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Our products and services  
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https://ergonomics.co.uk/wp-content/uploads/2025/07/OEW_Services_2025.pdf


Our new service: AtW  AOP
 Access to Work in disarray

 Accelerated Outcome Process – our alternative offer
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https://ergonomics.co.uk/go/faster-workplace-assessment
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Dan Jenkins

DCA

Workplace Neuroinclusion: 
lessons Learned from Train Designers
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What do we mean 
by neuroinclusion

How it’s been 
considered in the 

past within rail 

What great about how 
its included now (and 
what falls a bit short)

Practical tips for 
designing more 
inclusive spaces

How we can get these 
changes through the 

design process

How this 
translates to 
office spaces
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Neuroinclusion
noun

Supporting neurodivergent people to be comfortable, 
confident, and successful.

Neurodiversity
noun

The natural variation in human brain functioning. 
The idea that people having a range of different types of 
brain should be regarded as part of normal human life.
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Types of exclusion
Microsoft inclusive design toolkit
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Types of exclusion

Confidential   - DCA_InclusiveDesign_01-00_annotated.pptx 15

Permanent
(e.g. one 

arm)

Temporary
(e.g. a broken 

arm)

Situational
(e.g. carrying a small child, a 

walking aid, or a bag)



Types of exclusion

Confidential   - DCA_InclusiveDesign_01-00_annotated.pptx 16

Permanent
(e.g. always 

struggle 
with loud 
spaces)

Temporary
(e.g. struggling 

emotionally)

Situational
(e.g. trying to concentrate or 

focus)
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Environmental considerations
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Noise Lighting CMF Layout Temperature
Eliminate artificial noise
Control for echoes
Include partitions
Create quiet zones

Control intensity
2700 - 3000k
Eliminate strobes
Avoid direct light
Avoid shadows
Manage transitions
Include natural light
Include sunblinds

Avoid vivid colours
Low gloss
Careful use of mirrors
Low visual noise
Avoid harsh textures
Careful use of patterns

Consistency 
Create personal space
Allow for passing places
Luggage on view 
(anxiety)
Visual balance

Manage temperature
Manage humidity
Control airflow
Control odours
Low VOC materials



Communication considerations
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Printed 
signage

Digital 
signage

Colour 
coding

Tactile 
information

Auditory 
information

Icons where possible
Simple typefaces
Clear info hierarchy
Short sentences
Visual contrast 

[+ as printed]
Viewing angles
Refresh rates
Scroll rates

Consistent colours
Zone spaces with colour
Colour code features

Tactile signage
Prioritised usage

Controlled volume
Well timed
Minimise non-critical
Short, clear, consistent
Repeat key messages
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Understand the diverse 
needs of passengers and 

staff, including their 
physical, sensory, and 
cognitive requirements.

Evaluate how the design 
impacts on these needs and 

make the necessary 
adjustments to improve 

inclusivity.

Test and validate the design 
with representative 

passengers and staff, 
ensuring that the final 
product reflects their 

experiences.

1.
Recognise

2.
Consider

3.
Evaluate
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or service
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Image credit: DCA
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Haslem & Knight (2010)
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Lean office
Bare minimum



Haslem & Knight (2010)
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Lean office
Bare minimum

Enriched
Decorated (fixed)
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Lean office
Bare minimum

Enriched
Decorated (fixed)

+15%
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Lean office
Bare minimum

Enriched
Decorated (fixed)

Empowered 
Decorated (flex)

+15%
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Lean office
Bare minimum

Enriched
Decorated (fixed)

Empowered 
Decorated (flex)

+15% +30%



Haslem & Knight (2010)
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Lean office
Bare minimum

Enriched
Decorated (fixed)

Empowered 
Decorated (flex)

Disempowered
Decorated (flex then fixed)

+15% +30%



Haslem & Knight (2010)
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Lean office
Bare minimum

Enriched
Decorated (fixed)

Empowered 
Decorated (flex)

Disempowered
Decorated (flex then fixed)

+15% +30% +0%
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Attract the best 
talent

Encourage people 
to spend more 

time in the office 

Get the best 
performance from 

our teams



Haslem & Knight (2010)
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Lean office
Bare minimum

Enriched
Decorated (fixed)

Empowered 
Decorated (flex)

Disempowered
Decorated (flex then fixed)

+15% +30% +0%
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Noise Lighting CMF Layout Temperature

Printed 
signage

Digital 
signage

Colour 
coding

Tactile 
information

Auditory 
information



Haslem & Knight (2010)
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Lean office
Bare minimum

Enriched
Decorated (fixed)

Empowered 
Decorated (flex)

Disempowered
Decorated (flex then fixed)

+15% +30% +0%
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Dr David Mushati

Healios

Unlocking Potential:
The Practical and Strategic Power of 

Neuroinclusion in the Workplace



Unlocking 
Potential: 
Neuroinclusion in 
in the Workplace



● ~15–20% (about 1 in 7) of the UK workforce is neurodivergent 
● Awareness has grown — action lags behind

● That’s more than 5 million workers.

