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1. Introduction

All candidate pools are by definition neurodiverse, in that they contain
people with naturally different brains (there is no one “normal” brain!).
Given how common neurodivergence is, talent pools are likely to
include neurodivergent candidates (whether or not those applicants
choose to disclose, have a medical diagnosis,

or sense of neurodivergent identity).

This short guide provides an introduction on how you can recruit neurodiverse talent.
You'll see where other recruiters like you find themselves with this topic in 2023 -

often, with a base awareness and enthusiasm for the potential of neurodiverse talent,

but without the experience or tools to feel confident in delivering neuroinclusive hiring
outcomes. Interestingly, only 30% of recruiters in our study have knowingly placed
neurodivergent candidates. This is likely to be because of a lack of familiarity with the
topic, as well as candidates not disclosing the information because of potential judgement
or misunderstanding.

To help move the conversation forward, you'll also find in this guide a glossary of key
related terms, some tips on working - and recruiting - more neuroinclusively, and
suggestions for how you can help bring the topic of neuroinclusion to your organisation
and team.
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Equality, Diversity, and Inclusion (“EDI”) initiatives in business have a
long history, having originated as long ago as the 1960s.

Emerging from the 2010s, studies have found that the impact of EDI on businesses’
success is remarkable. The Boston Consulting Group (BCG) Diversity and Inclusion Survey
discovered that companies with above average diversity scores were nearly 20% more
innovative!. The Deloitte study also revealed that inclusive companies are twice as likely
to meet or exceed financial targets?. In this section we explore how the recruitment sector
addresses EDI and identify its main challenges.

In autumn 2022, the REC and Uptimize surveyed a pool of members to determine
familiarity and comfort levels on the topic of neurodiversity in recruitment. The findings
are below.

Percentages may not total 100 due to rounding.

The importance of diversity

FIGURE | believe diversity is important to hiring managers
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Today, most organisations and leaders commit to implementing EDI policies. They often
emphasise greater “diversity of thought”, creativity and innovation, and the power of
inclusion to drive greater engagement and talent retention. Many firms also publish
diversity data annually, showing an openness in their progress and commitment to
improvement. No surprise, then, that recruiters in our study overwhelmingly (87%)
believed that diversity was important to hiring managers.

1. BCG Diversity and Inclusion Survey, 2017.
2. https:/www2.deloitte.com/us/en/insights/deloitte-review/issue-22/diversity-and-inclusion-at-work-eight-
powerful-truths.html
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Neurodiversity at work

FIGURE | am familiar with the topic of neurodiversity at work
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As shown above, understanding diversity at work is mixed
among recruiters. While 52% are familiar with the topic,
39% are not. Neurodiversity at work has often been
overlooked in the EDI sphere, with greater focus

on more visible differences such as gender, race or 5 2 O/
ethnicity. In fact, the term “neurodiversity” wasn't @)

coined until the 1990s. Today, neurodiversity still of recruiters are familiar
doesn't often appear in corporate careers websites with the topic of

or in EDI reporting. neurodiversity at work

However, progress is being made. Neurodiversity

in workplaces is gaining greater recognition because
of better societal awareness of neurodivergence. This
has largely been driven by increasing diagnostic rates,
the self-advocacy of neurodivergent celebrities, and business

initiatives to attract, hire and retain talent who think differently. Pioneering “autism hiring
programmes”, such as those launched by EY, JPMorgan Chase and SAP in the 2010s
shows corporate enthusiasm for different thinking styles and recognition of the positive
impact neurodivergent talent can deliver. JPMorgan Chase, for example, found that

its neurodivergent hires could be as much as 140% more productive than their peers®
demonstrating why this is such an important issue for recruiters.

According to the REC's 2022 autumn survey, recruiters’ familiarity of hiring neurodiverse
talent was varied. Just over half (52%) described themselves as familiar, showing the
growing interest in neurodiversity, but also highlighting the need for further progress in
this area.
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The untapped potential:
neuroinclusion

While almost half of surveyed recruiters are familiar 8 O O/

with the topic of neurodiversity at work, there is @)

a significant gap in practical knowledge and that'’s of respondents had
what this guide aims to address. AlImost 80% of received on
respondents said they had received no training neuroinclusive recruitment

on neuroinclusive recruitment and only 20%
understood how to conduct a
neuroinclusive interview.

FIGURE | have been trained in neuroinclusive practices
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3 https:/resources.vercida.com/jpmorgan-autism-at-work
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FIGURE | know how to interview candidates neuroinclusively
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FIGURE | believe there is a high potential untapped neurodiverse
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Despite patchy familiarity with the topic, the majority of recruiters surveyed agreed
(70%) on the potential value of different thinkers at work. This finding shows that
neurodivergent talent pools risk remaining “untapped” because of a lack of knowledge,
confidence, or barriers in conventional hiring processes.
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Placements

FIGURE | have previously placed neurodiverse candidates

0%

Our 2022 autumn survey also showed a lack of awareness
around whether candidates were neurodiverse, with
more than half (56%) of respondents unsure if they
had previously placed a neurodiverse candidate.

