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[bookmark: _Toc150440307]1.0 Introduction
Neurodiverse individuals often face unfair perceptions of inexperience or unintelligence in the workplace. This group has been traditionally neglected and excluded from pursuing engaging careers due to discriminatory recruitment practices, aptitude tests, and interviews. It is time to recognise the worth of neurodiverse individuals and their potential contributions to the workforce. By revising and eliminating discriminatory practices, businesses and society can benefit from untapped talent and creativity. 
Research question: 
The report aims to answer the following question: Are The Office for National Statistics' recruitment campaigns and organisational policies inclusive of neurodiverse candidates? 
Approach: 
The report will conduct a comprehensive literature review of existing research on neurodiversity in the workplace. It will also provide a thorough definition of neurodiversity and its associated conditions, such as Autistic Spectrum Disorder (ASD), Attention Deficit Hyperactivity Disorder (ADHD), Dyslexia, and Dyspraxia. 
Focus on The Office for National Statistics (ONS): 
The report will discuss the benefits of neurodiversity in the workplace and explain what constitutes a good and inclusive recruitment process; this is necessary to assess the ONS's recruitment process and compare it to the current benchmark. 
Many organisations claim to have an objective recruitment process, but only a few train all interviewers on legal obligations and objective interview practices; this lack of training can lead to subjective evaluations and biases that influence interviews. Organisations need to recognise the importance of removing recruitment bias. 
The report will suggest the inclusion of neurodiverse employees in developing job advertisements to improve the validity, reliability, and objectivity of recruitment tests. In doing so, a fair and inclusive recruitment process that welcomes diversity and promotes equal opportunities for all candidates, including those with different cognitive abilities such as ASD, ADHD, DCD, and Dyslexia, can be ensured. 
Research methodology: 
The report will introduce the research methodology and provide an analysis of the ONS's recruitment process. Additionally, the report will compare the ONS's recruitment process with that of Johnson & Johnson (J&J), which has been identified as a suitable organisation for comparison. 
Conclusion: 
The conclusion will summarise the key findings and draw inferences about the overall research problem, providing a concise view of the outcomes.
[bookmark: _Toc150440308]2.0 Literature Review
[bookmark: _Toc150440309]2.1 Introduction
In recent years, there has been a growing recognition of the concept of neurodiversity, which refers to the diversity of human cognition, including conditions such as Autism Spectrum Disorder (ASD), Attention Deficit Hyperactivity Disorder (ADHD), Specific Learning Difficulties (SpLD) like Dyslexia, Dyspraxia (DCD), and others. This concept recognises that individuals with neurological differences should be accepted and valued for their unique perspectives and abilities rather than being stigmatised or excluded. However, despite the progress in raising awareness of neurodiversity, there is still a significant lack of research and understanding about promoting inclusion and diversity in the workplace, particularly in recruitment procedures. In this context, it is crucial to explore how to address the challenges that neurodiverse individuals face in securing employment and how to develop inclusive hiring programs that remove traditional interviews.
[bookmark: _Toc150440310]2.2 Literature Review
Singer (1998/2017) first introduced the term "neurodiversity" to describe the concept of neurologically different minds; this term was initially used to describe individuals on the autistic spectrum. However, the concept of neurodiversity has evolved to recognise and accept those considered "neuro-atypical" as a minority group. The expanded view now includes individuals with different types of learning and behavioural disabilities, such as Dyslexia, Dyspraxia, ADHD, Dyscalculia, and Tourette syndrome, as well as Autism (Brînzea, 2019)
Globally, approximately one billion people, or one in six individuals, reportedly have disabilities, facing exclusion, underemployment, unemployment, and poor health outcomes. These individuals are often disempowered and isolated within organisations and communities (Fujimoto et al., 2013). 
The literature indicates that 20% of the UK population identifies as neurodivergent. However, this statistic may not be fully representative due to undiagnosed individuals who may feel uncomfortable disclosing their neurodiversity in the workplace. (UK Statistics Authority, 2017; The Brain Charity, 2022). Having a disability is not a personal defect but rather a result of societal barriers and practices, that "normal" is not superior or correct and that disability should not be viewed as a negative or inferior trait. Instead, it should be recognised as an ethnicity rather than a medical condition, challenging normalcy as the dominant standard, "normal" is an unachievable notion (Davis, 1995; Thomson, 1997; as cited in Singer, 1998/2017) 
Furthermore, despite the efforts made to ensure equal opportunities in employment, statistics show that the percentage of disabled individuals employed is still significantly lower than that of non-disabled individuals. Specifically, the employment rate of disabled individuals is approximately 50%, while that of their non-disabled counterparts is over 80%. Autistic individuals have the lowest employment rate among all disabled individuals. At the same time, it is understandable that not all people with autism can work; it is important to note that many of them have the desire to do so (National Autistic Society, 2021).
Neurodiversity is a newly recognised concept in the workplace, but there is a significant lack of research in this area. The existing literature indicates that interviews and workplaces are designed for neurotypical individuals, unintentionally excluding neurodiverse individuals (Fujimoto et al., 2013; Thompson, 2023). Individuals with neurodiversity face significant challenges in securing employment due to being perceived as different or sub-normal, resulting in unemployment or underemployment. It is suggested that the issue lies with biased recruitment processes and interviews rather than the neurodiverse individuals. This view is supported by prominent organisations such as SAP, Microsoft and DXC Technology, who have reported successes since developing inclusive hiring programs that remove traditional interviews (Shalfrooshan et al., 2023)
As mentioned, it is generally accepted that the workplace and recruitment procedures are designed for a neurotypical population (Russo et al., 2023); however, this excludes a considerable proportion of the population identifying as neurodivergent (Burnett, 2019). 
This disparity is not a result of a lack of ability but rather a lack of awareness, training, and support from institutions, resulting in many neurodiverse individuals being excluded from the workforce. Only 22% of autistic adults are currently employed, and studies suggest that the unemployment and underemployment rates for autistic adults may exceed 80%. Additionally, over half of those with dyslexia (52%) report experiencing discrimination during the interview process, and 60% of individuals with ADHD feel that they have lost their jobs due to their neurodiversity (Dunne, 2022)
The statistics regarding neurodivergent individuals experiencing stigma and misunderstanding in the workplace are concerning, with 61% reporting such treatment. Additionally, a survey found that more than a third of respondents faced difficulties with their manager or supervisor, and 40% reported a decline in their work environment after disclosing their neurodivergence. It is, therefore, not surprising that 93% of neurodivergent professionals would prefer to work for an organisation that prioritises inclusivity (Thompson, 2023).
It has been widely accepted that neurodiverse candidates may have the ability to perform well, but due to the stigma surrounding neurological conditions, they tend to struggle with low self-esteem (Bewley & George, 2016)
The literature suggests that recruitment campaigns are challenging to neurodiverse candidates, which either prevents them from applying or from successfully being recruited into an organisation. There are several factors to this. Where an employer advertises may limit the audience; for example, autistic individuals may prefer social networking sites over conventional job advertising sites (Russo et al. (2023).
The advertisement itself may not be accessible for individuals with dyslexia, and they may require screen reading equipment to read the words aloud; if the post is not in an accessible format, the applicant cannot view and access the information. (Holland, 2019). Additionally, if the language used in the job posting is overly complex, ambiguous or requires irrelevant skills, it may not accurately represent the job duties (CIPD, 2013); (Doyle & McDowall, 2021)
According to the American Psychiatric Association (2013) and Davies et al. (2023), individuals with autism may face challenges in social communication, which can hinder their ability to pursue careers that demand strong communication skills. Moreover, Walenski et al. (2006) and Davies et al. (2023) have noted that autistic individuals tend to interpret language more literally. 
Recruitment advertisements that do not explicitly state their intention to recruit neurodivergent candidates may discourage such individuals from applying. Organisations that rely on recruitment agencies to find suitable candidates must ensure that the agency knows their preference for neurodivergent individuals. Otherwise, there may be a risk of miscommunication or error, leading to missed opportunities for both the organisation and the candidates (Bewley & George, 2016). 
