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Neurodiverse
employees:
Specialist thinkers 

who bring a variety of
expertise to your

workforce
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Uncover the Person

Uncover the Gifts

Unlock Talents

Unlock Performance

Unleash Impact

Unleash Legacy

Excluded by:

Generic ads, Complex application 

processes, Typical media, asking 

for robots

Excluded by:

Traditional process, panel 

interviews, limited info,  

social-based criteria,    

Psychometric assessments, 

Interviews as ‘tests’.

Excluded by:

Unrealistic expectations, 

No opportunities / only 

generic opportunities

Excluded by:

Pigeon-holed, expected to 

be like everyone else.

Excluded by:
Contribution not acknowledged,

used as a scapegoat. 

Excluded by:
One-size-fits-all / generic approach,

Tick-box, rushed process. 

Connect with brand,

vision & values

Bring something

NEW

Unashamed passion
& keenness

Unique interview
experience

Quickly
see where

role could lead
Excited by

potential to
impact the
business

Engaged & looking

to add more value

Expert idea generators

& critic
s

Can see BIG picture

AND the detail
Mix of creative

& practical skills

Gratitude,
loyalty

& kindness
Keen to share

learnings

Included by:
Asked opinions, op-
portunities to pass 

on learnings & 
knowledge, Leave 

on great terms, 
welcomed back. 

Included by:
Conversations about 

needs, reasonable ac-
commodations, Tai-
lored inductions, As-

signing a
buddy.

Included by:

Trusted to perform, 

opportunities to use 

gifts & talents, 

Value their
uniqueness. 

Included by:
Job previews & realistic 

assessment, skill-based 

criteria, being ‘seen’.

Included by

Tailored, just-in-times 

training, Conversations, 

Opportunities to use & 

expand gifts, Recognise 

contributions, Friendly 

tools & tech. 

Included by:

Tailored searches, ac-

cessible processes, 

Neurodiverse-friendly 

fonts, colours,      
   

formats & media
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Twelve tips for unlocking potential in neurodiverse employees.



Twelve tips for unlocking potential 
in neurodiverse employees.

When recruiting, appreciate their diversity: 
1. Target where they are at – advertise in places, formats and platforms that pique 

their interests and speak to their minds. Find them and make it easy for them to 
find you. 

2. Expect a different experience and see their diverse perspectives in the interview - 
don’t look for where they fit your organisation; look for how your organisation can 
make best use of their uniqueness and gifts. 

When on-boarding, tailor the process:
3. Include the new recruit in the design of their induction & orientation. You know 

what they need to know; they know how they best absorb that information. 

4. Provide information in multiple formats – What works best for them be that written, 
illustrated, video, something else? When in doubt, ask them.

5. Make reasonable accommodations to the work environment, equipment, set-up, 
hours, etc. Cover this off early and be willing to experiment. The point is to enable 
the person to thrive. 

When leading, know the person better:
6. Get to know their gifts, strengths and superpowers - look for tasks that make best 

use of these. Chat about these often – Neurodiverse people live in discomfort, so 
provide stretch. 

7. Accept that weaknesses can be filled by the strengths of teammates – where can 
the load be shared? Where can neurodiverse staff use their strengths in place of a 
teammate’s weakness? 

8. Don’t be afraid of difference -Talk openly and honestly with the person about the 
areas of managing them which you find more difficult. They may be able to help 
and have creative ideas to make your life easier!

When managing performance:
9. Make it a team effort – assign roles to team members to support the person. Make 

a project out of it; assign a mentor or buddy. 

10. Listen to their concerns – many neurodiverse people are more than aware of their 
differences and have lived a life of hiding their true selves. Be patient and empathic 
- listen. Help them help themselves by seeking their own solutions. 

11. Ask; don’t assume - If performance drops or plateaus seek to clarify what is 
happening for them.  Engage them in their own performance turn-around. Often 
this is a very easy fix so get in early.

12. Be reasonable with your expectations – is what you’re asking relevant, realistic and 
reasonable? Do you have the same expectations of other staff? A little flexibility 
goes a long way.
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