This shows why the very hidden nature of 5 é %

neurodiversity can be a challenge for hirers. Neuro-
differences are far less visible than other diversity
characteristics, and a considerable majority of
neurodivergent people choose not to disclose

this information in the interview process or even in
employment for fear of negative repercussions. We'll
explore what recruiters can do to address this type of
issue in section 3.

of recruiters were unsure if

they had previously placed
a neurodiverse candidate



Neurodiversity in hiring processes

FIGURE | recognise the potential pitfalls for neurodivergent
7 candidates in conventional hiring processes
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Despite acknowledging the often-untapped potential of neurodivergent talent, a
significant number of recruiters surveyed (69%) acknowledged that barriers often exist
in the recruitment process for neurodivergent candidates. This shows there are obstacles
that lead to unintentional exclusions of such talent in conventional hiring processes with
just 7% of recruiters surveyed having received training or guidance on this (see Figure 3).

As highlighted by the survey results, building awareness of neurodiversity at work,

and importantly, using that understanding to take demonstrable action is essential in
improving EDI in the recruitment industry. The core message to clients should be if you
put EDI at the core of your people plan, your organisation will be in a more competitive
position, particularly important in a tight labour market. However, recruiters need to be
the people leading by example and sharing that message.
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Neurodiversity exists in every workplace. Every team
member brings their own unique brain wiring and
information processing style to work. This means that
every interaction at work - between managers and direct
reports, recruiters and candidates, or simply between
colleagues - is an opportunity to practice neuroinclusion.

However, many neurodivergent professionals report the barriers they face
when seeking employment and at work. This can include snap judgments
of differences in how someone presents - for example, a candidate’s
flatter tone in their speaking voice could be wrongly construed by

hiring managers as a lack of genuine interest or passion. The absence of
neurodiversity education or training often impacts people’s perceptions
and responses. As such, neurodivergent candidates and staff are unable to
reach their full potential.

Recruitment

It's important to remember that recruitment begins
long before the candidates fill out the application. Job
sites often talk about commitments to diversity and
inclusion, but neurodiversity or neuroinclusion are
often left out of the conversation. For employers, a
lack of branding to show the organisation welcomes
different thinkers could be a barrier for neurodiverse
candidates when they apply for a position.

The next is the application interface itself. For

instance, vague job descriptions are a major

challenge. Application forms can be poorly formatted
and needlessly timed, which increases stress.
Psychometric tests are also a particular irritation for
many neurodivergent candidates due to what can come
across as illogical and confusing questioning. The latter have
been famously described by one neurodivergent self-advocate,
Rudy Simone, as being “like a bouncer at the door of a nightclub
that doesn’t let us in because we're unfashionable™. But progress is
being made with many businesses in this field now seeking to build in
neurodivergent testing and input at the design stage®.

4 Simone, R., 2010. “Asperger’s on the job must-have advice for people with Asperger’s or high functioning
autism, and their employers, educators, and advocates,” Future Horizons.

5 Nancy Doyle, “Can Psychometrics Be Inclusive? Why Extra Time Simply Masks Barriers”, Forbes February 24th
2021, https:/www.forbes.com/sites/drnancydoyle/2021/02/24/can-psychometrics-be-inclusive-why-extra-
simply-masks-barriers/
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Candidates who pass the application stage will usually then face an
interview. These are tests of verbal and social performance - something
that will suit some people more than others. Interviews are likely to
remain central to application processes, but they can be made significantly
more inclusive if those conducting them have a core awareness of
neurodiversity and use this to keep common biases in check.

This can include:

» checking for candidate comfort at the start of any
in-person interview

» avoiding multiple interviewers rapid-fire questioning (which can be
disorienting and stressful for some)

> asking clearer questions - for example, try ‘what is your top priority for
your professional growth and development?’ over the commonly asked
‘where do you see yourself in X years’ time?’).

Addressing these challenges requires a basic awareness of neurodiversity.
That means combating biases internally and externally, at work or during
the hiring process. Maximum productivity is likely to be achieved only
when individuals can work to their own strengths through their own style.

Management

Although line managers have a direct and crucial impact
on their reports, many are often unaware that they
manage a neurodiverse person or team. As such,

many are reluctant to tailor their management neu I’Od ve rgent
style and processes accordingly. This can result in
employees often

miscommunication, tension, unfinished tasks, and

delays. The lack of knowledge about neurodiversity ﬁ ndil’]g the]r‘ l’]eeds

cah also havg a negative impact on col\abo‘raﬁon,. and preferences
with neurodivergent employees often finding their !
ignored

needs and preferences ignored.

