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Through psychological expertise and our real-life experience, 

we help shape a working world that empowers neurodiversity.

About Lexxic

Empowering 

the Organisation

Empowering 

the Workforce

Empowering 

the Individual
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What is Neurodiversity?
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◼ Dyslexia

◼ Developmental Coordination Disorder (Dyspraxia)

◼ Dyscalculia

◼ Autism

◼ Attention Deficit Hyperactivity Disorder (ADHD)
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Attention Deficit

Hyperactivity Disorder

Normal brain

The right way

Disordered brain

The wrong way
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of parents report that their

children are embarrassed 

by their dyslexia

Source: British Dyslexia Association 

85% 

“

”
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Source: Made By Dyslexia  – Connecting the Dots Report
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ADHD
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Put yourself in their shoes
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I have dyslexia…..
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of respondents hide their 

dyslexia from employers

Source: Connecting the Dots Report, Made By Dyslexia

73% 

“

”
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Neurodiversity 

A world where neurological differences

are recognised and valued like

any other form of human variation.
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Why should organisations

invest in neurodiversity?
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Dyslexia 10%

Dyspraxia 5%

Dyscalculia 7%

ADHD 4%

Autism 2%
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of HR Professionals state 

neurodiversity is included in their 

people management practices.

Source: Neurodiversity at Work Report, CIPD

10% 

“

”
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stated they would be 

uncomfortable employing 

or line managing someone 

with a neurodifference.

Source: Neurodiversity - The Power Of Difference Report, ILM

50% 
“

”
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Source: Stoke on Trent Clinical 

Commissioning Group
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“
An estate agent with ADHD 

who was referred to as being 

‘high maintenance’ was awarded 

£7,500 for v ict imisat ion and a 

fai lure to make reasonable 

adjustments.  

”
Source: Equality Tribunal Outcomes
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“ She mistakenly entered incorrect  

informat ion and was accused of  

fals i fying documents.

Employer lost  the case af ter 

discount ing her dyslexia.

”

Source: Equality Tribunal Outcomes
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The reality in many organisations…

Reactionary

◼ Only providing support in crisis or underperformance

Low Levels of Awareness

◼ Unaddressed stigma

◼ Employee and manager confusion

Unclear and Unestablished Processes

◼ Time lost in performance management

◼ Challenges with retention, presenteeism and sickness

◼ Not getting the best out of people
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“ Neurodiversity as a 

Competit ive Advantage… 

…the potential  returns  

are great.

”

Source: Harvard Business review
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Organisations that are able to crack the code 

between neurodiversity, organisational culture, and 

workforce augmentation, will no doubt be at the 

forefront of driving even greater business value.

Ben Cooke

Lead Contributor

“

”
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It would be wonderful if people could walk 

into jobs and be honest about how they 

move through the world. 

And that the fact they see things differently 

could be an asset.

Florence Welch

Artist ”

“
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Anthony Pacilio

VP, Global Head of Autism at Work

“

”

Within the first six months those employees

were 48% more productive than folks who’ve

been at the job three, five or 10 years.

These folks are blowing numbers, goals and

quotas out of the water. 
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What does a neuroinclusive
organisation look like?
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Flexible working 

or adjusted hours

Most common adjustments for employees with a 

neurodifference;

42%

42%

38%

Assistive IT

Working from home

Source: Business Disability Forum, ‘Great Big Workplace Adjustments Survey’ (2019)



36

Concentration and Focus
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Concentration and Focus
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Processing 

Information
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Adjustments do not remove 

barriers to inclusion elsewhere in 

the organisation. 

We heard from employees that the 

adjustments often remove barriers in 

their own job and immediate working 

area (such as their desk or office 

area)....

…but having these adjustments does 

not equate to an inclusive organisation 

more widely. 

“

”
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Positive and Proactive Recruitment

1
Job 

description

2
Application

process

3
Pre-

interview

4
Interview

5
Post-

interview
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Source: Jussi Pasanen



50



51



52

Your referral and 

adjustments process
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What are common ND services?

1. Screening or diagnostic assessment

A range of assessment tools is used to determine 

whether an individual has, or is demonstrating the 

tendencies of, specific neurodiverse conditions.

2. Workplace needs assessment

Suggests reasonable accommodations and provide

recommended adjustments, such as equipment or 

assistive technology, to employers and employees.

3. One to one coaching

Designed to develop skills that will be tailored and 

specific to their role and individual needs.
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Dyslexia, DCD/Dyspraxia & Dyscalculia 

1. Reading and Writing 2. Short Term Memory 3. Organisation and Planning
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ASC & ADHD

1. Communication 2. Structure of Work 3. Sensory Sensitivity
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2020 and 2021…..
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Adjustments do not remove 

barriers to inclusion elsewhere in 

the organisation. 

We heard from employees that the 

adjustments often remove barriers in 

their own job and immediate working 

area (such as their desk or office 

area)....

…but having these adjustments does 

not equate to an inclusive organisation 

more widely. 

“

”
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1. Drive change through education: 

◼ Managers and other employees are a key part of the process.

◼ It’s not just about support

◼ Recognize and celebrate unique strengths.

2. Cultivate an empowering and safe space for people with neurodifferences

◼ Employee Resource Groups

◼ Peer Support Network

◼ Mentoring Scheme with managers

3. How can adjustments be made available to all employees?

◼ Are people with ADHD the only ones who face challenges with attention?

Culture
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Source: Jussi Pasanen


