
 

Overall Summary and Key Takeaways 
 

Across all roundtable and panel discussions, several consistent themes emerged, highlighting critical 
areas for organisations aiming to foster genuine disability and neurodiversity inclusion. These 
discussions collectively underscored the journey from compliance to true cultural integration. 

Consistent Themes Discussed 

The Centrality of Psychological Safety and Trust 
A recurring emphasis was placed on creating an environment where individuals feel safe to disclose 
their disabilities or neurodivergence, discuss their needs openly, and trust that the organisation will 
respond supportively and without judgement. This was seen as foundational to the success of any 
inclusion initiative, impacting everything from disclosure rates in data collection to the effectiveness 
of reasonable adjustments. 

Proactive vs. Reactive Approaches 
A strong call was made for organisations to shift from a reactive stance (making adjustments only 
when requested or legally mandated) to a proactive one. This involves anticipating needs, embedding 
accessibility into all processes from the outset (universal design), and fostering a culture where 
support is readily offered and normalised. 

The Critical Role of Educated and Empathetic Management 
Managers were consistently identified as pivotal in the day-to-day experience of disabled and 
neurodivergent employees. Their ability to have open conversations, understand the social model of 
disability, champion allyship, and co-design adjustments was seen as paramount. This highlights a 
significant need for ongoing training and support for line managers. 



 

 

Moving Beyond Tokenism to Systemic Change 
Discussions frequently touched upon the need to move beyond superficial gestures or isolated 
initiatives towards embedding DEI principles into the core fabric of the organisation. This includes 
challenging systemic barriers, ensuring accountability, and treating inclusion not as an add-on but as 
integral to business success and high performance. 

The Power of Lived Experience and Co-design 
The importance of directly involving disabled and neurodivergent individuals in shaping policies, 
designing adjustments, and informing DEI strategy was a strong, consistent message. Co-designing 
solutions ensures they are fit for purpose and fosters a sense of ownership and partnership. 

Overarching Practical Actions and Tips for Organisations 

Invest in Comprehensive Manager Training 
Equip all levels of management with in-depth knowledge of disability and neurodiversity, the social 
model of disability, inclusive communication skills, how to conduct sensitive conversations about 
adjustments, and their role in fostering psychological safety. This should include understanding 
intersectionality. 

Establish Clear, Accessible, and Sustainable Processes for Reasonable 
Adjustments 
Implement systems like "Adjustment Passports" and ensure a centralised budget to make the 
process equitable and efficient. Focus on removing barriers, not on medical diagnoses, and ensure 
adjustments are regularly reviewed and remain fit for purpose. 



 

 

Cultivate a Culture of Open Dialogue and Proactive Support 
Normalise conversations about support needs. Encourage leaders and managers to proactively ask, 
"How can we support you to thrive?" and ensure multiple channels for feedback and requests are 
available and well-communicated. 

Embed Universal Design and Accessibility from the Start 
Review and redesign physical spaces, digital platforms, communication methods, and HR processes 
(recruitment, onboarding, development) to be inherently accessible and inclusive, rather than relying 
solely on retrofitting adjustments. 

Champion a Strengths-Based Approach, Especially for Neurodiversity 
Actively work to identify and leverage the unique talents and perspectives of neurodivergent 
individuals. Adapt recruitment and performance management processes to recognise diverse 
cognitive styles and contributions. 

Foster Authentic Allyship and Visible Leadership Commitment 

Encourage consistent, everyday allyship at all levels. Ensure senior leaders visibly champion DEI, are 
open about their learning journey, and actively sponsor employee networks and inclusion initiatives. 

Improve Data Collection and Utilisation with a Focus on Trust 

When collecting DEI data, prioritise transparency about its purpose and use. Co-design data 
collection methods with employees to build trust, ensure language is inclusive, and supplement 
quantitative data with qualitative insights from lived experiences to measure true impact. 

 

 

 



 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


