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WHY THIS ROLE CAN BECOME
COGNITIVELY HEAVY

THE MANAGER IS OFTEN WHERE POLICY BECOMES PRACTICE

An organization can have inclusive values, policies, and accommodations on paper, but employees
experience those commitments through everyday interactions. Managers are often the people
clarifying expectations, discussing work preferences, responding to requests for adjustments,
giving feedback, managing performance concerns, and deciding when to involve HR or other
supports. That makes manager support an organizational responsibility, not an optional extra.

Supporting neurodivergent employees should not
depend on one manager figuring everything out alone.

Supporting a team well requires more
than goodwill. A manager may need to
understand different communication
styles, separate performance
concerns from differences in
processing or working style, remember
individualized agreements, adjust
systems, document decisions,
coordinate with HR, and maintain
fairness across the team. When the
organization provides little structure,
much of this work becomes invisible
mental load carried by the manager.

NEUROINCLUSION REQUIRES
INDIVIDUALIZATION

Neurodivergent people are not a
single group with one set of needs.
Two employees with the same
diagnosis may need very different
kinds of support. Effective
management therefore depends 
less on memorizing stereotypes 
and more on having the time,
confidence and organizational
permission to ask: “What helps you do
your work well?” Managers need room
to collaborate, review what is working,
and change course when needed.

Managers should not be expected to function as clinicians, diagnosticians, or disability-
law experts. They need clear boundaries around what they can decide themselves, what
requires HR or occupational-health input, how confidential information should be
handled, and when performance or conduct concerns need a more formal process.
Clear escalation pathways protect both employees and managers.

MANAGERS ALSO NEED HELP KNOWING WHEN TO ESCALATE

Without clear procedures and shared responsibility, a 
neuroinclusive workplace can depend too heavily on 
the skill, memory, patience, and availability of individual 
managers. That creates inconsistency: one employee 
may receive thoughtful support while another receives very 
little simply because they report to a different person. A healthier workplace builds neuroinclusion
into systems so good support does not depend on having an unusually knowledgeable manager.

WHEN MANAGERS ARE UNSUPPORTED, THE
SYSTEM BECOMES PERSON-DEPENDENT
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SUPPORTING MANAGERS IS NOT THE SAME AS BLAMING NEURODIVERGENT EMPLOYEES

WHAT HEALTHIER WORKPLACES CAN GIVE MANAGERS

Practical Training
Move beyond awareness sessions. Teach managers how to discuss support needs, give
clear feedback, respond to adjustment requests, and avoid common assumptions.01

Clear Processes
Provide written guidance for accommodations, confidentiality,
documentation, performance concerns, and escalation.
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Performance ConcernsPerformance ConcernsPerformance Concerns

Workplace ProcessWorkplace ProcessWorkplace Process

Consistent.Consistent.Consistent.

Supportive.Supportive.Supportive.

AccommodationsAccommodationsAccommodations

ConfidentialityConfidentialityConfidentiality

DocumentationDocumentationDocumentation

Clear.Clear.Clear.

EscalationEscalationEscalation

Access to Consultation
Managers should have somewhere to go when a situation is complex, such as HR,
occupational health, or an appropriate workplace specialist.

Day-to-dayDay-to-day
AdjustmentAdjustment
ApprovedApproved

Day-to-day
Adjustment
Approved

HRHRHR

Managers need enough time for one-to-ones, preparation, follow-through, and
documentation, plus the authority to make reasonable day-to-day changes.

KEY TAKEAWAY

A neuroinclusive workplace does not simply ask managers to “be more understanding.” It gives
them the structure, knowledge, time, and backup to lead people well. When managers are

supported, individualized support becomes more consistent, sustainable, and fair for everyone.

The need for manager support does not mean neurodivergent employees are
inherently harder to manage. The issue is that many workplaces were designed
around narrow assumptions about communication, attention, productivity,
sensory tolerance, and “professional” behavior. Managers are often asked to
bridge the gap between those systems and real human variation. Organizations
should help carry that responsibility.
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Time and Authority 04

Shared Tools
Use templates, communication guides, adjustment records, checklists, and
accessible workflows so managers are not rebuilding the process for every employee.05

Organizational Accountability 06
Neuroinclusion should be a workplace system, not a private agreement that succeeds
or fails based on one manager.
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