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Abstract
This dissertation explores the perceptions and challenges of ADHD leaders within Newport City Council, examining how attention deficit hyperactivity disorder (ADHD) influences leadership experiences, organisational interactions, and workplace inclusion. Despite growing recognition of neurodiversity in employment contexts, limited research exists on the lived experiences of ADHD leaders, particularly within public sector organisations. The study aims to investigate how ADHD leaders navigate organisational expectations, identify the challenges they encounter, explore the strengths associated with ADHD in leadership, and develop recommendations for more inclusive organisational practices.
An interpretivist, qualitative research design was adopted, using semi-structured interviews with neurodivergent employees in leadership and leadership-related roles within Newport City Council. Data were analysed using thematic analysis to identify recurring patterns and experiences. Five key themes emerged: masking, identity and burnout; workplace environment and sensory considerations; organisational barriers and lack of understanding; strengths associated with neurodivergence; and training, awareness and willingness to learn. Across all themes, an overarching finding revealed a persistent misalignment between individual neurodivergent needs and organisational systems.
The findings suggest that many challenges experienced by ADHD leaders stem not from ADHD itself, but from organisational structures and workplace norms that continue to be shaped by predominantly neurotypical assumptions. Participants described the emotional and cognitive burden of masking, difficulties accessing reasonable adjustments, sensory challenges within workplace environments, and a lack of managerial understanding. However, they also highlighted valuable strengths associated with ADHD, including creativity, empathy, adaptability, innovation, and problem-solving abilities.
The study concludes that organisations must move beyond awareness-based approaches and adopt proactive, strengths-based strategies that recognise cognitive diversity as an organisational asset. Recommendations include enhanced neurodiversity training, consistent reasonable adjustment frameworks, neuro-inclusive workplace design, and targeted leadership development initiatives. The research contributes to the growing body of knowledge on neurodivergent leadership and offers practical insights for Newport City Council and other public sector organisations seeking to foster more inclusive and effective workplaces.
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1.0 Introduction
Newport City Council (NCC) is a local government authority based in South Wales, employing more than 5,000 staff. The organisation is led by a senior management team comprising the Chief Executive, Beverly Owen, and four Strategic Directors who oversee service delivery across the full range of council functions.
NCC has recently undertaken organisational development work as part of its 2023–2028 People Plan, which seeks to reinvigorate the Council’s core values and articulate a set of expected employee behaviours. These behaviours are grouped into four thematic areas:
· Fairness for All: Inclusive, Considerate, Respectful
· Working Together: Communication, Support, Trust
· Being Responsible: Equity, Honesty, Integrity
· Making a Difference: Committed, Innovative, Striving
As outlined in the revised People Plan, Newport City Council (2025) recognises that one of its greatest strengths is its workforce. In addition to the updated values and behaviours, the plan identifies several key priorities intended to support staff over the coming years. Employee Experience, Engagement, and Wellbeing are highlighted as the three central themes - each of which directly aligns with the focus of this research.
The Council continues to work towards creating a culture in which services collaborate effectively to deliver the best possible outcomes for the residents of Newport. Achieving this ambition is closely connected to strong and effective leadership. This dissertation therefore aims to explore perceptions of neurodivergent leadership across the organisation and to provide evidence‑based recommendations to address challenges, shift perceptions, and contribute to a more supportive and inclusive culture for employees.
In recent years, there has been growing recognition of neurodiversity in the workplace, yet leadership roles remain largely underexplored in this context. Attention Deficit Hyperactivity Disorder (ADHD), often misunderstood and stigmatised, presents unique cognitive and behavioural traits that can both challenge and enhance leadership effectiveness. Despite increasing awareness, ADHD leaders frequently encounter systemic barriers, cultural misalignment, and implicit biases that hinder their full participation and recognition within local government and public sector environments.
This study focuses specifically on ADHD leaders within Newport City Council, a local government body where leadership dynamics are shaped by bureaucratic structures, policy-driven cultures, and public funding/community outreach. By investigating the lived experiences of these leaders, the research aims to uncover how ADHD traits interact with organisational expectations, and how these individuals navigate challenges such as stigma, executive functioning demands, and communication norms.
