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Equipping Managers
for Neuroinclusive
Leadership
A strategic guide for HR leaders to develop confident, neuroinclusive
managers and embed lasting cultural change across teams.
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Across industries, more employees are
identifying as neurodivergent, or
choosing to disclose their
neurodivergence in the workplace. 

Yet, while awareness of neurodiversity is
growing, confidence among managers
in how to support neurodivergent staff
remains low. This guide is designed to
close that gap.

Managers are the front line of workplace
inclusion. Their actions, conversations,
and decisions shape whether
neurodivergent individuals feel seen,
supported, and safe to thrive. But many
managers are left asking:

What if I say the wrong thing?

How do I adjust without singling
someone out?

Where do I go for advice or
guidance?
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WHY MANAGERS
NEED SUPPORT

This guide is a practical resource for HR professionals, designed to help them empower
managers to confidently support neurodivergent employees. It outlines the behaviours,
adjustments, and structures needed to create neuroinclusive environments, where
managers feel supported, employees feel safe, and inclusion becomes a shared
responsibility.

Understanding the Confidence Gap
and HR’s Role in Closing It.
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of organisations don’t provide
neurodiversity training to

managers.
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73%
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of managers don’t feel
confident supporting

neurodivergent employees.

54%

https://www.cipd.org/uk/knowledge/reports/neuroinclusion-at-work/
https://www.cipd.org/uk/knowledge/reports/neuroinclusion-at-work/
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UNDERSTANDING
NEURODIVERSITY AT WORK

Neurodiversity refers to the natural range of
differences in brain function, behaviour,
and processing styles. It includes (but is not
limited to) autism, ADHD, dyslexia,
dyspraxia, Tourette’s syndrome, OCD, and
more. Neurodivergence is not a deficit, it’s a
different way of thinking and experiencing
the world.

Understanding how neurodivergence may
show up at work helps managers move
from assumption to empathy:

What’s important is not to diagnose, but to notice and
support. Every individual is different and inclusive
management starts with listening and adjusting.

Some neurodivergent staff may have
heightened sensory sensitivities (e.g. to
noise or lighting)

Others may process information
differently or need more time to
respond

Communication preferences may vary
(e.g. written over verbal)

Task switching, ambiguity, or rigid
processes can impact performance
and wellbeing

The importance of recognising and responding to
cognitive differences in the modern workforce.
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Birkbeck University

https://eprints.bbk.ac.uk/id/eprint/50834/22/50834c.pdf
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THE IMPORTANCE OF INCLUSIVE 
LANGUAGE

Many managers feel uncomfortable discussing neurodiversity at work, not because
they don’t care, but because they’re afraid of saying the wrong thing. This fear can
lead to disengagement or silence, which in turn can make neurodivergent employees
feel invisible or unsupported.

Inclusive language is a vital to provide the
manager with confidence to engage. Instead
of focusing on labels or medical terms,
managers can:

We need to empower managers
to feel comfortable having
conversations without fear. 

By focusing on support needs rather than
diagnoses, managers can lead with empathy,
avoid assumptions, and create a culture of
psychological safety.

of neurodivergent
employees report fear of

stigma and discrimination
from management as a
barrier to disclosing their

neurodivergence. 

line managers find it
difficult to have a

conversation about
reasonable adjustments

with a neurodivergent
employee.

Ask open-ended questions like “What helps
you do your best work?”

Use people-first or identity-first language
depending on individual preference (e.g.
"autistic person" or "person with autism")

Avoid framing neurodivergence as a
problem to be solved

Normalise difference as part of team
dynamics

One of the biggest barriers to providing support is fear.
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67%

39%
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https://eprints.bbk.ac.uk/id/eprint/50834/22/50834c.pdf
https://www.acas.org.uk/acas-publishes-new-advice-to-raise-awareness-of-neurodiversity-at-work#:~:text=line%20managers%20find%20it%20difficult,or%20unclear%20internal%20processes%20%E2%80%93%2022%25
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WHAT INCLUSIVE
MANAGERS DO
DIFFERENTLY

Neuroinclusive managers build trust, enable
performance, and lead with understanding.
Here’s what they do differently:

Create safe spaces for disclosure without
pressure

Use proactive check-ins, not reactive
responses

Adapt communication styles to individual
preferences

Focus on outcomes, not rigid processes

Offer flexibility in ways of working

Escalate or seek guidance when unsure

Inclusive management is not
about knowing everything, it’s
about being open, curious, and
proactive.
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- CIPD

When managers lead inclusively, the benefits ripple
throughout the organisation. Teams become more
cohesive, with stronger communication and mutual
respect.

https://www.cipd.org/uk/knowledge/reports/neuroinclusion-at-work/
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When managers are neuroinclusive, neurodivergent employees are more likely to feel
valued and supported, which boosts overall wellbeing and retention. Inclusive practices
also drive better engagement and innovation, as diverse thinkers are empowered to
contribute authentically.

In addition, inclusive management helps mitigate the risk of workplace discrimination,
misunderstandings, and grievances. By embedding inclusive behaviours into everyday
leadership, managers create safer, fairer, and more effective work environments,
ultimately contributing to better business outcomes.