Neurodiverse applicants often research the organisation before applying, so having easily accessible information and policies related to diversity and inclusion on the company's website can help foster inclusivity. Furthermore, current literature suggests that organisations should explore various means of assessing candidates' qualifications, strategies for disclosing conditions, and the accommodations they provide (Russo et al., 2023).
It is observed that autistic individuals may be more hesitant to apply for job roles if they do not meet all the criteria mentioned in the job description. In contrast, non-autistic individuals may apply for job roles even if they only partially meet the criteria specified in the job description (Markel & Elia, 2016; Davies et al., 2023); this is despite the research reporting that neurodiverse teams are 30% more productive than non-neurodiverse teams.
Neurodiverse individuals may face additional challenges during the initial written job application process. For instance, individuals on the autism spectrum are less likely to receive work experience opportunities and may encounter difficulties in aligning the experience they possess with the requirements of the job they are applying for (Baldwin et al., 2014; Graetz, 2010; Vincent, 2020; Wilczynski et al., 2013; as cited in Davies et al., 2023). As a result, candidates with autism may find it challenging to demonstrate their skills to potential employers.
Recent research indicates that incorporating artificial intelligence in recruitment processes, such as employing curriculum vitae (CV) screeners, may present particular challenges. One of these challenges is the system's inability to consider individual differences in experience. This limitation may result in the unfair rejection of neurodiverse candidates who cannot demonstrate their valuable skills (Nugent et al., 2020, as cited in Davies et al., 2023).
An interview remains a popular tool for recruitment; effectiveness during the interview process often hinges on one's interpersonal communication abilities, including the capacity to convey oneself effectively through verbal and nonverbal cues (Bourdage et al., 2020; DeGroot & Motowidlo, 1999; Lorenz et al., 2016; Macan, 2009; Peck & Levashina, 2017; Van Iddekinge et al., 2007; as cited in Davies et al., 2023)
For example, some individuals may struggle with social expectations, verbal and non-verbal communication, and interview questions where candidates must present a version of themselves (Goffman, 1959). Interview questions where candidates are required to provide a personal account of a previous experience, such as 'Tell me of a time you managed a disagreement.' 
Furthermore, studies have shown that the complexity of open-ended questions can hinder recall (Gaigg & Bowler, 2018; as cited in Davies et al., 2023); this, combined with the fact that certain neurodiverse individuals may require additional processing time, can result in a highly stressful situation. Consequently, neurodivergent candidates may be more likely than neurotypical candidates to struggle in employment interviews (Davies et al., 2023).
Time restrictions during interviews can put neurodivergent individuals at a disadvantage, as interviewers may not provide additional processing time. Additionally, employers and interviewers may lack an understanding of neurological conditions and their challenges (López & Keenan, 2014; as cited in Davies et al., 2023). Therefore, many interviewers may be unaware of potential adjustments that can support neurodivergent candidates during recruitment. As a result, it is not surprising that employers tend to prefer neurotypical candidates over neurodivergent candidates (Ameri et al., 2018; Flower et al., 2019; as cited in Davies et al., 2023).
The literature suggests that recruitment campaigns should be more inclusive of neurodivergent individuals (Holland, 2019); (Krzeminska et al., 2019); (Dunne, 2022); (Ebrahim et al., 2022). It is crucial to create a welcoming environment that supports all individuals, regardless of their neurodiversity. Removing biased recruitment processes and interviews will go a long way in ensuring that neurodiverse individuals are given equal opportunities in employment. Much of the literature cites SAP, Microsoft, and DXC Technology as the leading organisations promoting and prioritising this. Krzeminska et al. (2019); Bruyere (2019); Coplan et al. (2021) Shalfrooshan et al., 2023
The promotion of diversity and inclusion is a top priority for SAP (2022), DXC Technology (2022) and Microsoft (2022), to name a few. These companies have switched to new inclusive recruiting approaches that have successfully hired neurodiverse employees while reducing the emphasis on interviews dedicated to attracting, hiring, retaining, and developing talented individuals from diverse backgrounds. 
Microsoft believes a diverse and inclusive work environment leads to more innovation and improved customer service. Inclusive hiring approaches have been developed that include diversity hiring strategies, bias-free selection processes, outreach to minority talent, investment in early talent, employee referrals, and specialised programs such as the Autism at Work program, the Neurodiversity Hiring Program, Microsoft Leap, and the HBCU Cybersecurity Industry Collaboration Pilot. 
Additionally, to promote a diverse and healthy workforce, Microsoft has implemented training programs for their managers and interviewers to prioritise inclusivity in hiring. Similarly, in Australia, DXC Technology's Dandelion Program has provided job opportunities for individuals with neurological conditions in the IT industry since 2014. With a retention rate of 92%, the program has already helped over 200 people find employment.
The lack of empirical research emphasises the need to transform employment practices for inclusivity and organisational success (Krzeminska et al., 2019). Furthermore, it is critical to recognise that neurodiversity is a genuine diversity; society should strive to be more inclusive and supportive of all individuals, regardless of their neurological differences (Ludmila Praslova et al., 2023)
As a result of this lack of information, it is unclear exactly how to promote neurodiversity in recruitment, and there is significant ambiguity regarding which hiring procedures may be discriminatory and under what circumstances (Shalfrooshan et al., 2023). It is essential to recognise variances within neurodiversity and even within each category. 
Therefore, it is acknowledged that a one-size-fits-all approach is not appropriate. However, it is thought that unclear job descriptions, mistargeted recruitment campaigns, and organisations not explicitly encouraging neurodivergent candidates all contribute to the problem (Krzeminska et al., 2019; Shalfrooshan et al., 2023). Although there is guidance available to make recruitment more inclusive to neurodivergent people, there is no single source that outlines the requirements; the most helpful might be the Chartered Institute of Personnel and Development (CIPD, 2013).
[bookmark: _Toc150440311]2.3 Summary
Neurodiversity is a term used to describe individuals' different types of learning and behavioural disabilities. In the UK, it is estimated that 20% of the population identifies as neurodivergent. However, this figure may not be fully representative due to undiagnosed individuals who may feel uncomfortable disclosing their neurodiversity in the workplace.
Despite efforts to ensure equal opportunities in employment, statistics show that the percentage of disabled individuals employed is still significantly lower than that of non-disabled individuals. This is particularly true for individuals with autism, with only 22% reported to be in paid work. Neurodiverse individuals also face significant challenges in securing employment due to being perceived as different or sub-normal, resulting in 85-90% unemployment or underemployment.
Existing literature suggests that interviews and workplaces are designed for neurotypical individuals, unintentionally excluding neurodiverse individuals. It is suggested that the issue lies with biased recruitment processes and interviews rather than the neurodiverse individuals. To address this, some organisations have reported successes since developing inclusive hiring programs that remove traditional interviews.
It is essential to recognise variances within neurodiversity and even within each category. However, unclear job descriptions, mistargeted recruitment campaigns, and organisations not explicitly encouraging neurodivergent candidates contribute to the problem. While guidance is available to make recruitment more inclusive to neurodivergent people, no single source outlines the requirements.
Overall, it is essential to promote neurodiversity in recruitment and recognise that the workplace and recruitment procedures are designed for a neurotypical population, which excludes a considerable proportion of the population identifying as neurodivergent. The unemployment and underemployment rates for neurodiverse individuals are significantly higher, not because of a lack of ability but rather a lack of awareness, training, and support from institutions, resulting in many neurodiverse individuals being excluded from the workforce.
In conclusion, the concept of neurodiversity is a critical aspect employers should consider in the workplace. Even though there has been progress in ensuring equal employment opportunities, there are still significant challenges to overcome for neurodiverse individuals. It is essential to recognise that neurodiversity is not a personal defect but rather an ethnicity that is part of the natural variation of the human brain. Therefore, inclusive recruitment procedures should be implemented by institutions, and adequate support and training should be provided to ensure that neurodiverse individuals are not excluded from the workforce. This way, a more diverse and inclusive workplace can be created that benefits everyone.
[bookmark: _Toc150440312]3.0 Definition of Neurodiversity
[bookmark: _Toc150440313]3.1 Defining Neurodiversity 
 