While neurodiversity is increasingly discussed in HR and DEI (Diversity, Equity, and Inclusion) frameworks, there is limited empirical research on ADHD in leadership roles—especially within public sector organisations. This dissertation contributes to filling that gap by focusing on a specific, underrepresented group.
Ultimately, this dissertation seeks to challenge prevailing assumptions about leadership and neurodiversity, advocating for a more nuanced and supportive approach to ADHD in professional settings.
The current leading research is split into three main areas covering the topics & potential knowledge gaps highlighted in this dissertation, these are:

1.1 ADHD Specific Theories
ADHD is commonly understood through theories of executive functioning and self-regulation. Barkley (1997) conceptualises ADHD as a disorder of executive functioning, highlighting difficulties associated with planning, organisation, working memory, inhibition, and emotional regulation. Whilst this framework remains influential, contemporary neurodiversity perspectives challenge exclusively deficit-based understandings of ADHD and instead recognise the potential strengths associated with cognitive diversity. Despite increasing attention to neurodiversity within organisations, leadership research has yet to fully integrate these perspectives (Roberson et al., 2021). This creates an important gap in understanding how ADHD may influence leadership experiences and effectiveness.
ADHD is commonly understood through theories of executive functioning and self-regulation. Barkley (1997) conceptualises ADHD as a disorder of executive functioning, highlighting difficulties associated with planning, organisation, working memory, inhibition, and emotional regulation. Whilst this framework remains influential, contemporary neurodiversity perspectives challenge exclusively deficit-based understandings of ADHD and instead recognise the potential strengths associated with cognitive diversity. Despite increasing attention to neurodiversity within organisations, leadership research has yet to fully integrate these perspectives (Roberson et al., 2021).
French (2024) found that adults with ADHD are more likely to experience workplace difficulties, reduced job stability, and increased financial hardship compared with neurotypical peers. However, limited research has examined individuals who have progressed into leadership positions. Consequently, this study seeks to explore the experiences of ADHD leaders within Newport City Council and contribute to an under-researched area of leadership scholarship.
1.2 Leadership Theory & Neurodiversity
Existing research suggests that executive functioning skills are closely linked to leadership effectiveness (Doyle, 2020; Guevara, 2024). However, emerging studies indicate that characteristics frequently associated with ADHD, including creativity, innovation, and high energy, may align with transformational leadership principles (Westover, 2024). Despite this, there remains limited understanding of how ADHD leaders navigate organisational expectations and leadership responsibilities, particularly within public sector environments.
1.3 HR (Human Resources) Involvement & Inclusivity frameworks
Neurodiversity has become an increasingly important aspect of organisational inclusion strategies. Research suggests that neuroinclusive workplaces can support both employee wellbeing and organisational performance by recognising and leveraging diverse forms of cognition (Ru and Jamil, 2024). Since the emergence of the neurodiversity concept, organisations have increasingly adopted inclusive practices designed to support neurodivergent employees (Sniderman et al., 2023). However, evidence regarding leadership-specific experiences remains limited, particularly within public sector organisations.

1.3.1 Neurodiversity, Strengths-Based Perspectives and ADHD Leadership
Historically, ADHD has been predominantly examined through a medical or deficit-based lens, with research focusing on symptoms, impairments, and difficulties associated with executive functioning. Whilst these challenges can have significant implications in educational and workplace contexts, contemporary neurodiversity scholarship argues that such perspectives can oversimplify the experiences of neurodivergent individuals and overlook the unique strengths they may possess (Singer, 1998; Armstrong, 2010). The neurodiversity paradigm views neurological differences as natural variations within the human population rather than conditions that require correction or normalisation. This perspective has become increasingly influential within organisational studies, particularly in discussions surrounding diversity, equity, inclusion, and talent management.
