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Publication Information
Purpose and audience
This toolkit is designed for employers seeking to create workplaces where autistic people can enter, 
contribute, develop and remain employed on an equitable basis. It is intended for organizational leaders, 
human resources and people teams, line managers, recruiters, learning and development teams, 
occupational health and wellbeing services, facilities and workplace teams, IT and digital teams, employee 
resource groups, job coaches, employment-support providers and autistic employees themselves.

Scope
The toolkit covers the employment cycle from job design and recruitment through onboarding, day-to-day 
management, work organization, sensory and communication access, workplace adjustments, wellbeing, 
performance conversations, career development, remote and hybrid work, disclosure, privacy, retention and 
organization-wide improvement. It is deliberately international. Employment law, disability law, occupational 
health requirements, collective agreements, data protection rules, safety duties and formal adjustment 
processes must always be checked in the relevant jurisdiction.

Employment, clinical and legal notice
This publication is an educational and institutional practice resource. It does not diagnose autism, determine 
whether a person is legally disabled, prescribe healthcare, decide fitness for work, or determine a legal 
entitlement to a specific adjustment. Employers should use lawful local processes and qualified advice 
where required. Immediate safety, safeguarding or health risks should be managed through the 
organization's established emergency and professional pathways.

Language, dignity and employee agency
This toolkit generally uses identity-first language ("autistic employee") while recognizing that individuals may 
prefer different language. Support should be collaborative and should focus on access, clarity and 
sustainable performance rather than on making a person appear less autistic. Employees should not be 
required to disclose more personal or medical information than is necessary for a legitimate workplace 
process.

Evidence and rights approach
The guidance draws on international disability-rights principles, employment inclusion guidance, current 
autism information and practical neuroinclusion resources. Key reference points include the World Health 
Organization, the United Nations Convention on the Rights of Persons with Disabilities and its guidance on 
work and employment, the International Labour Organization, the Job Accommodation Network and the 
Chartered Institute of Personnel and Development. Selected sources appear at the end of this toolkit.

Copyright and use
© 2026 Global Autism Research Center (GARC). All rights reserved. This toolkit may be shared for internal 
educational use in its complete, unaltered form with credit to GARC. Commercial reproduction, adaptation or 
rebranding requires written permission. Third-party organizations and resources are cited for information and 
evidence; citation does not imply partnership or endorsement.

REVIEW CYCLE

GARC intends to review this toolkit periodically and earlier if major authoritative employment, disability-access or 
autism guidance changes. Employers should maintain separate, current local policies for recruitment, workplace 
adjustments, occupational health, absence, safety, data protection, grievance, disciplinary matters and 
safeguarding.
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Foreword
Employment can provide income, purpose, professional identity, relationships, learning and independence. 
Yet many conventional workplace systems are built around assumptions that are not neutral: candidates are 
expected to sell themselves in socially fluent interviews, employees are expected to infer unwritten rules, 
tolerate sensory conditions they did not choose, switch tasks rapidly, absorb ambiguous instructions, 
participate in meetings in one preferred style and request support before problems become visible.

Autistic people are highly diverse. Some employees may need little or no formal support; others may need 
substantial, ongoing adjustments. Strengths and access needs can coexist. An employee may excel in deep 
technical work and still need help with unpredictable priorities. Another may communicate clearly in writing 
but find rapid group discussion exhausting. A person may perform strongly for months while masking 
significant overload until the environment becomes unsustainable.

A mature employer response does not create a separate "autism program" around one stereotype. It makes 
ordinary systems clearer, more flexible and more accessible, while preserving individualized support where 
needed. The goal is not to lower essential standards. It is to reduce irrelevant barriers so that performance 
reflects the work that actually matters.

This toolkit is therefore practical by design: a framework for leaders, a playbook for managers and HR, and a 
set of tools employees and teams can use in real workplace conversations.

Global Autism Research Center (GARC)

Practical Toolkits Series
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Contents and Navigation Map
Part Topic Use

01 Understanding Autism at Work
Core concepts, variability, strengths, barriers and rights-
aware practice

02
GARC 10-Point Autism-Inclusive Workplace 
Framework

A common operating model for employer practice

03
Recruitment, Selection and Candidate 
Experience

Job design, advertising, interviews, tests and access

04 Onboarding and the First 90 Days Predictability, role clarity, relationships and early support

05 Communication and Management
Instructions, feedback, one-to-ones, change and 
psychological safety

06
Work Design, Executive Function and 
Performance Clarity

Priorities, planning, workload and essential outcomes

07 Sensory and Physical Workplace Access Noise, light, movement, workspace, travel and facilities

08 Meetings, Collaboration and Social Demands Team participation without forcing one communication style

09
Workplace Adjustments and 
Accommodations

A practical, individualized adjustment process

10
Wellbeing, Overload, Burnout and 
Sustainable Work

Early signals, prevention, support and return to work

11 Performance, Conflict and Conduct Fair process, clarity, evidence and support before escalation

12
Learning, Career Development and 
Promotion

Access to training, progression, sponsorship and leadership

13 Remote, Hybrid and Digital Work Digital clarity, flexibility, collaboration and boundaries

14
Disclosure, Privacy, HR and Occupational 
Health

Trust, confidentiality, role boundaries and decision-making

15
Organization-Wide Implementation and 
Measurement

Governance, manager capability, metrics and continuous 
improvement

A Practical Tools and Templates Twenty-one ready-to-use employer and employee tools

B Selected References and Resources International and practice sources

FAST ROUTE FOR MANAGERS

If you have an autistic employee joining now, start with Sections 04, 05, 06 and 09, then use Tools 05, 06, 07 and 
08. If performance or wellbeing has changed, add Sections 10 and 11 before assuming a conduct or capability 
problem.