Neurodiversity celebrates cognitive differences in all humans; the term was created by sociological researcher Judy Singer (1998/2017) as part of the human rights activism movement. This shift in focus recognises neurodiversity as an essential aspect of human diversity (Walker, 2021; ADHD Aware, 2023). 

According to The Brain Charity (2022), 'neurotypical' describes individuals whose cognitive and behavioural assessments align with statistical norms. In contrast, 'neurodivergent' is a term that refers to individuals whose cognitive and behavioural patterns deviate from these norms. Previously, such individuals were often labelled as having a disorder. However, the use of the terms 'neurodiverse' and 'neurominority' has become more prevalent as a means of promoting inclusivity and diversity. Figure 1 below shows the commonly associated 'difficulties' of a neurodivergent person.
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[bookmark: _Toc150000787]Figure 1 A Diagram Showing Difficulties Associated With Neurodiversity - Diagram created by Mary Colley & Joseph Aquilina (NeuroKnowHow.com; as cited in ADHD Aware, 2023)

These definitions include individuals with general learning disabilities and, or mental health needs, conditions such as attention deficit hyperactivity disorder (ADHD), autistic spectrum disorder (ASD), dyslexia, dyspraxia/developmental coordination disorder (DCD), Tourette syndrome (TS), dyscalculia, and dysgraphia are considered neuro minorities. However, the definitions of each condition have changed over time, and diagnostic criteria and treatment approaches still vary widely (Doyle & McDowall, 2021)

This report will focus specifically on ADHD, Dyslexia, DCD and ASD; each term will be defined in the next section.