Within leadership literature, this strengths-based approach challenges traditional assumptions regarding what constitutes an effective leader. Conventional leadership models have often prioritised traits such as consistency, organisation, attention to detail, and procedural compliance, all of which may present challenges for some individuals with ADHD (Doyle, 2020). However, growing evidence suggests that ADHD-associated characteristics such as creativity, curiosity, resilience, spontaneity, innovative problem-solving, energy, and willingness to take calculated risks may offer valuable contributions to leadership effectiveness (White & Shah, 2011).
Many of these characteristics align closely with transformational leadership theory. Bass and Avolio (1994) describe transformational leaders as individuals who inspire and motivate followers through vision, innovation, intellectual stimulation, and the ability to challenge established ways of thinking. Research suggests that some ADHD traits may naturally support these behaviours. For example, the tendency towards idea generation and divergent thinking may enable leaders with ADHD to identify creative solutions to organisational problems and encourage innovation amongst their teams.
Whilst ADHD may offer strengths including creativity and innovation, executive functioning challenges remain well documented and may present barriers within leadership roles (Barkley, 1997). Consequently, understanding how leaders balance strengths and challenges remains an important gap within the literature.

1.3.2 Organisational Culture, Stigma and Psychological Safety
In addition to individual experiences, organisational culture plays a significant role in shaping the success and wellbeing of neurodivergent employees. Schein (2017) defines organisational culture as the shared assumptions, values, beliefs, and behaviours that influence how work is conducted within an organisation. Culture has a substantial impact on whether employees feel comfortable disclosing neurodivergent identities, requesting support, or discussing workplace challenges.
For individuals with ADHD, workplace experiences are often influenced by perceptions and stereotypes associated with the condition. Despite growing awareness of neurodiversity, misconceptions continue to exist, with ADHD frequently associated with disorganisation, distractibility, poor performance, or a lack of professionalism. Such assumptions may shape recruitment, promotion, and leadership development opportunities, whether consciously or unconsciously.
Research suggests that workplace stigma can discourage employees from disclosing neurodivergent conditions due to concerns about judgement, discrimination, or career consequences. This is especially relevant within leadership positions, where individuals may feel additional pressure to demonstrate competence, professionalism, and control. The perceived need to conform to traditional leadership expectations may lead some individuals to engage in masking behaviours whereby characteristics associated with ADHD are deliberately concealed. Whilst masking may reduce the risk of negative judgement in the short term, research indicates that it can contribute to stress, exhaustion, reduced wellbeing, and burnout over time.
The concept of psychological safety is particularly relevant in this context. Edmondson (1999) defines psychological safety as a shared belief that individuals can express themselves, take risks, ask questions, and discuss challenges without fear of embarrassment or negative consequences. Organisations characterised by high levels of psychological safety are more likely to encourage openness, learning, and innovation. For neurodivergent leaders, psychological safety may influence decisions regarding disclosure, requests for workplace adjustments, and participation in organisational development initiatives.
Such concerns may be particularly significant for leaders, who are frequently expected to demonstrate confidence, competence, and professionalism at all times.
Understanding how organisational culture either enables or constrains ADHD leaders is therefore crucial. By examining perceptions of culture, inclusion, and support within Newport City Council, this research seeks to contribute to a broader understanding of how public sector organisations can create environments in which neurodivergent talent can thrive.
1.3.3 Inclusive Leadership and Organisational Responsibility
Whilst much research focuses on the adaptations made by neurodivergent individuals, increasing attention has been given to the responsibility of organisations themselves. The social model of disability suggests that many difficulties experienced by disabled and neurodivergent individuals arise not solely from individual characteristics but from environmental and systemic barriers. This perspective shifts attention away from the individual and towards the structures, practices, and assumptions that may unintentionally disadvantage certain groups.
From an organisational perspective, inclusive leadership involves creating environments where diversity is recognised as a strength and where individuals are supported to contribute authentically. Inclusive leadership practices include flexibility, empathy, psychological safety, equitable opportunities for development, and a willingness to challenge traditional assumptions about performance and capability.