How to Use This Toolkit
The most useful approach is to combine universal design with individualized adjustments. Universal 
practices reduce friction for everyone; individualized adjustments address specific barriers that remain. 
Neither approach should be treated as a substitute for listening to the employee.

Use case Start here Then use

Design an inclusive hiring 
process

Section 03 Tools 01-03
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Use case Start here Then use

Support a new employee Section 04 Tools 04-08

Improve manager practice Sections 05-06 Tools 06-08 and 19

Address sensory barriers Section 07 Tool 10

Agree workplace adjustments Section 09 Tools 05 and 12

Respond to overload or absence Section 10 Tools 11, 15 and 16

Handle performance concerns 
fairly

Section 11 Tools 07, 16 and 17

Build organization-wide capability Section 15 Tools 18, 20 and 21

CORE PRINCIPLE

Ask what makes the work accessible, what the essential outcomes are, and what conditions allow the employee to 
meet them. Do not treat one autistic person's preferences as a template for another.
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SECTION 01

Understanding Autism at Work
A practical foundation for managers, HR teams and colleagues.

•  Autism is a diverse neurodevelopmental condition; workplace strengths and access needs vary widely.

•  Observable behavior does not reliably show how much effort, sensory load or uncertainty a person is 
managing.

•  Effective support focuses on job-relevant barriers, communication, environment and sustainable 
performance.

GARC PRACTICE PRINCIPLE

Replace assumptions with specific questions about tasks, context and access.

What autism may look like in employment
Autism may affect social communication, sensory processing, preference for predictability, attention, 
movement, planning, information processing and responses to change. These differences may interact with 
workplace design in ways that are enabling in one role and disabling in another. A person who thrives with 
complex analytical work may still struggle when priorities change without warning or when instructions are 
delivered only verbally in a noisy environment.

Workplace area Possible experience Access-oriented response

Communication
Literal interpretation, slower processing in 
rapid dialogue, preference for written detail

Use direct language, allow processing time and 
confirm key decisions in writing.

Sensory 
environment

Noise, lighting, smells, temperature or 
movement may be distracting or painful

Offer environmental options, quiet space, 
equipment or flexibility where feasible.

Change and 
uncertainty

Unannounced changes can create 
disproportionate stress or lost productivity

Give notice, explain what is changing and 
separate known facts from unresolved items.

Executive 
functioning

Starting, sequencing or switching tasks may 
be difficult even when technical skill is 
strong

Clarify priority, deadline, dependencies and 
what "done" looks like.

Social demand
Networking, office politics or unstructured 
interaction may consume significant energy

Do not treat social performance as a proxy for 
competence unless it is genuinely essential to 
the role.

Focused attention
Deep concentration and specialist interest 
may support high-quality work

Protect focus time while making priority 
changes explicit.

Stress expression
Overload may appear as withdrawal, 
reduced speech, irritability, tears or 
shutdown

Reduce immediate demand, use calm 
communication and agree a recovery plan.

Avoid common myths

Helpful Unhelpful
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"Tell me how you prefer instructions to be given." "Autistic people are all good at technical work."

Helpful Unhelpful

"What part of this environment makes the task 
harder?"

"You do not look autistic, so you probably do not need 
support."

Helpful Unhelpful

"Let us separate the essential job outcome from the 
usual way we have done it."

"Everyone else manages this process, so you should 
too."

Strengths without stereotyping
Autistic employees may bring strengths such as specialist expertise, pattern recognition, precision, 
consistency, reliability, sustained focus, honesty, memory or original problem-solving. These are 
possibilities, not requirements. A strengths-based workplace notices what a specific person does well and 
builds roles, feedback and development around real evidence rather than diagnostic stereotypes.

MANAGER QUESTION

What conditions help this employee do their best work consistently - and which conditions create unnecessary 
effort?
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SECTION 02

GARC 10-Point Autism-Inclusive 
Workplace Framework
A shared operating model for equitable and sustainable employment.

•  Use the framework at policy, team and individual levels.

•  Combine accessible default practices with individualized adjustments.

•  Measure whether people can participate, perform, progress and remain well - not just whether a policy 
exists.

GARC PRACTICE PRINCIPLE

Inclusion becomes credible when it is visible in ordinary management systems, not only in awareness campaigns.

Point Practice What good looks like

1 Accessible recruitment
Job requirements, selection methods and candidate communication test 
relevant capability rather than social conformity.

2 Predictable onboarding
New employees know what will happen, who to ask, what success looks like 
and how work is organized.

3 Clear communication
Instructions, priorities, feedback and changes are explicit and available in usable 
formats.

4 Flexible work design
Work is organized around essential outcomes with reasonable flexibility in 
method, sequence, location or timing where feasible.

5 Sensory access
Physical and digital environments reduce avoidable sensory and attentional 
barriers.

6 Individual adjustments
Employees have a clear, confidential route to request, trial and review 
workplace adjustments.

7 Sustainable wellbeing
Managers notice workload, overload and recovery needs early rather than 
waiting for crisis or absence.

8 Fair performance systems
Performance is judged against clear, relevant standards with barriers 
investigated before escalation.

9 Career equity
Training, high-visibility work, progression and leadership opportunities are 
accessible.

10 Governance and learning
Leaders track implementation, employee experience and outcomes, and 
improve systems with autistic input.

Four levels of application

Level Question Example

Organization Are systems accessible by design?
Recruitment standards, adjustment policy, 
manager training, workplace design.
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Level Question Example

Team
Do daily working norms allow different 
communication and processing styles?

Meeting agendas, written decisions, focus time, 
predictable one-to-ones.