[bookmark: _Toc150440314]3.2 Autism – (ASD)
ASD is a lifelong developmental disability which affects how people communicate and interact with the world and can be diagnosed at any point in an individual's life. According to The National Autistic Society (2023), more than one in 100 people are on the autism spectrum, and there are around 700,000 autistic adults and children in the UK; however, this figure is unlikely to be genuinely representative due to difficulty in gaining a diagnosis (McCarty & Frye, 2020).  
The National Autistic Society's (2023) research suggests that the definition of autism has changed over the decades and could change further as more is understood about the condition. However, the generally accepted definition explains that ASD is a neurological and developmental condition that impacts an individual's ability to effectively communicate, engage in social interaction, and exhibit appropriate behaviour. For example, people with ASD may experience difficulty learning and may exhibit restricted interests and repetitive behaviours (American Psychiatric Association, 2013); (CDC, 2023).
Additionally, physical differences may not be apparent in individuals with ASD; their skills and abilities can differ significantly, ranging from exceptional conversational skills to reliance on nonverbal communication; some individuals require extensive support, while others are capable of living independently (CDC, 2023), as such, ASD is referred to as a "spectrum" disorder because there is wide variation in the type and severity of symptoms people experience (NIMH, 2023).
[bookmark: _Toc150440315]3.3 Attention Deficit Hyperactivity Disorder – (ADHD)
ADHD is a neurodevelopmental disorder affecting both adults and children; ADHD presents difficulty sustaining attention, task prioritisation, organisation, and working memory, which contribute to significant difficulties in succeeding academically and professionally (CHADD, 2018). 
The symptoms associated with ADHD can also bring about significant hurdles in both work and personal life; individuals may struggle with erratic job performance, difficulty in fulfilling daily responsibilities, relationship issues, and ongoing feelings of frustration, guilt, or blame, which can exacerbate depression and substance abuse during early adulthood (CDC, 2021).
[bookmark: _Toc150440316]3.4 Dyslexia
The British Dyslexia Association (2010) agrees with the formal definition as proposed in The Rose Report (Rose, 2009); Dyslexia is a learning condition that has been observed to inhibit an individual's ability to read, write, and spell. It is a condition believed to be caused by differences in the brain's ability to process language; it can also affect spatial, visual, auditory, and executive functioning (prioritisation) abilities, including working memory and information processing. Put simply, difficulty processing information can affect learning and literacy skills in Dyslexic individuals.
Moreover, Dyslexia is a continuum and not a distinct category, with no clear cut-off points; co-occurring difficulties may be seen in various aspects, such as language, motor coordination, mental calculation, concentration, and personal organisation (BDA, 2010).
[bookmark: _Toc150440317]3.5 Dyspraxia - Developmental Coordination Disorder (DCD)
According to the Dyspraxia Foundation (2023), DCD is a condition that affects movement and coordination in both children and adults; despite its prevalence, DCD remains a hidden condition that is not well understood. It can affect every aspect of a person's life, making basic tasks challenging. 
DCD can cause challenges with movements, leading to awkward and uncoordinated motions that may require extra effort both physically and mentally; this can cause issues with spatial awareness, resulting in increased accidents and injuries; learning new movements or transferring motor skills to different activities may be challenging, it may also lead to difficulties with organisation, attention, memory, and time management, verbal dyspraxia can make speech coordination difficult (Dyspraxia UK, 2018)
[bookmark: _Toc150440318]4.0 Analysis Of The Office For National Statistics Recruitment Campaigns And Organisational Policies 
[bookmark: _Toc150440319]4.1 Introduction
The next section of the report will discuss the advantages of incorporating neurodiversity in the workplace. Despite being perceived as an obstacle or challenge, neurodiversity can offer unique perspectives and opportunities for competitive advantage. Although these conditions may present specific difficulties, they also provide alternative ways of thinking to benefit businesses. Next, it will provide a benchmark for analysis before moving on to the methodology and analysis of recruitment campaigns and organisational policies of the ONS and one other organisation for comparison.
[bookmark: _Toc150440320]4.2 What Are The Benefits Of Neurodiversity In The Workplace?
Dyslexic individuals possess exceptional visual thinking abilities suitable for entrepreneurial endeavours, especially in creativity and holistic reasoning. They excel in identifying implausible images and can process visual-spatial data comprehensively, making them valuable in astrophysics, molecular biology, genetics, and engineering professions. They can simplify complex processes through concise storytelling and excel in skills like inventive problem-solving and creative thinking.
Individuals with ADHD learn and acquire new skills quickly, thanks to their exceptional ability to multitask, perform better under high-pressure situations with various inputs, and have a natural inclination towards creativity. Additionally, given the right motivation, they can enter a state of intense concentration known as "hyperfocus".
People with ASD are often naturally inclined to work with computers, as they tend to excel in mathematical computation systems and programming activities. They may also possess advanced visual-spatial skills and exhibit higher scores in musical intelligence due to their detail-oriented nature. Autistic individuals can bring valuable skills to the workplace, such as punctuality, dedication, and loyalty. They can fill positions challenging to find among neurotypical individuals, such as software testing and customer support. Additionally, they tend to be effective communicators with a direct style, which is especially valuable as neurotypical individuals may struggle with complex language and nuanced speech.
Figure 2 summarises the unique strengths and talents that neurodivergent individuals bring to the workplace, which their neurotypical peers may not possess.
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[bookmark: _Toc150000788]Figure 2 – Diagram Showing Neurodiverse Strengths - (Adapted from Brînzea, 2019)
[bookmark: _Toc150440321]4.3 What Does Good Look Like?
The Chartered Institute of Personnel and Development (CIPD, 2013) offers valuable guidance to organisations seeking to enhance inclusivity for individuals with neurodivergent conditions. The CIPD's recommendations provide businesses with a benchmark for fostering a welcoming and supportive work environment for all employees. By following this guidance, organisations can work towards cultivating a diverse and inclusive workplace culture that values and supports neurodiverse individuals. 
A recent CIPD (2022) report found that organisations are trying to increase diversity and reduce recruitment bias, but the extent of these efforts varies widely (Appendix 1). While many organisations have a formal diversity policy and are taking some steps to attract diverse candidates, only a third are actively recruiting talent of all ages, and even fewer are targeting under-represented groups or diverse backgrounds. However, a third of organisations reported recruiting a more diverse workforce in the last year than in the previous year. 
Many organisations claim to have objective assessment and scoring criteria during recruitment. However, only a small percentage of them train all interviewers on legal obligations and objective interview practices. Due to the lack of training, subjective evaluations and biases can influence interviews. Often, organisations do not realise the importance of removing recruitment bias. 
With the input of neurodiverse employees in developing job advertisements, it can improve the validity, reliability, and objectivity of recruitment tests; in doing so, they can ensure a fair and inclusive recruitment process that welcomes diversity and promotes equal opportunities for all candidates, including those with different cognitive abilities such as ASD, ADHD, DCD and Dyslexia.
The report highlights that companies actively seek to recruit a diverse workforce by taking several recommended measures, including promoting diversity on their websites and more (Appendix 2). Nevertheless, the report indicates that these initiatives may be insufficient, as interviewers are not receiving adequate training on diversity and legal practices. This begs the question of whether these efforts are ultimately effective. 
[bookmark: _Toc150440322]4.4 Summary
Neurodivergent individuals bring unique strengths and talents to the workplace, such as exceptional visual thinking abilities, natural inclination towards creativity, multitasking, detail-oriented and direct communication skills. 
The Chartered Institute of Personnel and Development (CIPD) provides valuable guidance for organisations to enhance inclusivity for neurodivergent individuals. By involving neurodiverse employees in developing job advertisements and improving recruitment tests' validity, reliability, and objectivity, organisations can ensure a fair and inclusive recruitment process that promotes equal opportunities for all candidates, including those with different cognitive abilities such as ASD, ADHD, DCD, and Dyslexia.
[bookmark: _Toc150440323]5.0 Methodology
[bookmark: _Toc150440324]5.1 Introduction
The next section of the report will investigate and answer the research question: 
If The Office for National Statistics' recruitment campaigns and organisational policies are inclusive of neurodiverse candidates. 
The following will examine The Office for National Statistics' recruitment process through its organisational policies and job adverts to evaluate if they can successfully attract neurodiverse candidates and determine the percentage of neurodiverse employees and whether they feel sufficiently supported. This comprehensive analysis will help understand their unique needs and requirements and enable the development of more inclusive and supportive work environments.
The authors' interest in neurodiversity and its subsequent challenges stems from their own diagnosis. The research indicates that neurodiverse individuals, including those with Autism Spectrum Disorder (ASD), Attention Deficit Hyperactivity Disorder (ADHD), Dyslexia, and Dyspraxia, face significant barriers to employment and career advancement. Recruitment practices often exclude neurodiverse candidates, and social settings can pose challenges, leading to missed opportunities to acquire talented candidates. 
The report will analyse the authors' workplace, the ONS, their status as a "Disability Confident" organisation and its policies to determine their support for neurodivergent candidates. It will help identify and eliminate barriers, creating an inclusive work environment and benefiting from a diverse workforce.
[bookmark: _Toc150440325]5.2 Methods
To address the first part of the research question:
Inclusive job advertisements
Are job adverts suitably focused on necessary skills and qualifications without using overly complex language and specific requirements? 
A quantitative weighting analysis was conducted by analysing seven advertisements from the ONS (Gov.UK, 2023). The recommended guidance from CIPD was utilised, and each advertisement was evaluated against eight criteria outlined in Figure 3 below. 