» The key is to speak to your team members in a safe
and non-judgemental way about how they would like
to receive instructions. You'll get different answers based
on the person’s information processing style which will help you
work together effectively.



Communication

Communication preferences differ, yet team norms can result in a
“majority rules” approach where the communication channels used are
preferred by some but not others. Poorly communicated tasks or unclear
priorities can be particularly challenging for neurodivergent professionals
who may experience difficulties with planning and short-term memory.
Some may find certain document or spreadsheet formats particularly
hard to process, especially if there are multiple versions of one document,
leading to reduced productivity.

» The key is to understand what way of communicating and presenting
information is best for your team and the individuals within it, then
you can try to adapt processes to reflect this.

Meetings A
Meetings conducted without neuroinclusion in mind

can lead to confusion. Some colleagues may be StrUCtu red
challenged by unstructured meetings where lots of m eeﬁ N g ..
people try to speak at once. Other colleagues may

find it difficult to concentrate in long can ma ke

meetings without.

a significant
meeting notes, and regular short breaks can d |ﬁ:e fence

make a significant difference.

> Astructured meeting with a clear agenda,

Universal design/one size does not fit all

A key concept for practising neuroinclusion is “Universal Design” - a
proactive measure to ensure environments, processes, and policies
benefit all. This concept originated in architecture, but it applies to the
workplace too. This concept should be taken into every aspect of work as
it proactively considers everyone's needs.

Neurodivergent employees may experience particular sensory sensitivity
to inputs such as bright lights or loud noises, and as a result the
conventional open-plan office may be problematic for some. You should
consider carefully, as a result, any space in which you conduct in person
assessments - and always check for candidate comfort. For example, at
the beginning of an interview, start by asking candidates “before we start,
| just want to check, is this space comfortable for you?”



Managers asking their team how they would best like to plan to make

sure that everyone can contribute in a way that supports them and

boosts overall output is another example of Universal Design in action.

As is a project lead who develops clear and inclusive guidelines for team
meetings, such as the distribution of clear agendas, meeting notes and the
implementation of regular short breaks.

What YOU can do right now

You may be thinking at this point, where do | start? Here
are some initial steps you can take immediately to bring
neuroinclusion both to your own work and that of

your organisation:

»  Make an effort to practise neuroinclusion in
your daily interactions with others at work,
whether colleagues, direct reports, managers,
or candidates. This can include being aware
that you are bringing your own thinking style
and preferences to such interactions...and so is
everybody else! Don't expect others to necessarily
want to communicate, problem-solve or organise their
work as you prefer. Instead, start conversations that help
everybody to share their preferences, and don't judge people
if their way of presenting, communicating or working is different
from your own. This is a valid practice regardless of if you or your
teammates identify as neurodivergent. It normalises that people’s
brains respond to different messaging.

> Champion the topic of neuroinclusion. Anybody can be a champion
of neuroinclusion in an organisation, whatever their role. Both
neurodivergent and neurotypical colleagues can be successful
neuroinclusion champions! Find out what your organisation has already
done in this area, if anything. Suggest that it is a topic worth focusing
on - one likely to make you and your colleagues more inclusive and
more effective recruiters!

> Help spark the topic. Action towards greater neuroinclusion signals
to EVERYBODY in an organisation that this is important and can
help people feel comfortable enough to open up about their own
preferences or needs. Share your own neurodiversity journey if
you feel safe and empowered to do so. Neurodiversity employee
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resource groups (ERGs) have become popular over
the past few years - does your organisation have such
a group? Perhaps you could be part of the process

of creating one - you will likely find others who are
also interested in the topic for their own reasons.

Such groups, working with HR, can be the catalyst for
training initiatives that will ultimately help catapult the
organisation towards far greater neuroinclusion, and all
its benefits!

» Consider neurodiversity proactively across all
candidates, engage, and recognise that people will
present differently and have different preferences.
Also understand that individuals who may benefit
from a tailored approach may not feel comfortable
immediately sharing this.

Neuroinclusion, just like other areas of EDI, might seem
overwhelming at the beginning. There is a fear of “not
getting it right” or making a “mistake”. It is important to
remember that inclusion is a journey, it is an everyday
practice. It is not a box to be ticked. Every candidate is
different, and each recruitment process is unique. There is
no “one size fits all”.

That is why it is so important to remain humble and open
minded. Have confidence to co-create the recruitment
process with your candidates. They are experts in what
might help them to succeed in the process. No one knows
everything, so you should not put pressure on yourself to
do so. Just keep on learning and build confidence to take
meaningful action towards neuroinclusion. The glossary
below is a great resource to start.
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uptimize

Below you will find working definitions to help develop the
neuroinclusion conversation in the workplace. These definitions
represent Uptimize’s own current working language, which is
inspired and guided by both subject matter experts and community
focus groups.