Managers don’t need
to wait for someone to
disclose a diagnosis
to start being
inclusive. Universal
adjustments benefit
everyone and reduce
the need for people to
constantly self-
advocate. 
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Managers account for 70% of the
variance in team employee

engagement.

Over 50% of neurodivergent
employees would go to their line
manager as first port of call for

support.

Inclusive Managers Are Vital for Neurodivergent
Employees

Birkbeck University Gallup

https://eprints.bbk.ac.uk/id/eprint/50834/22/50834c.pdf
https://www.gallup.com/cliftonstrengths/en/350423/influential-good-manager.aspx
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PRACTICAL ADJUSTMENTS
THAT MAKE A DIFFERENCE

Small changes can have a
big impact. 

Managers can implement
practical adjustments at little or
no cost. These adjustments
don’t need to be formal or
complex, but they do need to be
thoughtful, effective, and
consistent with legal
responsibilities.

Under the Equality Act 2010,
employers are required to make
reasonable adjustments to
remove or reduce workplace
disadvantages experienced by
disabled employees, including
many neurodivergent
individuals. The goal is to ensure
all employees can perform their
roles effectively and with dignity. 

How HR Can Support Managers

Provide guidance and support: Offer
clear, up-to-date advice to managers
on their legal obligations and inclusive
practice.

Offer expertise: Support managers with
change management, training, and
access to templates or reasonable
adjustment policies.

Mediate and resolve: Step in to facilitate
where discussions stall, or needs
become complex.

Ensure compliance: Monitor that the
organisation meets its duties under the
Equality Act and internal D&I
commitments.

Advise on external resources: Highlight
support schemes such as Access to
Work, which can offer funding and
guidance for adjustments.

How HR and Managers Can Collaborate to
Implement and Sustain Effective Adjustments.
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of neurodivergent employees
stated lack of neurodiversity
knowledge from managers
and leaders as barrier to
getting adjustments. 

65.4% 
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DEVELOPING MANAGERS FOR
THE FUTURE WORKFORCE
Confidence to Support the Next Generation

The workplace is changing - fast. A recent study found that 53% of Gen Z identify as
neurodivergent. This new generation expects inclusion to be embedded into
workplace culture, not added as a bolt on or optional extra.

That’s why leadership development is essential. Managers need to be equipped not
just for today’s workplace, but tomorrow’s. With the right tools and mindset, managers
can:

Without this, organisations risk missing out on talent, innovation, and future
leadership capacity.

Act confidently and compassionately

Anticipate needs and offer adjustments proactively

Create cultures of trust and openness
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Confidence comes from clarity. Managers
don’t need to be experts, they need tools,
guidance, and ongoing support.
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THE ROLE OF HR AND
ORGANISATIONAL CULTURE
HR plays a crucial role in enabling inclusive leadership.

It’s not enough to leave neurodiversity support to individual managers,
organisations need to create structures that embed inclusion at every level. 
HR and managers must work as partners in fostering a culture where
neurodivergent employees can thrive.

When HR acts as a trusted support system,
not just as policy gatekeepers, managers
are more likely to act with confidence and
empathy. This partnership is key to
fostering a more inclusive workplace.

Training and guidance for managers that is
practical, ongoing, and scenario-based

Clear pathways for requesting and
recording adjustments, with transparency

Easily accessible resources and toolkits on
neurodiversity and inclusive practices

Access to Employee Assistance
Programmes (EAPs), coaching, or mental
health first aiders

Support with facilitating sensitive
conversations or reasonable adjustment
plans

HR Should Provide: 
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Book a Call
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We make it easy to embed neuroinclusion into
your leadership culture, so your managers are
ready for the workforce of today and tomorrow.

Our Neuroinclusion Support System embeds inclusion inside your people policies,
manager capability, cultural signals, and reporting frameworks. Trusted by global
organisations looking to scale inclusion, without multiplying risk or operational
complexity.

Introducing The NeuroBridge® Support System
We Embed Inclusion Where It Matters Most.

In Phase One, We Help HR Teams:

Develop confident, inclusive line managers

Deliver practical tools aligned to legal and
ethical guidance

Embed neuroinclusive practices at scale

Reduce fear, guesswork, and inconsistent
responses

How NeuroBridge® Helps HR
Support Manager Capability
Implementing effective manager training doesn’t need to be difficult. The
NeuroBridge® Neuroinclusion Support System provides a comprehensive, ready-to-
use approach to equip your managers with the tools they need to lead well.

Speak to Our Team Today
Speak to our team and explore how NeuroBridge® can
help you build a safer, more inclusive workplace.

https://www.cipd.org/uk/knowledge/reports/neuroinclusion-at-work/
https://meetings-eu1.hubspot.com/neurobridge/introduction-call


At NeuroBridge, we help organisations build
neuroinclusive workplaces, by turning knowledge
into action.

Our solutions are designed to scale with your
organisation’s needs, from foundational awareness
training to tailored resources for managers, HR
teams, and neurodivergent employees themselves.

Whether you're just getting started or looking to
deepen your impact, we offer a clear roadmap and
a collaborative approach.

Our Solutions Book a Call

About NeuroBridge®

Bridge the Gap | www.neurobridge.co.uk
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Proud to Work With

https://neurobridge.co.uk/solutions/
https://meetings-eu1.hubspot.com/neurobridge/introduction-call
http://www.neurobridge.co.uk/