● Neurodiversity is already part of your workforce, not a ‘special interest group’

● Closing the gap isn’t optional - it’s essential.

Neurodivergent

20%
The reality shaping today’s 

workforce

Hidden in Plain Sight

#
#
#
#


The Prize of Inclusion          vs            The Cost of Inaction             

Teams up to 30% more productive.

Boosted innovation and creativity

Competitive advantage: attracts next-gen

Lost productivity, untapped talent.

Higher attrition; costly staff turnover.

Wasted investment without retention.
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● Neurodivergent: thinks/learns differently to “typical.”

● Neurotypical: aligns with social/educational/working norms.

● Neurodiversity = natural human variation, not disorder.

● Neuroinclusion = embracing all communication and learning styles.

● Language shift: from deficit to difference to diversity.

What do we mean by



Neuroanatomical 
Changes

Major Theories:

1. Maturational Theory: Structural and functional 
maturation, particularly in the prefrontal cortex PFC, 
enhancing cognitive control and decision-making.

2. Skill Learning Theory: Brain changes support the 
acquisition of new skills, with experience shaping 
neural connections.

3. Interactive Specialization Theory: Development results 
from dynamic interactions among brain regions, 
refining networks based on environmental interactions 
and experiences.



Adolescence:

● Second wave of pruning, especially in the 
prefrontal cortex.

● Critical for developing executive functions and 
emotional regulation.

Stages of Synaptic Pruning

Infancy and Early Childhood:

● Peak synapse density in the prefrontal cortex 
at 12 years.

● Essential for sensory, motor, and cognitive 
development.



Brains Wired Differently, Not Better
Aspect Atypical Brain Processing

Sensory Input May process all signals equally, leading to sensory overload or 
under-responsiveness

Attention May hyperfocus on one detail or struggle to maintain attention

Language & Communication May interpret language literally; can miss subtle social cues

Learning Style May learn better through alternative, highly specific, or visual methods

Problem-Solving May use unique, creative, or non-linear approaches

Emotional Processing May feel emotions more intensely or find regulation more difficult

Social Interaction May experience social norms as confusing, effortful, or draining
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Masking

The Hidden Tax of Unmet Needs

Wellbeing

Cognitive 
overload

Exclusion 
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Costs of Inaction

• Attrition: Replacing a single employee costs £25k–£30k

• Presenteeism: Neurodivergent staff masking or struggling in unsuitable environments contribute to lost productivity.

• Absenteeism: Stress and burnout linked to unmet needs increase sickness absence. Average cost = £550 per employee per year (ONS, 2023)

• Underutilisation of skills: Only 29% of autistic adults are in work (ONS, 2022). Lost GDP contribution is estimated at £1.5bn annually (NAS, 2025)

• Legal and reputational risk: Equality Act claims, alongside brand damage and loss of investor trust.

• Innovation gap: Teams lacking cognitive diversity miss opportunities and are 30% less likely to develop breakthrough innovations.

Rehiring and retraining

30K
(CIPD, 2023)

Annual Presenteeism/absenteeism

21bn
(Deloitte, 2022)

Discrimination claims per case

100K
(ACAS, 2024)



EY
Neurodiverse Centres of Excellence achieved 
92% retention (vs ~84% average), saving £1m+ 
per year in turnover costs.

Microsoft
Autism Hiring Program delivered 25% faster 
product testing cycles, reducing 
time-to-market and saving millions annually.

Rolls Royce
Inclusive recruitment cut failed hires by 15%, 
lowering costs by approx. £2,500 per 
candidate.

Gallup
Embedding neuroinclusion led to +20% 
employee engagement, directly linked to +12% 
profitability.

Value of Inclusion



Case Study: EY

High attrition in analytics and tech teams; 
untapped pool of neurodivergent 
candidates. 

Intervention

Launched Neurodiverse Centre of 
Excellence (NCoE).

Replaced traditional interviews 
with skills-based assessments.

Designed sensory-friendly spaces 
& flexible workstations.

Trained managers in 
neuroinclusive leadership.

Outcomes

92% retention vs ~84% industry average → savings £2m over 3 years.

30% increase in productivity across certain project teams.

15–20% reduction in analytics project time = Faster innovation cycles

92% retention, higher employee satisfaction → boosted employer brand, 
making EY more competitive in talent attraction.