As language can be contested, it's also important to respect individual preferences.
Some people may prefer “person-first” language such as ‘I am a person with dyslexia’, for
example, while others prefer the ‘identity-first’ format of ‘I am dyspraxic’ In this guide,
we used the latter throughout, though it's best to remain alert to individual preferences.
It's always good to check if you are uncertain about which type of language to use with a
neurodivergent colleague or candidate.

Neurodiversity

Neurodiversity means human brains are wired differently in terms of information
processing, communication, and sensory processing.

Neurodivergent

While all brains are different, having certain characteristics can contribute to a shared
identity with others or lead to a medical diagnosis: for example, an identity as autistic
or diagnosis of ADHD. It is estimated that around 1 in 5 people may identify as having
one or more of these neurodivergent identities. The term "neurodivergent" has entered
the mainstream as a short hand for this large and varied group, many of whom possess
multiple (neuro)identities and who are represented across all age, gender, ethnic and
cultural groups.

Neurotypical

A common use of this term is for someone who doesn't consider themselves
neurodivergent. However, neurotypicality is contextual: an autistic person in a team
with many other autistic people would probably not consider themselves atypical in that
context. Modern workplaces and hiring processes tend to be geared towards people
with the most commonly occurring preferences and traits which can lead to norms that
disadvantage others.

Neuroinclusion

Neurodiversity inclusion or "neuroinclusion" involves consciously and actively including all
types of information processing, learning, and communication styles.

Masking

A process by which an individual changes or "masks" their natural way of being to conform
to societal pressures and norms.
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Key Facts
about
neurodiversity
at work

80%

of business leaders
believe high level
talent is being
disqualified through
applicant filtering.

(Fuller, Joseph B.,

Raman, M., Sage-Gavin,

E., Hines, K. Hidden
Workers, Untapped Talent.)
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50%

of workers said
they would not feel
comfortable recruiting
and managing a
neurodivergent
colleague

(Workplace Neurodiversity: The Power of
Difference. The Institute of Leadership &
Management 2020.)

of hiring managers say
they provide clear job
descriptions, compared to
36% of candidates who say
they are provided with clear
job descriptions.

(Global Benchmark Study. Available at:

https://www.allegisgroup.com/en/about/press/

allegis-group-announces-findings-from-its-
global-benchmark-study)
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Microsoft found
that around pre\/|ou5|y

1 applied to
/2 the company

of the neurodivergent but been
workers they have hired
unsuccessful.

in their hiring program
(since 2015) had

947-11€9-9c26-419d783e10e8

DXC Technology has reported achieving

92% talent retention rates

and

30-40% productivity increases

in teams participating in its neurodiversity hiring programme

https:/dxc.com/us/en/about-us/newsroom/press-releases/10122022#:~:text=DXC%20Dandelion%20
Program%20in%20Numbers%3A&text=92%25%20employment%20retention%20rate,development%20
of%20socially%20beneficial%20initiatives
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Hiring the
strongest candidate:

One Uptimize customer described hiring into its L&D team,
and receiving a bunch of CVs for the position.




Neurodivergent women, for
. example, often describe a

others expressing disbelief
- “you can’t possibly be

autistic!” - due to not
conforming to stereotypes.

One Uptimize focus group
interviewee even reported
being consoled by a
colleague he'd disclosed

to, as the colleague
sympathised with what he
assumed was his supposedly
inevitable lower life
expectancy (a totally false
assumption here).

Many neurodivergent professionals
describe the damaging friction of being
patronised, ignored, judged, or bullied
by colleagues who are simply unaware
of (and consequently uninterested in)
neuro-differences.
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The Recruitment & Employment Confederation is the voice of the recruitment
industry, speaking up for great recruiters. We drive standards and empower
UK recruitment businesses to build better futures for their candidates and
themselves. We are champions of an industry which is fundamental to the
strength of the UK economy.

Find out more about the REC at www.rec.uk.com

4th Floor 020 7009 2100 Registered in England,
Goat Yard info@rec.uk.com company registered
20 Queen Elizabeth St. @RECmembers no.: 3895053

London www.rec.uk.com
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i | 2 Workplaces where
'\'l‘_—_'fj J diverse minds thrive

At Uptimize, we train and advise organisations to include and work with people
who think in different ways.

As the leading enterprise partner in neuroinclusion, we work with organisations
including Google, IBM, Deloitte, and Salesforce, proudly demonstrating through
these partnerships that neuroinclusion creates equitable workplaces and more
collaborative and innovative teams.

Interested in bringing neuroinclusive practices to your workplace?
Find out more and get in touch with us at www.uptimize.com

www.uptimize.com
info@uptimize.com
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