Role
Are essential outcomes separated from 
traditional habits?

A role may require client accuracy, not constant 
eye contact or spontaneous networking.

Individual
What specific barriers and supports matter 
for this employee?

Written instructions, quiet workspace, structured 
check-ins, flexible start time.

LEADERSHIP TEST

If an adjustment disappears when a supportive manager leaves, the organization has a person-dependent solution 
rather than a reliable system.
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SECTION 03

Recruitment, Selection and Candidate 
Experience
Make hiring processes measure the capability the job actually requires.

•  Distinguish essential job outcomes from traditional but nonessential social expectations.

•  Offer clear information about each stage and a simple route to request access adjustments.

•  Use structured, job-relevant assessment and consistent scoring.

GARC PRACTICE PRINCIPLE

An inclusive hiring process is not easier; it is more valid.

Start with job design
  Define the essential outputs, decisions and responsibilities of the role.☐

  Remove vague criteria such as "excellent people person" unless the behavior is genuinely job-critical.☐

  Describe communication demands precisely: presenting, negotiating, supervising, writing, client ☐
interaction or collaboration.

  State location, travel, schedule and sensory demands that cannot reasonably be changed.☐

  Avoid inflating requirements simply because they have appeared in previous job descriptions.☐

  Provide a named or clearly signposted route for candidate adjustment requests.☐

Candidate communication standard

Stage Good practice

Invitation
State format, duration, platform/location, participants, approximate questions or task type, 
and access contact.

Interview
Use structured questions, ask one question at a time where possible, allow clarification, 
and avoid scoring eye contact or conversational style unless relevant.

Assessment
Explain instructions in writing, allow familiarization where appropriate, and ensure time 
pressure reflects the role rather than tradition.

Panel decision
Score pre-defined evidence against role criteria. Record why evidence met or did not 
meet each criterion.

Offer
Confirm practical details, start date, manager, expected schedule, onboarding plan and 
route for workplace adjustments.

Alternative ways to demonstrate capability
•  Work sample or portfolio review.

•  Written response to job-relevant scenarios.

•  Structured practical task with clear instructions.
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SECTION 04

Onboarding and the First 90 Days
Turn uncertainty into a structured path toward independent performance.

•  Provide practical information before day one.

•  Make unwritten rules explicit without overwhelming the employee.

•  Use planned check-ins to adjust support before small barriers become large problems.

GARC PRACTICE PRINCIPLE

Good onboarding makes the invisible visible: expectations, routines, people, systems and escalation routes.

Before the first day

Provide Examples

Practical arrival 
information

Where to go, who will meet the employee, security process, dress expectations, 
transport/parking, breaks and food.

Role map
Core responsibilities, first-month priorities, key stakeholders and what is not yet 
expected.

Systems map
Email, messaging, calendar, HR systems, files, project tools and where to get 
technical help.

Team norms
Working hours, response-time expectations, meeting practices, how priorities change 
and when to escalate.

Access route
Who can discuss workplace adjustments, what information is needed, confidentiality 
and review process.

First 30-60-90 day structure

Period Manager focus Employee outcome

Days 1-30
Orientation, relationships, essential systems, small 
tasks with frequent clarity checks

Understands role, people, routines and 
immediate priorities.

Days 31-60
Increasing task ownership, feedback, adjustment 
review, workload calibration

Can complete core work with decreasing 
support and knows when to ask.

Days 61-90
Stable performance rhythm, development goals, 
longer-term access needs

Has a sustainable operating pattern and 
documented next priorities.

Buddy or mentor design
A buddy can be useful when their role is clear. They should explain practical culture and systems, not 
monitor disability or replace the line manager. The employee should know what is confidential, what the 
buddy can solve and when issues must move to HR, occupational health or management.
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SECTION 05

Communication and Management
Use explicit, respectful communication that reduces hidden workload.

•  Be direct without being abrupt.

•  Distinguish facts, decisions, options and preferences.

•  Use regular one-to-ones for clarity rather than waiting for problems.

GARC PRACTICE PRINCIPLE

Clarity is a management skill, not a special favor.

Make instructions usable

Instead of Prefer

"Can you look at this soon?"
"Please review sections 2-4 and send tracked comments by 3:00 PM 
Thursday."

"Make it more strategic."
"Reduce operational detail, add three implications for senior leaders, 
and keep the summary to one page."

"Use your judgment."
"You can decide A and B independently. Check with me before 
changing budget, scope or external commitments."

"Keep me posted."
"Send a two-line update every Tuesday and immediately if the 
deadline is at risk."

"Be more collaborative."
Name the behavior required: invite input before decision, share drafts 
earlier, or confirm responsibilities after meetings.

Feedback
1.  State the specific behavior or output you observed.

2.  Explain the impact or why it matters.

3.  State the expected standard in concrete terms.

4.  Ask whether any information, skill, workload or access barrier is contributing.

5.  Agree what will change, by when, and how progress will be reviewed.

Change communication
  Tell the employee as early as practicable.☐

  Explain what is changing and what is not changing.☐

  Distinguish confirmed decisions from possibilities still under discussion.☐

  Give written follow-up for complex changes.☐

  Allow questions after processing time, not only in the initial meeting.☐

  Review whether the change affects existing workplace adjustments.☐
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SECTION 06

Work Design, Executive Function and 
Performance Clarity
Organize work so priorities, dependencies and standards can be acted on.

•  Strong technical ability does not automatically remove planning or task-switching barriers.

•  Priorities should be explicit when everything cannot be urgent.

•  Performance standards should describe outcomes and quality, not hidden preferences.

GARC PRACTICE PRINCIPLE

When work is unclear, adding more reminders is not the same as improving the system.