[bookmark: _Toc150000789]Figure 3 Example of a well-designed job advert (CIPD, 2013)
A score of ten was given if the advert fully met the requirement, five if it partially met the requirement, and a score of zero if it was not met. 
Each advert had a potential score of 80.[image: A close-up of a document
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The readability of each advertisement was assessed using the Flesch Reading Ease Test (FRES), developed by Kincaid et al. in 1975, using an online tool, Readability Scoring System (2023). Advertisements with higher scores are considered easier to read, while lower scores indicate that the text is more challenging to comprehend. The readability is important as neurodiverse candidates may interpret the text differently than neurotypical candidates.
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[bookmark: _Toc150000790]Figure 4 The FRES formula
Additionally, it was necessary to utilise a language learning API tool 'Katmatfield' (2023), to analyse the gender coding of the job advertisement, as CIPD recommends using gender-neutral language to ensure inclusivity.
The complete results obtained from the methodology described above are available for viewing in Appendix 3.
To address the second part of the research question:
Organisational policies
How do these policies ensure the recruitment process remains inclusive, and are they updated to reflect the needs of neurodiverse individuals?
It was essential to scrutinise the existing organisational policies to determine their inclusiveness. However, it is important to note that this assessment is highly subjective; for instance, even if the policies seem inclusive, it may not be feasible to demonstrate whether they are followed in practice conclusively.
Finally, the author analysed seven Johnson & Johnson (2023a) (J&J) job advertisements using the aforementioned quantitative weighting analysis to compare their workplace recruitment processes with J&J.
Therefore, the research question has been thoroughly investigated and analysed, with well-supported conclusions provided.
[bookmark: _Toc150440326]6.0 The Office For National Statistics Organisational Policies
[bookmark: _Toc150440327]6.1 Disability Confident
The ONS has been awarded the prestigious Level 3 Disability Confident Leader status (Civil Service Commission, 2021); this achievement demonstrates the ONS's unwavering commitment to regularly reporting on the well-being, mental health, and disability status of its workforce. To attain a Level 3 status, the ONS is dedicated to actively employing individuals with disabilities.
The UK government recognises the power of transparency and reporting in fostering a more inclusive society. To this end, they have created a flexible and voluntary framework that empowers organisations to choose their path towards greater transparency. By publicly displaying this status on the ONS website and recruitment materials, they can signal their dedication to employing and supporting those with disabilities and promoting ongoing mental health and well-being. This approach allows potential candidates to feel confident that they are joining an organisation actively committed to building a more diverse and inclusive workplace.
[bookmark: _Toc150440328]6.2 Recruitment Process And Principles Of The Office For National Statistics
The ONS (2021) is deeply committed to equality, diversity, and inclusion principles. It takes several measures to ensure all employees are treated fairly, fostering an environment promoting societal equality. 
Furthermore, the organisation has various initiatives that reflect its commitment to diversity and inclusion. For instance, it hosts diversity role model events that showcase inspiring individuals across the organisation. Their efforts have not gone unnoticed, as it has been nominated for several awards and recognised by expert organisations, such as the Business Disability Forum, for their work on equality, diversity, and inclusion. 
As such, before any post is advertised, it is scrutinised to ensure it complies with the Recruitment Principles and the Civil Service Code; they are adamant that they do not discriminate in any way, which is supported by their actions to provide mentoring and development programs. 
Additionally, as per the Recruitment Principles (Civil Service Commission, 2021), all interviewers must undergo recruitment and selection training, which includes unconscious bias training. Moreover, if any candidate declares a disability and meets the minimum selection criteria, they must be offered an interview. Managers are responsible for providing necessary workplace adjustments to disabled employees, which are recorded on a Disability Passport and reviewed periodically. An active Disability Network, supported by senior champions, is dedicated to removing any obstacles within the workplace and commemorating important disability awareness days throughout the year.
It is important to clarify that the disability confident scheme is not meant to force unsuitable candidates through the interview stage. Instead, it is designed to provide candidates who have met the minimum standards and may face disadvantages with an opportunity to move forward. This is because fewer applicants who disclose a disability are typically received than those who do not. To ensure that the organisation is hiring a diverse workforce, it is essential to ensure that these candidates are not overlooked at the initial stage of the process. 

As a part of their recruitment process, the organisation employs psychometric tests tailored to the specific requirements of the role. These tests aim to gather additional information about the candidates. During the interview process, the organisation considers all evidence gathered, including assessments and questions in the initial and final interviews. The decision to select a candidate is not solely based on the interview but on a comprehensive evaluation of all the information gathered throughout the recruitment process.

Additionally, to ensure that the recruitment process is fair and unbiased, the ONS strives to have a diverse sift and interview panel that has received proper training. During the sifting process, candidate information is anonymised, and only relevant information is shared with the panel as the candidate progresses through different stages of the recruitment process. For instance, if the candidate is invited to an interview, the panel and organisers are informed of any requested accommodations, such as wheelchair access, extended interview time, or regular breaks.

Furthermore, to provide equal opportunities for candidates with disabilities, the ONS evaluates requests for reasonable adjustments on a case-by-case basis. The Disability Confident scheme and reasonable workplace adjustments aim to remove barriers to employment and create a level playing field. When considering reasonable adjustments, the ONS consider the unique nature of each disability. 

The ONS maintains that the best candidate is chosen based on merit, regardless of disability; however, should a candidate feel disadvantaged or discriminated against in any way, the ONS provide a formal complaints procedure, which is included in the job advertisement.  

[bookmark: _Toc150440329]6.3 The Government Social Research 
The Government Social Research (GSR) service is a respected organisation operating within the government; they recognise that diversity and inclusion are integral to its mission and encompass a range of protected characteristics, including neurodiversity. As such, they have implemented a threefold strategy for promoting diversity and inclusion: attracting a diverse pool of applicants to the profession, maintaining fair and inclusive selection and recruitment processes, and cultivating a fully inclusive and supportive culture within the government. 
Table 1 below presents the current analysis, which reveals a significant percentage of government employees identifying with a protected characteristic. However, it is uncertain from this data what percentage of these employees fall under the neurodiverse category. The GSR is actively working towards identifying this group in future analyses to provide a more comprehensive understanding and statistics.
[bookmark: _Toc150004624]Table 1 Analysis Of Protected Characteristics Within Government And The Wider Population (Campbell & MacDonald, 2021)
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The ONS is committed to accommodating and supporting individuals with such conditions, ensuring that they are treated equally and fairly; they have been awarded Level 3 Disability Confident Leader status, demonstrating their commitment to employing and supporting individuals with disabilities. The ONS ensures its fair and unbiased recruitment process, and reasonable adjustments are evaluated case-by-case to provide equal opportunities for candidates with disabilities. The best candidate is chosen based on merit, regardless of disability. 
[bookmark: _Toc150440331]7.0 Analysis of Job Advertisements
[bookmark: _Toc150440332]7.1 Introduction
The ONS won the CIPD Wales Award for 'Best Resourcing and Talent Management Initiative' in 2021 (Civil Service Commission, 2021). It prioritises inclusivity in its webinar program and tracks outcomes for minorities during recruitment quarterly. This helps establish a baseline and monitor progress to identify areas of impact and determine further action.
Furthermore, the ONS has developed a method to measure diversity and inclusion in their hiring process. They use 'proportion' and 'outcomes' to determine the level of representation of different genders, ethnicities, disabilities, and sexual orientations in their workforce. By comparing the 'proportions' of their workforce to the working-age population in the locations of their offices, they can identify imbalances and take corrective measures.
If there is a noticeable difference in the number of applicants from a particular group, recruiters can investigate their recruitment campaigns to identify any factors that may have caused the shift. 'Outcome' data tracks minority applicants' progress through the recruitment stages. Analysing data identifies shifts and campaign success. Reports highlight positive outcomes for learning and areas needing more support.
Given their success with CIPD and commitment to improvement, it is relevant to analyse against CIPD's criteria. Therefore, a quantitative weighting analysis was conducted on seven advertisements from ONS and J&J, using the recommended guidance from CIPD's Figure 3. The analysis involved addressing each of the eight CIPD criteria, assigning appropriate weightage to them, and then totalling them to determine the level of inclusivity.
Although every effort was made to ensure that the guidance and job advertisements were analysed as objectively as possible, some bias may have been present due to the subjective nature of the content.
The analysis results can be seen below in Table 1 and Table 2; an ONS job advertisement highlighted to show areas of analysis can be seen in Appendix 4, and the complete analysis of all fourteen adverts is available in Appendix 3.
[bookmark: _Toc150440333]7.2 Analysis of The Office For National Statistics Job Advertisements 
Table 1 indicates that the ONS job advertisement inclusivity score is consistently high. However, they have not achieved a total score against the eight CIPD criteria; it is apparent that they score highly in all but two areas. 
The ONS adverts achieved an average score of 67 out of 80 or 84%.
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The ONS  job advertisements are comprehensive and, in the main, comply with the CIPD recommendations; all of the job advertisements specify a non-negotiable salary, which is clearly stated at the top of the advert. They also include clear and specific details of any additional benefits above the legal minimum; in the case of the ONS, this details their above-average pension contribution. 
Each advertisement details specific and flexible working conditions, advising that although office attendance may be required for the position, it is negotiable; additionally, the job descriptions and person specifications are clear and sufficiently detailed to provide an overview of a candidate's expected duties and responsibilities. 
Furthermore, the FRES score indicates that the text is aimed at professional or academic level reading ability, which is not surprising given the organisation's nature and the positions' requirements. However, the text is considered for an expert audience; the analytical tool confirms that the text conveys specialised information while utilising explanatory and transitional language to provide clarity for an informed audience.
An analysis of the advertisements reveals that five of the seven adverts use strongly feminine-coded language, while two of the seven use strongly masculine-coded language. This finding is significant because studies by Antoniou and Akrivos (2020) and Carpio and Fujiwara (2023) suggest that gender-neutral language can increase female applicants but does not impact males' perceptions. The analysis discovered that all seven advertisements were either male or female-coded, resulting in a score of five.
The ONS performed well in the provision of reasonable adjustments for job candidates. The job advertisement explicitly mentions the organisation's commitment to inclusion, diversity, and disability goals. It also provides clear contact details for candidates seeking reasonable adjustments or accessibility needs. 
All seven adverts received a score of five for the final criteria, which assesses whether flexible interview arrangements are offered. However, while the initial sift and interview dates were specified, there was no mention of flexibility within those dates.
[bookmark: _Toc150440334]7.3 Summary 
After analysing the ONS job advertisements, it has been found that they are well-rounded, uniform, and generally follow the guidelines provided by the CIPD. However, there is still some room for improvement.
In order to promote inclusivity, it is essential to use gender-neutral language in their job advertisements. However, research has shown that using feminine-coded language is more effective than masculine-coded language in attracting a diverse pool of candidates without disadvantaging male applicants. The above analysis reveals that five used feminine-coded language, which suggests that the organisation is taking steps in the right direction to create an inclusive workplace culture. By using more welcoming and inclusive language, the ONS can ensure that they are attracting the best candidates regardless of gender and creating a more diverse and equitable workplace.
Additionally, there is an opportunity to enhance the recruitment process by providing more flexibility during interviews. While they currently request that candidates contact the recruitment team for any necessary adjustments, it would be beneficial to state this as a welcome and inclusive practice explicitly; this would help ensure that all candidates have equal opportunities to demonstrate their skills and abilities during the interview process. 
[bookmark: _Toc150440335]7.4 Analysis Of Johnson And Johnson's Job Advertisements
Table 2 shows that Johnson & Johnson scored poorly in most areas of the analysis against the CIPD recommendations.
[bookmark: _Toc150004626]The J&J adverts achieved an average score of 22 out of a possible 80 or 28%, which is considerably lower than the ONS.
Table 3 – Quantitive weighting analysis of seven J&J job advertisements
[image: A table with numbers and text

