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Creating workplaces that benefit 
from physical, neurological and 
cultural diversity
We recently asked experts in disability services, 
neurodiversity, human rights and human 
centred workspace design, what is needed for 
people with diverse needs to thrive at work?

The surprising conclusion we discovered 
is that nothing specifically is needed for 
any particular demographic group. The 
fundamentals of effective people skills and 
leadership apply universally for creating 
resilient high-performing individuals, teams 
and organisations. 

Whether it’s having a conversation about 
flexible work arrangements, helping someone 
with auditory sensitivity with  access to a quiet 
space to work, providing uninterrupted time 
and space for people to work in flow, removing 
barriers so that someone in a physical disability 
is able to do their job, or negotiating workflow 
for a busy dad or mum who has children to 
pick up from school, the benefits for people, 
communities and organisations are tangible.

Five principles stand out for creating a 
resilient, high-performing, diverse workforce:

1. Overcome perceptual
bias.

Human beings have evolved to be attracted to 
sameness and to be cautious of difference. The 
downside of this unconscious bias is that we 
tend to form tribes that think and act in similar 
ways, at the expense of appreciating the value 
of different perspectives, or the fresh ideas that 
someone who is different from us might bring 
to our team or organisation.

2. Embrace reasonable
adjustment.

The concept of reasonable adjustment is well 
articulated by the Human Rights Commission. 
The idea is that workplaces should make 
reasonable adjustments to working conditions 
so that people with physical, neurological 
or cultural differences are not-discriminated 
against. 

The principles of reasonable adjustment apply 
equally well to everyone.



3. Provide 
opportunity for 
inclusion. 
Extensive studies by global companies like 
Google and Atlassian have found that virtual 
teams are just as productive as those that are 
co-located - provided that the conditions are 
right to form strong relationships and social 
connections. If social isolation is the emerging 
plague of the 21st century, creating inclusive 
community is the antidote, and a sense of 
belonging is the key to productive workplace 
culture. 

4. Focus on net benefit. 

Whether you are the employer or the employee, 
the intention of recruitment, performance and 
retention is net benefit to the business. Net 
benefit is about an individual’s contribution 
to the business considering the support they 
might need to do the job. A feature of ensuring 
net benefit is getting the right fit for the role. 
If someone’s performance requires micro-
management and they are a major distraction 
to the workflow of others, for whatever reason, 
the net impact can quickly become negative. 

5. Psychological safety 
is critical.

Cultural insights from many organisations 
show how  most people experience a sense of 
threat in the workplace, predominantly  from 
managers and co-workers. 

One of our highest intentions at Frontline Mind 
is to help people make the most of different 
perspectives and to perceive the world in ways 
that are resourceful.

The HOME-SAFE framework presented here 
is a handrail that guides employers and 
employees to some of the many resources we 
have developed to create resilient, productive, 
diverse and inclusive workplaces.

We believe that employers and employees 
should all go home safely after work. 



Needs analysis & 
job design

What technical skills are needed?

What is the function of the role?

Be proactively inclusive for physical, 
neurological and cultural diversity

What behaviours would be coherent 
with the culture we want?

Selection & Rejection

Ensure the application process is 
accessible

Select based upon ability to add value 
to the business, not just perform well in 
an interview

Test and evaluate through scenarios 
and tasks

Manage rejections with compassion

Be personal, specific and kind

Offer hope and development direction
Consider a future relationship

Induct & co-design

Inductions need to be timely and 
thorough

Provide cultural expectations at 
the level of intention and specific 
behaviours

Co-design:

• Performance expectations
• Personal support
• Rewards and recognition
• Feedforward process
• Learning framework

Use the reasonable adjustment 
framework where needed

HIRE ONBOARD

Hire-Onboard-Manage-Exit (HOME): 
A handrail for employers



Appropriate to context

What is the context? 

What function from the role do I want 
and what are the next steps?

Am I:

• Commanding
• Facilitating
• Delegating
• Coaching
• Supporting 
• Referring

Performance

Create a safe environment for 
discovery through feedforward

Be:

• Outcomes focussed
• Evidence based and realistic

Link to co-designed rewards and 
recognition

For underperformance, ensure: 

• Transparency
• Timeliness
• Opportunity 
• Support

Evolve or exit

Consider employee evolution within 
and beyond the business

When exiting:

• Facilitate self-selected exit where 
possible

• Support the transition
• Ensure no surprises

MANAGE EXIT



Suitable fit

What value do I bring to others?

What form  of environment and culture 
do I wish to join?

What do I need to thrive?

What are the needs of the business?

Am I suitable?

Selection & learning 
from rejection

What background preparation do I 
need to do?

How can I showcase the value I bring?

What do I wish to discover about them 
through the application process?

Do I need help with the application?

Develop a resilient and resourceful 
state for interview

If I get rejected, what can I learn that 
will help me improve my performance 
next time?

Assimilate, understand 
& co-design

Establish rapport, build connections, 
and ask questions to become 
situationally aware

Be prepared to co-design:

• Performance expectations
• Personal support
• Rewards and recognition
• Feedforward process
• Learning framework

Self-calibrate and calibrate other verbal 
and non-verbal behaviours

SEEK ASSIMILATE

Seek-Assimilate-Function-Evolve 
(SAFE): A handrail for employees



What? What for? 
And how?

What is the context? 

What function is expected of me?

What is the higher intention for 
everything I do?

Performance

What criteria will others use to evaluate 
performance?

Focus must be on continual 
feedforward

Be:

• Outcomes focussed
• Evidence based and realistic

If you suspect or know that you are 
not performing:

• Take personal responsibility
• Be honest with yourself
• Consider your fit within the 

organisation
• Review the 4 choices

Evolve or exit 

Consider personal evolution within and 
beyond the business. 

Are you co-evolving along a similar 
trajectory or a different one?

Plan your exit and transition, managing 
your personal ecology

FUNCTION EVOLVE