Task clarity model

Element Manager should clarify

Outcome What must exist or be true when the task is complete?

Priority How does this rank against other current work?

Deadline Exact date/time and whether there are interim milestones.

Inputs What information, approvals, tools or people are required?

Decision rights What can the employee decide and what requires approval?

Quality standard What level of detail, accuracy, format or evidence is expected?

Escalation point When should the employee stop and ask for help?

Reduce executive-load friction
•  Keep one authoritative task list or project system rather than splitting instructions across chat, email and 

verbal conversations.

•  Use deadlines and owners in meeting notes.

•  Break large ambiguous work into milestones where practical.

•  Protect blocks of uninterrupted focus time for work requiring concentration.

•  When priorities change, explicitly identify what should be paused or dropped.

•  Avoid interpreting difficulty starting an unclear task as laziness or lack of commitment.
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SECTION 07

Sensory and Physical Workplace 
Access
Treat sensory conditions as part of workplace design and risk reduction.

•  Noise, light, smell, temperature, movement and crowding can affect concentration and wellbeing.

•  The same environment can be manageable one day and overwhelming after travel, meetings or sleep 
loss.

•  Adjustments may be environmental, technological, scheduling-based or behavioral.

GARC PRACTICE PRINCIPLE

Ask what the barrier is before choosing the solution.

Common sensory barriers and options

Barrier Possible options

Noise
Quieter workspace, noise-reducing headphones where safe, focus room, remote work, 
agreed quiet periods.

Lighting
Alternative desk position, task lighting, screen settings, permission to avoid flickering or 
high-glare areas.

Visual movement Lower-traffic desk, partitions, camera-off periods in virtual meetings where appropriate.

Smell Fragrance-aware practices, alternative seating, ventilation where feasible.

Temperature
Flexible workspace, clothing flexibility within legitimate safety requirements, access to 
temperature-controlled area.

Crowding
Staggered start, alternative break time, predictable desk, quieter route or remote 
participation.

Travel
Advance itinerary, reduced unnecessary travel, recovery time, alternative transport 
arrangements where feasible.

Workplace design questions
  Can employees access quiet work without needing a special explanation each time?☐

  Are shared-space etiquette and noise expectations explicit?☐

  Can employees control or reduce notifications and interruptions?☐

  Are meeting rooms and break spaces available in different sensory conditions?☐

  Do hot-desking systems create avoidable uncertainty for employees who need a predictable workspace?☐

  Are safety-critical restrictions explained so alternative sensory strategies can be found?☐
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SECTION 08

Meetings, Collaboration and Social 
Demands
Create team participation routes that do not depend on one social style.

•  Meetings should have a purpose, agenda and decision path.

•  Written contribution can be as valuable as spontaneous speech.

•  Social events should not become unofficial gates to information or advancement.

GARC PRACTICE PRINCIPLE

Collaboration is contribution toward a shared outcome, not performance of one personality style.

Accessible meeting standard
  Send purpose and agenda in advance when practicable.☐

  Identify decisions required and any preparation expected.☐

  Allow participants to contribute verbally, in chat or in writing where suitable.☐

  Pause before moving topics so questions can surface.☐

  Avoid rapid overlapping conversation when important decisions are being made.☐

  Record decisions, owners and deadlines in writing.☐

  Do not use camera-on, eye contact or spontaneous speaking as default proxies for engagement.☐

Team collaboration norms

Risk Better team norm

Important requests hidden in casual chat Put action items in the agreed task or project system.

Decisions made informally after 
meetings

Record decisions where all relevant team members can access them.

Interruptions rewarded as 
responsiveness

Use urgency labels and protected focus time.

Networking treated as performance
Judge role-relevant relationships and outcomes, not attendance at 
optional social events.

Conflict handled through hints
Name the issue, evidence, expectation and next step directly and 
respectfully.

Social inclusion without coercion
Some autistic employees enjoy social events; others find them highly demanding. Inclusion means access 
and welcome, not compulsory participation. Information, sponsorship, recognition and career opportunities 
should not depend on after-hours socializing or unstructured networking that is unrelated to the role.
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SECTION 09

Workplace Adjustments and 
Accommodations
A structured process for identifying, implementing and reviewing barrier-removing changes.

•  Start with the job barrier and essential outcome, not a list of diagnostic stereotypes.

•  Adjustments may be low-cost or cost-neutral, but effectiveness matters more than cost assumptions.

•  Trial and review are often more useful than debating a solution in the abstract.

GARC PRACTICE PRINCIPLE

The employee is an essential source of evidence about what helps; the employer remains responsible for a fair, 
lawful process.

Adjustment process
1.  Identify the specific task, environment or process creating a barrier.

2.  Clarify the essential outcome or safety requirement that must still be met.

3.  Ask the employee what change may help and what has worked before.

4.  Explore feasible options, using specialist or occupational advice where appropriate.

5.  Agree the adjustment, responsibilities, confidentiality and start date.

6.  Trial the arrangement where useful and lawful.

7.  Review effectiveness after an agreed period and when the role or workplace changes.

Examples of possible adjustments

Area Examples - always individualize

Communication
Written instructions, agendas, advance questions, additional processing time, direct 
feedback.

Work organization
Priority list, task breakdown, predictable check-ins, clearer deadlines, reduced unnecessary 
switching.

Environment
Quiet workspace, lighting changes, headphones where safe, fixed desk, remote/hybrid 
flexibility.

Schedule Adjusted start/finish, protected focus blocks, breaks, phased return after absence.

Meetings Agenda, written contribution, smaller meeting, remote attendance, summary after meeting.