Description automatically generated]
The adverts of Johnson & Johnson fail to provide a comprehensive description of the compensation package, including salary and benefits that exceed the legal minimum. Moreover, they do not mention whether or not there is an option for flexible working arrangements. Additional information about these aspects would be helpful for potential candidates to ensure they make informed decisions about their job search.
However, the results indicate that the adverts score considerably higher for their job description and role requirements. Generally, it was found that these details are provided consistently within the adverts, providing a short but clear description of the role and behaviour-based requirements. 
Although the FRES score indicates that the text is aimed at professional or academic level reading ability, similar to the ONS adverts, the analytical tool suggests that the text uses specialised vocabulary aimed at scientific or technical candidates. This could make it more difficult to understand. 
Interestingly, the analysis shows that, like the ONS adverts, none of J&J's adverts use gender-neutral language; they scored identical to the ONS in that five out of the seven adverts use strongly feminine-coded language, and two out of the seven adverts use strongly masculine-coded language. In terms of reasonable adjustments, J&J's advertisements scored a five. While the adverts mention accommodations, it is worth noting that this information is at the bottom of the advertisement and written in smaller text than the rest. As a result, it received a score of five due to its lack of prominence.
Finally, it is worth noting that none of the advertisements provide a specific closing or interview date. Additionally, no reference is made to any flexibility within the interview process.
[bookmark: _Toc150440336]7.5 Summary
The Johnson & Johnson job adverts lack comprehensive information about compensation packages, and it is unclear if flexible working arrangements are available. However, they score high for job descriptions and role requirements. The adverts use gender-specific language, and limited prominence is given to reasonable adjustments. Additionally, none of the advertisements provide a specific closing or interview date or mention any flexibility in the interview process.
[bookmark: _Toc150440337]7.6 Comparative Analysis Of The ONS And J&J
When comparing the results of both analyses, it is clear that the ONS scores considerably and consistently higher than J&J; the ONS clearly and prominently state their intention to recruit a diverse workforce; by placing this visibly within the advert, it suggests this is a true reflection of their intention, whereas J&J reserve their diversity and inclusivity statement to the very last section of the advert, where it could be potentially overlooked. According to Tone Alm Andreassen (2021), having a diversity clause in an advertisement does not necessarily mean it is practised. 
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Description automatically generated]However, further analysis of J&J's website features a comprehensive section detailing their commitment to a fair and inclusive recruitment process, which provides further information regarding reasonable adjustments and behavioural-based interview questions, as shown in Figure 5 below. This indicates that J&J are a diverse organisation, although including these details in a more prominent position may prove beneficial.