For Newport City Council, these principles align closely with the objectives outlined within the People Plan 2023-2028. The behaviours associated with Fairness for All, Working Together, Being Responsible, and Making a Difference each reflect elements of inclusive leadership and organisational culture. Consequently, understanding the experiences of ADHD leaders offers an opportunity not only to support a specific employee group but also to strengthen organisational effectiveness more broadly.
This research therefore adopts the position that effective inclusion is a shared responsibility between individuals, leaders, managers, and organisations. Rather than viewing ADHD solely as an individual challenge, the study seeks to explore the interaction between neurodivergent leadership characteristics and organisational systems. Through doing so, it aims to identify opportunities for Newport City Council to further develop inclusive practices that support leadership diversity and employee wellbeing whilst enhancing organisational performance.
Despite growing recognition of neurodiversity within workplace inclusion agendas, three significant gaps remain within the existing literature. Firstly, ADHD research continues to focus predominantly on deficits rather than leadership strengths. Secondly, leadership theory has yet to fully integrate neurodiversity perspectives. Thirdly, there is very limited research examining ADHD leadership within public sector organisations. Consequently, the experiences of ADHD leaders operating within local authority environments remain poorly understood. This research seeks to address these gaps through an exploration of ADHD leadership within Newport City Council.
Whilst the literature surrounding ADHD has traditionally focused on executive functioning deficits, contemporary neurodiversity scholarship increasingly recognises the potential strengths associated with ADHD. Leadership research, however, has been slower to incorporate these perspectives. Consequently, there remains limited understanding of how ADHD leaders experience organisational environments, particularly within public sector organisations such as local authorities.
1.4 Newport City Council. 
To the researcher's knowledge, this represents the first study examining the experiences of ADHD leaders within Newport City Council. The organisation provides a particularly valuable context in which to explore neurodivergent leadership due to its size, complexity, and broad service responsibilities. Unlike many private sector organisations, local authorities operate within highly regulated environments characterised by accountability, public scrutiny, political governance, and resource constraints. These contextual factors may influence how ADHD leaders experience organisational expectations, leadership responsibilities, and workplace inclusion. As such, Newport City Council provides a unique setting through which to explore the interaction between neurodiversity, leadership, and organisational culture.
1.5 Research Aims & Objectives
To investigate the lived experiences of ADHD leaders in navigating organisational structures, expectations, and cultural norms.
To understand the challenges ADHD leaders face in local authority settings, including stigma, bias, and systemic barriers.
To contribute to the development of inclusive leadership models that recognise and value neurodiversity, particularly ADHD.
1.5 Research Objectives
1. To examine the lived experiences of ADHD leaders in navigating organisational expectations, culture, and leadership roles.
2. To critically analyse the coping mechanisms and adaptive strategies employed by ADHD leaders to manage their roles and responsibilities.
3. To provide recommendations on how to better support individuals in leadership roles with ADHD and contribute to the inclusive culture of Newport City Council.
1.6 Research Questions
1. How do ADHD leaders perceive organisational expectations and culture in their leadership roles?
2. How do ADHD leaders perceive and utilise ADHD-associated characteristics within their leadership practice?
3. What changes in workplace culture would help ADHD leaders thrive?



1.7 Research Significance
This research is significant for the ADHD and wider neurodiverse community as it addresses a clear gap in existing studies, which have largely focused on clinical or educational contexts rather than leadership within organisational settings. By examining ADHD within a local government environment, it supports the growing body of work on neurodiversity in leadership.
Focusing on Newport City Council, the study offers practical value by helping the organisation better understand the experiences of neurodiverse colleagues, identify misconceptions, and recognise potential biases across departments. These insights can inform changes to systems, policies, and processes while supporting the Council’s wellbeing plan and commitment to fostering an inclusive workforce.
The research is locally relevant, offering a unique perspective on how public sector structures - such as accountability, bureaucracy, and slower decision‑making - shape the experiences of ADHD leaders. While centred on Newport City Council, the findings can be applied to other local authorities and compared with private‑sector settings.