Recruitment
Advance format information, accessible interview method, written task, extra processing time 
where appropriate.

Training
Written materials, preview of session, smaller group, recording where permitted, clear 
learning outcomes.

Support Job coaching, workplace mentor, assistive technology, occupational health input.
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SECTION 10

Wellbeing, Overload, Burnout and 
Sustainable Work
Recognize rising demand early and respond before performance and health deteriorate.

•  Overload may be cumulative and not obvious from outward behavior.

•  Masking can make an employee appear fine while effort is becoming unsustainable.

•  Support should address workload and barriers, not only individual resilience.

GARC PRACTICE PRINCIPLE

Sustainable performance is a better goal than repeated cycles of overperformance and collapse.

Possible early signals

Signal Possible interpretation - not a diagnosis

More errors or missed 
deadlines

Cognitive load, unclear priorities, fatigue, competing demands or reduced 
recovery.

Reduced speech or 
participation

Overload, anxiety, processing demand, conflict or need for lower social load.

Irritability or visible distress Sensory overload, unpredictability, cumulative demand or health factors.

Working excessive hours
Compensation for unclear workload, perfectionism, slow switching or fear of 
asking for help.

Absence or avoidance
Recovery need, burnout risk, sensory or social barrier, conflict, travel or 
health factors.

Manager response
1.  Ask what has changed in workload, environment, expectations or health rather than assuming attitude.

2.  Reduce immediate nonessential demands and clarify what can be paused.

3.  Review existing adjustments and whether they are still working.

4.  Use occupational health, employee assistance or healthcare routes appropriately and with role clarity.

5.  Agree follow-up and document work-related actions.

During acute overload
  Use calm, brief communication and reduce the number of questions or people involved.☐

  Offer a quiet or lower-demand space if safe.☐

  Do not force eye contact, explanation or immediate problem-solving.☐

  Allow recovery before detailed review.☐

  Follow emergency or health procedures where there is immediate risk.☐
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SECTION 11

Performance, Conflict and Conduct
Protect standards while ensuring the process itself is clear and accessible.

•  Investigate whether expectations were explicit and whether barriers affected performance.

•  Do not convert communication differences into character judgments.

•  Apply the same essential standards while allowing accessible ways to meet them.

GARC PRACTICE PRINCIPLE

Fair process means precise evidence, clear expectations, a chance to respond and proportionate support.

Before formal escalation
  Can the manager state the performance gap with specific examples?☐

  Was the expected standard previously communicated in a concrete way?☐

  Were priorities and deadlines realistic and consistent?☐

  Could sensory, communication, workload or executive-function barriers be contributing?☐

  Are agreed adjustments actually being implemented?☐

  Does the employee understand what must change and by when?☐

  Is the process itself accessible - including meeting format, written information and support person rules ☐
where applicable?

Separate behavior, impact and interpretation

Observation Avoid jumping to Instead ask

Employee gives short 
responses

"They are rude."
Was the content respectful and sufficient? Is the 
expected communication style explicit and job-
relevant?

Employee challenges an 
inconsistency

"They are insubordinate."
Is the concern substantive? How should 
disagreement be raised in this team?

Employee misses an implied 
deadline

"They do not care."
Was the deadline explicit and prioritized against 
other work?

Employee withdraws in 
conflict

"They refuse to engage."
Would written questions, processing time or a 
smaller meeting support participation?

Conflict resolution
Use concrete examples, avoid ambiguous emotional labels, and give time for the employee to process and 
respond. Where a formal process applies, follow local policy consistently and provide any legally required or 
agreed access arrangements. Inclusion does not remove accountability; it improves the accuracy and 
fairness of how accountability is applied.
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SECTION 12

Learning, Career Development and 
Promotion
Ensure autistic employees can build skills, visibility and progression without unnecessary 
social gates.

•  Access to development should not depend on informal sponsorship alone.

•  Training design can create barriers even when job performance is strong.

•  Promotion criteria should reflect the target role, not one narrow leadership style.

GARC PRACTICE PRINCIPLE

Career equity means access to opportunity, feedback and stretch work - not only retention in the current role.

Accessible learning and development
  Provide learning objectives and materials in advance where feasible.☐

  Use clear instructions for group exercises and role play.☐

  Offer alternatives when an exercise tests social spontaneity rather than the intended skill.☐

  Allow questions in writing and after the session.☐

  Record or repeat key instructions where permitted.☐

  Use real work examples and explicit criteria for successful application.☐

Career conversations

Discuss Questions

Strengths Which work gives you energy or allows you to use your strongest capabilities?

Interests Which technical, leadership, research, client or operational areas do you want to deepen?

Barriers What currently makes it harder to demonstrate your capability?

Visibility
Which projects or relationships would help others see your contribution without relying on 
informal networking?

Leadership
Which leadership responsibilities interest you, and what support would make them 
accessible?

Next step What specific experience, evidence or skill is needed for the next role?

Promotion and leadership
Do not assume that an employee who communicates differently lacks leadership potential. Leadership can 
include judgment, technical direction, reliability, coaching, strategy, decision-making and ethical 
accountability. If a target role genuinely requires high levels of live negotiation or public presentation, assess 
and develop those requirements explicitly rather than using charisma as an unspoken proxy.
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SECTION 13

Remote, Hybrid and Digital Work
Use flexibility deliberately while preventing new forms of ambiguity and isolation.

•  Remote work can reduce sensory and travel demands but may increase communication ambiguity.

•  Hybrid arrangements should specify when presence is essential and why.

•  Digital channels need clear norms for urgency, response times and task ownership.

GARC PRACTICE PRINCIPLE

Flexibility works best when expectations are explicit on both sides.