Figure 5 Extract Of Johnson And Johnson's (2023b) Diversity, Equity and Inclusion Statement  
Based on the above analysis, the job advertisements by ONS are well-rounded, uniform, and generally follow the guidelines provided by the CIPD. However, there is still room for improvement. To promote inclusivity, it is crucial to use gender-neutral language in job advertisements. According to research, using feminine-coded language is more effective in attracting a diverse pool of candidates without disadvantaging male applicants. Five of seven adverts analysed used feminine-coded language, indicating that ONS is taking steps to create an inclusive workplace culture. By using welcoming and inclusive language, ONS can attract the best candidates regardless of gender, creating a diverse and equitable workplace. 
Additionally, the recruitment process can be enhanced by providing more interview flexibility. Although candidates can contact the recruitment team for necessary adjustments, it would be beneficial for ONS to explicitly state this as a welcome and inclusive practice, ensuring equal opportunities for all candidates to demonstrate their skills and abilities during interviews.
In comparison, the job advertisements by Johnson & Johnson lack a comprehensive description of the compensation package and do not provide information about flexible working arrangements. However, they score higher for their job description and role requirements. Gender-coded language is used in both J&J and ONS adverts, and neither mentions specific closing or interview dates. Nevertheless, ONS scores higher for its intention to recruit a diverse workforce and implement diversity clauses in its policies.
The overall analysis suggests that the ONS includes diversity clauses in their advertisements and implements them in their policies. Therefore, the evidence indicates that the ONS is inclusive in practice.
[bookmark: _Toc150440338]7.7 Summary
After a thorough analysis, it is evident that the ONS strongly emphasises inclusive and diverse recruitment practices, substantiated by the continuous evaluation and refinement of the organisation's comprehensive policies, which are regularly scrutinised to ensure their relevance and effectiveness in attracting a wide range of candidates.
Public sector organisations, owned and operated by the government, may emphasise projecting a positive image to the public; this could be why they prioritise diversity and inclusion efforts within their workforce. On the other hand, J&J, a private sector company, did not perform as well as the ONS in the diversity and inclusion analysis. However, it is worth noting that J&J is still taking significant steps towards creating a more inclusive and diverse organisation, which is commendable.
[bookmark: _Toc150440339]8.0 Conclusion
This report aimed to investigate whether the Office for National Statistics' recruitment campaigns and organisational policies are inclusive of neurodiverse candidates. Based on the research, it can be concluded that the ONS is a good organisation that values and strives towards diversity and inclusion; however, there is still some way to go in promoting neurodiversity in the workplace. 
Despite some positive steps, such as having a diversity and inclusion team, the study identified areas where the ONS can improve. For instance, the recruitment process could be made more accessible to neurodiverse candidates, and the organisations' policies could accommodate their needs more. The report recommends that the ONS take further steps to foster neurodiversity in the workplace to create a more inclusive and diverse environment. 
Neurodiversity is a concept that recognises and values the diverse range of neurological differences in individuals, such as ASD, ADHD, Dyslexia, and Dyspraxia, and the unique perspectives and strengths that come with them. The literature review delves into the importance of embracing neurodiversity in the workplace and its benefits, including improved productivity, creativity, and problem-solving. Additionally, the report emphasises the significance of creating an inclusive recruitment process that accommodates neurodivergent individuals and identifies the barriers that prevent them from accessing employment opportunities. Overall, the literature review provides a comprehensive understanding of neurodiversity and its positive impact on the workplace.
The analysis of the ONS's recruitment campaigns and organisational policies suggests that while the organisation has made some progress, there are still areas where it can improve. Recommendations for improvement are, training all interviewers on legal obligations and objective interview practices and including neurodiverse employees in developing job advertisements, they could also improve their recruitment campaigns by explicitly mentioning the flexibility offered during interviews.
Overall, the report recommends that the ONS take a more proactive approach to promoting neurodiversity in the workplace. By embracing diversity and promoting equal opportunities for all candidates, including those with different cognitive abilities, the ONS can benefit from untapped talent and creativity and create a more inclusive and diverse workplace.
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[bookmark: _Toc150440341]Appendix 1 – Organisations With A Diversity Strategy
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[bookmark: _Toc150440344]Appendix 4 - Ons Example Job Advertisement – Highlighted To Show Areas Of Analysis
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Final result: 19		Score: 19 [ = reading scale ]
Reading Difficulty: Very Difficult
Grade Level: Professional
Age Range: 18 years old and above		masculine-coded		analyst (9 times)
ambition
decision (2 times)
lead (6 times)
analysts (2 times)
ambitions
analysis (5 times)
analytical (2 times)
analysis and
objectives
leadership
leader
individuals (2 times)
confident scheme
principles		share (3 times)
support (3 times)
agreed (3 times)
understand (2 times)
enthusiastic (2 times)
supporting (2 times)
nurture
collaboratively
responsibilities (2 times)
understanding
collaborating
responsible (2 times)
together
inclusive
committed
feel
response				ERROR:#VALUE!

		ONS7		SEO		10		10		10		10		10		0		10		5		65		26		FRE = (206.835 - (1.015 * ( 2079 words / 74 sentences )) - (84.6 * ( 3743 syllables / 2079 words))
Final result: 26		Score: 26 [ = reading scale ]
Reading Difficulty: Very Difficult
Grade Level: Professional
Age Range: 18 years old and above		strongly feminine-coded		champions
active (2 times)
principles (3 times)
analytical
decisions
leader
individuals (2 times)
competition
confident scheme		depend
share (2 times)
support (8 times)
agreed
collaborative
supportive (2 times)
responsible (3 times)
responsibilities
collaboratively
sharing
together
understanding
inclusive (2 times)
committed
feel
response				ERROR:#VALUE!

		J&J 1		?		0		5		0		10		10		0		5		0		30		20		FRE = (206.835 - (1.015 * ( 1331 words / 42 sentences )) - (84.6 * ( 2439 syllables / 1331 words))
Final result: 20		Score: 20 [ = reading scale ]
Reading Difficulty: Very Difficult
Grade Level: Professional
Age Range: 18 years old and above		masculine-coded		analyst (16 times)
superior
leaders (2 times)
analysis
individuals representing
leadership
driven (2 times)
champion
active
analytics
competitive
individual (3 times)
challenge		supports
support (2 times)
responsibilities
supporting
together
interpersonal (2 times)
responsibility
share (2 times)
collaboration				ERROR:#VALUE!

		J&J 2		student		0		0		0		0		5		0		5		0		10		21		FRE = (206.835 - (1.015 * ( 1210 words / 36 sentences )) - (84.6 * ( 2171 syllables / 1210 words))
Final result: 21		Score: 21 [ = reading scale ]
Reading Difficulty: Very Difficult
Grade Level: Professional
Age Range: 18 years old and above		strongly feminine-coded		challenges
analytics (3 times)
competencies
individual		together
collaborate
support (4 times)
supporting
responsibilities
commitment
depends
inclusive (2 times)
feels
share (2 times)
collaboration				ERROR:#VALUE!

		J&J 3		?		0		5		0		10		5		0		5		0		25		27		FRE = (206.835 - (1.015 * ( 1231 words / 58 sentences )) - (84.6 * ( 2305 syllables / 1231 words))
Final result: 27		Score: 27 [ = reading scale ]
Reading Difficulty: Very Difficult
Grade Level: Professional
Age Range: 18 years old and above		masculine-coded		analyst (15 times)
leaders
analysis (3 times)
competencies
competitive
individual (5 times)
analytical
lead		responsibility
support
responsibilities (2 times)
trust
sharing
interpersonal (2 times)
commitment
sensitivity
share (2 times)
collaboration				ERROR:#VALUE!

		J&J 4		?		0		0		5		10		10		0		5		0		30		20		FRE = (206.835 - (1.015 * ( 1299 words / 47 sentences )) - (84.6 * ( 2435 syllables / 1299 words))
Final result: 20		Score: 20 [ = reading scale ]
Reading Difficulty: Very Difficult
Grade Level: Professional
Age Range: 18 years old and above		strongly feminine-coded		leading (2 times)
individuals
challenges
lead (4 times)
analyse
analytical
individual		commitment
depends
inclusive (2 times)
feels
responsibilities will
responsible
responsibilities
collaboration (3 times)
trusts
committees (2 times)
share (3 times)
interpersonal (2 times)
collaborations
tender				ERROR:#VALUE!

