeing more balanced discussion around neurodiversity, particularly in
the UK, and representation is growing across all types of media.

Visibility plays a crucial role in shaping cultural norms that embrace both
neurotypical and neurodivergent traits. When leaders are willing to be visible
as neurodivergent or simply 'different' in various ways, it helps normalise
diversity within the organisation. Having more visible senior role models will
also help break down stereotypes and myths.




Your Questions Answered

The stress of trying to work and have neurodivergent children
is massive — do you think employers care/ really understand,
and what policies/ guidelines would be helpful here?

In general, we believe that all good employers strive to maximise the potential of
their employees by understanding and accommodating their demands outside of
work. This is an essential aspect of fostering a supportive and productive
workplace environment.

Many of our member firms have found that creating a forum for parents/carers of
neurodivergent children has been helpful to give parents and carers a safe space
to share ideas, resources or just chat, knowing that there are others who can
relate and may be going through the same things.

Having such groups in existence will start to raise awareness about your lived
experience and how this impacts you in the workplace. Generally, employers do
care and there are policies in place to support employees with their caring
responsibilities. Parent/carer forums can help employers to gain some
understanding of your lived perspectives.

Line managers are not fully equipped to deal with all neurodiversity
expressions, we need training! Is there a guide for the types of
neurodiversity, and the types of work/ tasks that suits best? That
would be useful, whilst understanding that all people are individual!

The reality is that each neurodivergent colleague will be different to the next, so
understanding the type of work/tasks that suits one person with autism, for
example, does not necessarily help with understanding every colleague with
autism.

Having an open, collaborative and supportive discussion between managers and
employees on strengths, weaknesses, areas of development, preferences and
team needs, would be a strong basis to start from.

This guide from Vinci Works gives a brief overview aimed at managers and
leaders in the workplace: neurodiversity-at-work-a-straightforward-guide
Providing signposts to resources as part of an overall toolkit for supporting
people/line managers can be beneficial in offering them the necessary support
mechanisms.
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