Digital working norms

Area Team standard to define

Channels What belongs in email, chat, project system or meeting?

Urgency How is urgent work labeled and what response time is expected?

Availability Core hours, focus periods, status indicators and when delayed response is acceptable.

Meetings Camera expectations, recording, chat participation, agenda and notes.

Documentation Where decisions, files, tasks and deadlines are stored.

Hybrid presence Which activities require in-person attendance and which can be remote.

Remote-work risks to watch
•  Working longer hours because stopping cues are weaker.

•  Missing informal context that colleagues receive in the office.

•  Excessive written messages replacing direct clarification.

•  Camera fatigue or continuous notifications.

•  Isolation from development opportunities or sponsorship.

•  Unclear boundaries between availability and personal time.

HYBRID FAIRNESS

Do not make remote flexibility available in policy but penalize employees informally through reduced access to 
information, visibility or promotion.



GARC WORKPLACE & EMPLOYER AUTISM TOOLKIT

Global Autism Research Center (GARC)  |  Edition 1.0 - 2026  |  21

SECTION 14

Disclosure, Privacy, HR and 
Occupational Health
Build trust through clear roles, confidentiality and proportional information sharing.

•  Disclosure is a personal and context-dependent decision.

•  Employees may request changes without wanting broad disclosure.

•  HR, managers and occupational health have different roles and should not blur them.

GARC PRACTICE PRINCIPLE

Collect and share only the information needed for a legitimate workplace purpose.

Disclosure
Some autistic employees disclose at recruitment; others disclose after joining, after a diagnosis, when work 
changes, or not at all. Fear of stigma or career impact can influence disclosure decisions. Employers can 
reduce that risk by making adjustment processes clear, confidential and evidence-based rather than 
requiring employees to repeatedly justify themselves to multiple people.

Role boundaries

Role Appropriate focus

Line manager
Work expectations, practical barriers, implementation of agreed arrangements and 
day-to-day performance.

HR / People team
Policy, process consistency, confidentiality, documentation, employee relations 
and legal escalation.

Occupational health / 
qualified clinician

Functional impact, health-related recommendations and professional advice within 
their scope.

Employee assistance / 
wellbeing service

Optional support within service boundaries; not a substitute for fixing workplace 
barriers.

Colleagues
Only the practical information needed to work together or implement an agreed 
team arrangement.

Privacy questions before sharing information
  What legitimate workplace purpose requires this information?☐

  Who actually needs to know?☐

  Can the practical arrangement be explained without disclosing diagnosis?☐

  Has the employee been told what will be shared and why, unless law or safety rules require otherwise?☐

  Is sensitive information stored and accessed according to applicable data-protection rules?☐
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SECTION 15

Organization-Wide Implementation and 
Measurement
Move from isolated good intentions to a reliable operating system.

•  Assign accountable ownership and define decision rights.

•  Train managers in practical inclusion, not diagnostic expertise.

•  Measure access, retention, progression, adjustment effectiveness and employee experience.

GARC PRACTICE PRINCIPLE

What gets embedded in recruitment, management, workplace design and governance survives leadership changes.

Implementation architecture

Layer Minimum practice

Leadership Executive sponsor, clear inclusion commitment, resources and review of outcomes.

Policy
Accessible recruitment, workplace adjustment, confidentiality, absence, performance and 
grievance processes.

Managers Practical training, manager toolkit, escalation route and case consultation.

Workplace / Facilities
Sensory-aware options, quiet space, predictable workspace choices and accessible safety 
arrangements.

Digital / IT Accessible platforms, clear notification norms and assistive-technology pathway.

Employee voice
Autistic and disabled employees involved in design and review without unpaid emotional labor 
becoming an expectation.

Data
Proportionate, privacy-respecting metrics focused on process and outcomes rather than 
surveillance.

Suggested implementation metrics

Domain Examples

Recruitment
Candidate adjustment requests fulfilled; stage-to-stage outcomes; candidate experience 
feedback.

Adjustments Time to decision; implementation rate; review completion; employee-rated effectiveness.

Management Manager training completion plus observed use of tools and escalation support.

Retention Turnover and regretted loss patterns, interpreted carefully and with privacy protection.

Progression Access to training, stretch assignments, promotion and leadership development.

Experience
Psychological safety, clarity of expectations, sensory access and confidence requesting 
support.
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Domain Examples

Governance Open actions, owners, deadlines and evidence of employee input.

90-day activation sequence

Period Focus Deliverable

Days 1-30 Baseline and ownership
Policy map, process owners, employee input, priority 
gaps and manager quick guide.

Days 31-60 Pilot
Test recruitment, onboarding, adjustment and 
manager tools in selected teams.

Days 61-90 Standardize
Refine tools, publish routes, train managers, establish 
dashboard and review cycle.

GOVERNANCE PRINCIPLE

Do not claim an organization is autism-inclusive because it has delivered awareness training. Inclusion should be 
demonstrated through accessible systems, employee experience and outcomes over time.
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APPENDIX A

Practical Tools and Templates
These tools are designed to be adapted to the employer's jurisdiction, policies and systems. They should not 
be used to demand unnecessary medical detail. Where a form becomes part of an employment record, 
apply applicable confidentiality, retention and data-protection requirements.

Tool Template

01 Inclusive Job Description Checklist

02 Candidate Access Request Form

03 Interview & Assessment Accessibility Checklist

04 Pre-Start Information Planner

05 Employee Access Passport

06 Communication Preferences Profile

07 Task Clarity Template

08 Manager One-to-One Template

09 Meeting Accessibility Checklist

10 Sensory Workplace Scan

11 Workload & Energy Map

12 Workplace Adjustment Request & Review

13 Remote / Hybrid Access Plan

14 Overload Early Warning & Recovery Plan

15 Absence / Return-to-Work Access Plan

16 Performance Support Plan

17 Career Development Conversation

18 Team Neuroinclusion Charter

19 Manager Quick Sheet

20 30-Day Workplace Action Plan

21 90-Day Inclusion Review Dashboard
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TOOL 01

Inclusive Job Description Checklist
Use before advertising a role to separate genuine job requirements from inherited or vague conventions.