		J&J 5		?		0		0		0		10		10		0		5		0		25		19		FRE = (206.835 - (1.015 * ( 1214 words / 42 sentences )) - (84.6 * ( 2273 syllables / 1214 words))
Final result: 19		Score: 19 [ = reading scale ]
Reading Difficulty: Very Difficult
Grade Level: Professional
Age Range: 18 years old and above		strongly feminine-coded		driven
independently (2 times)
competitive
individuals
analytical
individual		collaborate
enthusiastic
committed
support
together
responsibilities
responsible (2 times)
collaboration (2 times)
understanding
share (2 times)				ERROR:#VALUE!

		J&J 6		student 		0		0		0		5		5		0		5		0		15		24		FRE = (206.835 - (1.015 * ( 859 words / 32 sentences )) - (84.6 * ( 1581 syllables / 859 words))
Final result: 24		Score: 24 [ = reading scale ]
Reading Difficulty: Very Difficult
Grade Level: Professional
Age Range: 18 years old and above		strongly feminine-coded		competencies
analytical
intellectual
autonomously
leader (2 times)
individual		commitment
depends
inclusive (2 times)
feels
support (2 times)
committee
supporting
understanding
share (2 times)
collaboration				ERROR:#VALUE!

		J&J 7		?		0		0		0		10		5		0		5		0		20		29		FRE = (206.835 - (1.015 * ( 1184 words / 54 sentences )) - (84.6 * ( 2182 syllables / 1184 words))
Final result: 29		Score: 29 [ = reading scale ]
Reading Difficulty: Very Difficult
Grade Level: Professional
Age Range: 18 years old and above		strongly feminine-coded		lead
leading
analysis
individual		support (5 times)
responsibilities
response
collaborative
responsibility
commitment
inclusive (2 times)
feels
share (2 times)
collaboration				ERROR:#VALUE!





Sheet1 (2)

		Advertisement No		CIPD Criteria 1		CIPD Criteria 2		CIPD Criteria 3		CIPD Criteria 4		CIPD Criteria 5		CIPD Criteria 6		CIPD Criteria 7		CIPD Criteria 8		TOTAL SCORE 		notes 		masculine		total		feminine		total

		1		10		10		10		10		10		0		10		5		65		strongly feminine-coded		0		0		depending
interpersonal (2 times)
commitments
connection
together		6		ERROR:#VALUE!

		2		10		10		10		10		10		0		10		5		65		strongly feminine-coded		challenge (3 times)
leader
individuals (2 times)
confidentscheme		7		support (7 times)
agreed (2 times)
sharing
responsibilities
understand
understanding
dependencies
together
share
inclusive (2 times)
committed		19		ERROR:#VALUE!

		3		10		10		10		10		10		5		10		5		70		masculine-coded		lead (8 times)
ambition
leader (2 times)
objective
leading (2 times)
leadership (4 times)
leads
competingdemands
driven
decision
principles (2 times)
decisions
individuals
confidentscheme		27		share (2 times)
support (5 times)
agreed (2 times)
together
inclusive (3 times)
respondent
supported
responsibilities (2 times)
collaborate
collaboration
collaborating
supporting
committed (2 times)
feel
response		25		ERROR:#VALUE!

		4		10		10		10		10		10		0		10		5		65		strongly feminine-coded		ambition
individual
lead
objectives
leader
individuals (2 times)
confidentscheme
principles		9		share (2 times)
support (5 times)
agreed (2 times)
responsibilities (2 times)
understand
shared
collaboration (3 times)
collaborative
interpersonal (2 times)
responding
together
inclusive (2 times)
committed
feel
response		26		ERROR:#VALUE!

		5		10		10		10		10		10		0		10		5		65		strongly feminine-coded		champions
activecommunity
analysts
active
principles (3 times)
leader
individuals (2 times)
competition
confidentscheme		12		depend
share (3 times)
support (9 times)
agreed
collaboratively (2 times)
responsible
collaborative
responsibilities
understanding
inclusive
committed
feel
response		22		ERROR:#VALUE!

		6		10		10		10		10		10		5		10		5		70		masculine-coded		analyst (9 times)
ambition
decision (2 times)
lead (6 times)
analysts (2 times)
ambitions
analysis (5 times)
analytical (2 times)
analysisand
objectives
leadership
leader
individuals (2 times)
confidentscheme
principles		36		share (3 times)
support (3 times)
agreed (3 times)
understand (2 times)
enthusiastic (2 times)
supporting (2 times)
nurture
collaboratively
responsibilities (2 times)
understanding
collaborating
responsible (2 times)
together
inclusive
committed
feel
response		25		ERROR:#VALUE!

		7		10		10		10		10		10		5		10		5		70		strongly feminine-coded		champions
active (2 times)
principles (3 times)
analytical
decisions
leader
individuals (2 times)
competition
confidentscheme		13		depend
share (2 times)
support (8 times)
agreed
collaborative
supportive (2 times)
responsible (3 times)
responsibilities
collaboratively
sharing
together
understanding
inclusive (2 times)
committed
feel
response		21		ERROR:#VALUE!

		1		0		5		0		10		10		0		5		0		30		masculine-coded		analyst (16 times)
superior
leaders (2 times)
analysis
individualsrepresenting
leadership
driven (2 times)
champion
active
analytics
competitive
individual (3 times)
challenge				supports
support (2 times)
responsibilities
supporting
together
interpersonal (2 times)
responsibility
share (2 times)
collaboration				ERROR:#VALUE!

		2		0		0		0		0		5		0		5		0		10		strongly feminine-coded		challenges
analytics (3 times)
competencies
individual				together
collaborate
support (4 times)
supporting
responsibilities
commitment
depends
inclusive (2 times)
feels
share (2 times)
collaboration				ERROR:#VALUE!

		3		0		5		0		10		5		0		5		0		25		masculine-coded		analyst (15 times)
leaders
analysis (3 times)
competencies
competitive
individual (5 times)
analytical
lead				responsibility
support
responsibilities (2 times)
trust
sharing
interpersonal (2 times)
commitment
sensitivity
share (2 times)
collaboration				ERROR:#VALUE!

		4		0		0		5		10		10		0		5		0		30		strongly feminine-coded		leading (2 times)
individuals
challenges
lead (4 times)
analyse
analytical
individual				commitment
depends
inclusive (2 times)
feels
responsibilitieswill
responsible
responsibilities
collaboration (3 times)
trusts
committees (2 times)
share (3 times)
interpersonal (2 times)
collaborations
tender				ERROR:#VALUE!

		5		0		0		0		10		10		0		5		0		25		strongly feminine-coded		driven
independently (2 times)
competitive
individuals
analytical
individual				collaborate
enthusiastic
committed
support
together
responsibilities
responsible (2 times)
collaboration (2 times)
understanding
share (2 times)				ERROR:#VALUE!

		6		0		0		0		5		5		0		5		0		15		strongly feminine-coded		competencies
analytical
intellectual
autonomously
leader (2 times)
individual				commitment
depends
inclusive (2 times)
feels
support (2 times)
committee
supporting
understanding
share (2 times)
collaboration				ERROR:#VALUE!

		7		0		0		0		10		5		0		5		0		20		strongly feminine-coded		lead
leading
analysis
individual				support (5 times)
responsibilities
response
collaborative
responsibility
commitment
inclusive (2 times)
feels
share (2 times)
collaboration				ERROR:#VALUE!
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‘awareness and muscle tone non-linear thought
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. o —
Speech and language distractibility
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