Challenge



Example scenario Managerʼs adjustment offered 

Amira is an autistic employee 
working in a busy open-plan 
office. She often finds the 
background noise of phone 
calls, conversations, and typing 
overwhelming. This leads to 
headaches, fatigue, and 
difficulty concentrating.

Autism – Sensory Sensitivity

Examples of why this is a 
mismatch:

Amira is given flexible start and 
finish times, so she can 
commute at quieter times and 
avoid the busiest hours in the 
office.

a. The adjustment helps with 
commuting, but it doesn’t 
address the core barrier: the 
noisy working environment 
itself.

b. Amira still struggles to 
complete focused tasks once 
in the office.

c. Productivity remains low, and 
Amira becomes frustrated, 
feeling her needs aren’t truly 
understood.



What would you do? 

Question Possible solutions

Providing noise-cancelling 
headphones.

Allowing Amira to work in a quieter 
space or from home part of the week.

Offering sound-dampening screens or 
panels around her workstation.

Checking in regularly with Amira to 
review whether the adjustments are 
working.

If you were Amira’s manager, what 
alternative or additional adjustment 
might better meet her actual need?



Example scenario Managerʼs adjustment offered 

James is a project coordinator 
with ADHD. He struggles with 
managing long, unstructured 
tasks and meeting deadlines.

James: ADHD – Executive Functioning

Examples of why this is a 
mismatch:

James is given more 
unstructured time off to reduce 
pressure.

a. The extra time doesn’t 
address the executive 
functioning challenges. In 
fact, fewer boundaries may 
increase procrastination and 
stress.



What would you do? 

Question Possible solutions

Breaking large tasks into smaller 
steps with check-ins.

Shared task-tracking tools (e.g. Trello, 
Asana).

A mentor or “accountability partner” 
for regular progress reviews.

What support would be better aligned 
with James’s needs?



Example scenario Managerʼs adjustment offered 

Sophie has dyslexia and finds 
written reports and lengthy 
emails draining, often missing 
details under time pressure.

Sophie: Dyslexia – Written Communication

Examples of why this is a 
mismatch

Sophie is told she can use  
software to catch mistakes.

a. Software only helps with 
surface issues. It doesn’t 
address reading speed, 
information overload, or 
processing challenges.



What would you do? 

Question Possible solutions

Providing key information verbally or 
in bullet-point summaries.

Using text-to-speech software for 
reading long documents.

Allowing extra time for report 
preparation.

Assigning collaborative work where 
information can be discussed rather 
than only written.

What other adjustments might help 
Sophie succeed?



Why Getting it Right Matters
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Meeting neurodiverse needs is not just a compliance issue 



One size does not fit all  

39% of neurodivergent 
professionals plan to leave their 
jobs within 12 months, and poor 
workplace relations (74%) is cited 
as a major driver of their intention 
to leave

EY Global Neuroinclusion at Work Study, 2025
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● Job ads: plain English, avoid jargon, list 
essentials only

● Offer multiple application routes (CV, work 
trials, portfolios)

● Adjust assessment processes 
(skills-based, not timed memory tests)

● Interview practices: share questions in 
advance, allow breaks

Practical Action

A. Recruitment & Hiring
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● Environmental adjustments: lighting, noise, 
quiet spaces

● Hybrid/flexible hours to match focus and 
energy cycles

● Clear signage & structured layouts to 
reduce cognitive load

● Remote tools: chat captions, agenda-first 
meetings

Practical Action

B.    Workplace Design & Flexibility

Image source: Hushoffice (hushoffice.com)
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● Assistive software: text-to-speech, 
dictation, screen readers

● Collaboration platforms with captions & 
transcripts

● Project tools with clear visual workflows

● AI-enabled customisation: adaptable 
interfaces, predictive support

Practical Action

C.   Tools & Technology
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● Play to strengths: align roles with 
individual skills

● Clarity: explicit goals, step-by-step 
workflows, written follow-up

● Feedback: frequent, specific, supportive

● Autonomy: flexible ways of working to 
reach agreed outcomes

Practical Action

D.   Management Practices
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● Neurodiversity awareness for leaders, 
managers, teams

● Peer support/Employee Resource Groups 
(ERGs)

● Disclosure-safe practices — confidentiality & 
choice

● Shift from “fixing people” to “fixing systems”

Practical Action

E.    Training & Culture



Thank you! 
Important information

This document remains the property of Healios and is confidential.

Permission must be obtained from Healios, before any information 
contained in this document is circulated outside of the individual who 

originally received the information from Healios.

© Healios 2022

References on request
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