USE THIS TOOL

Complete with the hiring manager and recruiter. Challenge any requirement that cannot be linked to an essential 
role outcome.

Field Notes / response

Role title / business area

Essential outcomes What must the role deliver?

Essential communication 
demands

Specify actual tasks, not personality labels.

Location / travel / schedule Which elements are genuinely fixed?

Potentially unnecessary 
criteria

Qualifications, years of experience, social style, "culture fit".

Selection method How will each essential criterion be assessed?

Access statement How can candidates request adjustments?

Final review owner / date
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TOOL 02

Candidate Access Request Form
A concise route for candidates to request changes to the recruitment process without disclosing 
unnecessary personal detail.

USE THIS TOOL

Ask only for information necessary to arrange access and apply local confidentiality rules.

Field Notes / response

Candidate name / role

Recruitment stage Application / interview / assessment / other

Barrier or access need What part of the process creates difficulty?

Requested change What would make the stage accessible?

Alternative options If the preferred option is not feasible, what else may help?

Contact preference Email / phone / other

Decision / arrangement

Owner / date confirmed
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TOOL 03

Interview & Assessment Accessibility Checklist
For recruiters and panels to improve validity and consistency.

Field Notes / response

Format shared in advance Yes / No / N/A

Location / platform 
instructions clear

Yes / No / N/A

Panel roles explained Yes / No / N/A

Questions structured and job-
relevant

Yes / No / N/A

Processing time allowed Yes / No / N/A

Eye contact / small talk 
excluded from scoring unless 
essential

Yes / No / N/A

Adjustment arrangements 
checked

Yes / No / N/A

Scoring criteria completed 
before discussion

Yes / No / N/A
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TOOL 04

Pre-Start Information Planner
Send practical information before day one so the employee can prepare without relying on hidden 
knowledge.

Field Notes / response

First-day time and place

Named contact

Arrival / security / access

Dress / equipment

Workspace and breaks

Schedule for first week

Systems / accounts

Manager one-to-one date

Adjustment contact

What not to worry about yet
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TOOL 05

Employee Access Passport
A voluntary employee-owned summary of practical work preferences and agreed access arrangements.

USE THIS TOOL

The employee should help decide who can access this document. It should not become a substitute for formal 
adjustment records where those are required.

Field Notes / response

My role / team

How I prefer instructions

How I prefer feedback

Meeting participation

Sensory / workspace factors

Planning and priority support

Changes and transitions

Early signs I may be 
overloaded

What helps me recover / reset

Agreed adjustments

Information I consent to share 
with team

Review date
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TOOL 06

Communication Preferences Profile
Use to agree practical communication norms between employee and manager.

Field Notes / response

Best channel for routine 
updates

Best channel for urgent issues

Written follow-up needed after 
meetings?

Preferred notice for significant 
changes

How to ask clarifying 
questions

Feedback style that works best

How to signal overload or 
need for pause

Response-time expectations
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TOOL 07

Task Clarity Template
Use for complex or high-priority assignments.

Field Notes / response

Task / project

Expected outcome

Priority relative to other work

Final deadline

Milestones

Inputs / dependencies

Decision rights

Quality / format standard

Who to ask

Escalate if

What can be paused if priority 
changes
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TOOL 08

Manager One-to-One Template
A predictable structure for regular conversations.

USE THIS TOOL

Consistency matters more than frequency. A short predictable one-to-one can prevent ambiguity from accumulating.

Field Notes / response

Top priorities before next 
meeting

Completed / progress

What is unclear

Workload / competing 
demands

Changes coming up

Adjustment check Still working? Any change needed?

Feedback both ways

Development / recognition

Actions / owner / deadline
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TOOL 09

Meeting Accessibility Checklist
Use for recurring or decision-heavy meetings.

Field Notes / response

Purpose defined

Agenda sent in advance

Preparation required stated

Decision points identified

Remote / written contribution 
possible

Turn-taking / facilitation clear

Breaks for long sessions

Decisions recorded

Owners and deadlines 
recorded

Follow-up location
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TOOL 10

Sensory Workplace Scan
A practical scan of the work environment - not a medical assessment.

Field Notes / response

Workspace / location

Noise sources

Lighting / glare / flicker

Visual movement / foot traffic

Smell / ventilation

Temperature

Crowding / queueing

Interruptions / notifications

Quiet alternatives available

Potential changes to test

Review date
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TOOL 11

Workload & Energy Map
Use when workload is technically manageable on paper but effort or recovery is becoming unsustainable.

Field Notes / response

High-focus tasks

High-social-demand tasks

High-sensory-demand periods

Frequent switching points

Travel / commute load

Current peak deadlines

Recovery opportunities

Work that can be grouped

Work that can be paused / 
delegated

Changes to test for two weeks
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TOOL 12

Workplace Adjustment Request & Review
A structured record of the barrier, agreed response and review - adapt to local policy.

Field Notes / response

Employee / role

Workplace barrier

Essential job outcome affected

Employee suggestion

Options considered

Agreed adjustment

Start date

Who implements each action

Information-sharing agreement

Trial period if applicable

Review date

Effectiveness / next decision
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TOOL 13

Remote / Hybrid Access Plan
Clarify how flexible work will operate in practice.

Field Notes / response

Usual location pattern

In-person activities that are 
essential

Remote activities

Core availability hours

Focus-time protection

Communication channels

Meeting expectations

Equipment / technology

Travel notice required

How changes are agreed

Review date
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TOOL 14

Overload Early Warning & Recovery Plan
A voluntary plan for recognizing rising demand and reducing escalation.

USE THIS TOOL

Do not use this tool to diagnose or monitor an employee. It is a practical plan agreed with the employee.

Field Notes / response

My early warning signs

Common triggers

What colleagues may notice

What helps immediately

What makes things worse

Who I want contacted

Work that can pause

Quiet / recovery option

When health / emergency 
support is needed

How we review afterward
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TOOL 15

Absence / Return-to-Work Access Plan
Use after health-related absence or burnout risk, alongside applicable HR and clinical processes.

Field Notes / response

Reason for work-related 
planning

Only include necessary work information.

Current capacity / restrictions

Return date / phased plan

Priority work only

Hours / location

Meetings / travel

Adjustments

Manager check-in frequency

Occupational health actions if 
applicable

Review date

Criteria for increasing 
workload
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TOOL 16

Performance Support Plan
A clear, evidence-based alternative to vague improvement requests.

Field Notes / response

Specific performance gap

Evidence / examples

Expected standard

Why the standard matters

Barriers discussed

Adjustments / support in place

Actions for employee

Actions for manager

Measurement / evidence

Review date

What happens next under 
policy
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TOOL 17

Career Development Conversation
Use at least annually or when the employee requests development support.

Field Notes / response

Work I do best

Work I want more of

Skills I want to build

Roles / pathways of interest

Barriers to visibility or 
progression

Stretch assignment

Mentor / sponsor / network 
support

Training adjustments

Evidence needed for next step

Review date
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TOOL 18

Team Neuroinclusion Charter
Create with the whole team so inclusive practice is not framed as one person's special rule.

Field Notes / response

Where tasks live

How we label urgency

Meeting agenda standard

How decisions are recorded

Focus-time norm

How we give feedback

How we raise disagreement

How we handle change

How we include remote 
colleagues

How we respect sensory 
needs

Review date
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TOOL 19

Manager Quick Sheet
A one-page prompt for day-to-day inclusive management.

Field Notes / response

Be explicit Outcome, priority, deadline, owner, quality and escalation point.

Write key decisions Do not rely on memory of verbal discussion.

Ask, do not assume Preferences and barriers vary by person.

Protect focus Reduce avoidable interruption and task switching.

Review change Explain what is changing and what remains stable.

Investigate barriers Before interpreting a change in performance as attitude.

Respect privacy Share only what is needed for work arrangements.

Develop talent Include access to stretch work, feedback and progression.
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TOOL 20

30-Day Workplace Action Plan
For a team, department or employer beginning implementation.

Field Notes / response

Priority issue 1

Action / owner / deadline

Priority issue 2

Action / owner / deadline

Priority issue 3

Action / owner / deadline

Employee input method

Manager communication

Quick-win process change

Evidence to collect

Day-30 review date
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TOOL 21

90-Day Inclusion Review Dashboard
Use as a compact governance review for a pilot or established program.

Field Notes / response

Recruitment access Evidence / status / action

Onboarding clarity Evidence / status / action

Manager capability Evidence / status / action

Adjustment process Evidence / status / action

Sensory / workplace access Evidence / status / action

Wellbeing / retention Evidence / status / action

Career development Evidence / status / action

Employee voice Evidence / status / action

Data / privacy Evidence / status / action

Top three actions next quarter
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APPENDIX B

Selected References and Resources
These sources support the rights, inclusion and workplace-practice principles used in this toolkit. Employers 
should also consult current national law, regulator guidance and professional advice applicable to their 
jurisdiction.

Source Resource

World Health Organization
Autism. Fact sheet, updated 17 September 2025. https://www.who.int/news-
room/fact-sheets/detail/autism-spectrum-disorders

United Nations / OHCHR
Convention on the Rights of Persons with Disabilities, Article 27 - Work and 
employment. https://www.ohchr.org/sites/default/files/Ch_IV_15.pdf

UN Committee on the Rights of 
Persons with Disabilities

General Comment No. 8 (2022) on the right of persons with disabilities to 
work and employment. https://docstore.ohchr.org/

International Labour Organization
Pathways to disability inclusion in the world of work. 
https://www.ilo.org/topics-and-sectors/disability-and-work/pathways-disability-
inclusion-world-work

International Labour Organization
Promoting diversity and inclusion through workplace adjustments: A practical 
guide (2016). https://www.ilo.org/publications/promoting-diversity-and-
inclusion-through-workplace-adjustments-practical

International Labour Organization / 
UN Global Compact

Guide for business on the rights of persons with disabilities (2017). 
https://www.ilo.org/publications/guide-business-rights-persons-disabilities

International Labour Organization
Businesses leading the way on disability inclusion (2023). 
https://www.ilo.org/publications/businesses-leading-way-disability-inclusion

Job Accommodation Network
A to Z by Disability: Autism Spectrum - accommodation ideas and process 
questions. https://askjan.org/

Chartered Institute of Personnel and 
Development

Neuroinclusion at work: Guide and report (2024). 
https://www.cipd.org/en/knowledge/guides/neuroinclusion-work

Evidence limitations
Autism employment research is developing and workplace outcomes are influenced by job type, culture, 
disability law, manager behavior, labor-market conditions and co-occurring health or disability factors. This 
toolkit therefore avoids prescribing a single model of autistic employment. Practices should be monitored for 
real-world effectiveness and revised with autistic employee input.
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