The study also has implications for policy and organisational development. It can directly inform HR practices, highlight areas of strength and improvement, and support staff networks. More broadly, it challenges misconceptions about ADHD, showcases associated strengths, and contributes to wider conversations about diversity, inclusion, and equitable workplace cultures.
2.0 – Literature Review
This literature review provides an overview of key research and foundational texts relating to ADHD, neurodiversity, and leadership. It examines a series of contextual themes that underpin the overall topic and collectively offers an in‑depth analysis of the current evidence base. The review identifies existing gaps in knowledge and highlights opportunities for this dissertation to contribute meaningful, context‑specific data within this field.
To further contextualise the data in this dissertation, Newport City Council will be examined specifically in relation to its publicly communicated commitments and strategies that support both constituents and employees from a wellbeing and equality perspective.
2.1 ADHD in Adults in Leadership
A meta‑analysis conducted by Lauder et al. (2024) examined interventions for adults with ADHD and their impact on work‑related functioning. Although the analysis was not specifically focused on leadership roles, the outcomes highlighted—such as time management, organisation, and productivity—are fundamental competencies required in effective leadership. The review identified several intervention approaches, including psychosocial interventions, which demonstrated promising improvements in work‑related behaviours and helped reduce the day‑to‑day impact of disruptive symptoms experienced by individuals with ADHD.
Leadership roles often demand strategic long-term thinking, emotional regulation, and sustained cognitive endurance to navigate complex and challenging environments. Knobel (2025) connects emerging ADHD research directly to workplace leadership, highlighting that performance is strongly influenced by environmental design rather than an individual’s willpower. This challenges common assumptions about underperformance among neurodivergent individuals. The findings indicate that leaders with ADHD benefit significantly from structured environments, clear workflows, and well‑defined priorities.
Importantly, Knobel’s work also notes that emotional regulation differs across ADHD subtypes and between sexes. This is a relevant theme that will be explored within this dissertation’s interview sample to better understand how these variations manifest in real leadership contexts.
A major review by the American Psychiatric Association (2025) shows ADHD affects 6% of adults, with half of those diagnosed in adulthood. This highlights a potential that individuals could have faced challenges during their adult careers before embarking on diagnosis and therefore already self-regulated their symptoms or adapted their own coping mechanisms to stimuli in the workplace. The study shows adults experience evolving symptoms such as internal restlessness, inattention, organisational challenges, and sleep problems – all of which impact their ability to achieve and potentially retain careers, which can be exacerbated to the pressures of leadership. Alongside this, general demands of adulthood can amplify impairments, impacting on overall ability to perform well at work. This serves as an important foundational reference for understanding how ADHD manifests in leaders.
Another field of study looks at the paradoxical nature of ADHD and how perceptions of strengths and weakness can differ due to various factors. The qualitative study conducted by Crook et al (2024) highlights "paradoxical strengths" — creativity, hyperfocus on interesting tasks, innovation, and resilience. The notion that strengths and weaknesses can co‑exist suggests that success may occur both because of and in spite of ADHD. This study concludes that positive psychology and coaching frameworks can empower ADHD professionals and leaders. 
This has important implications for the interview analysis within this dissertation as a challenge identified by one participant may, conversely, be described as a strength by another. As a result, drawing firm conclusions from the findings may be complex, given the nuanced and often contradictory ways individuals experience and interpret similar traits.
A recent report by Lombardi (2025) synthesises clinical and organisational insights showing adults with ADHD have strong leadership potential but remain underrepresented generally in leadership roles due to systemic and perceptual barriers. The study explores several reasons for this, two consistent messages being bias and inconsistent communication expectations. The study also sheds light on mismanagement of ADHD symptoms or lack of support can reduce promotional opportunities or the ability become a leader. Evidence from this study supports the idea that mentorship and workplace adjustments can improve outcomes long term for individuals with ADHD and showcase an organisations commitment to inclusivity overall.
2.2 ADHD vs Workplace Norms
ADHD traits can often run counter to typical workplace norms and expectations, more specifically in leadership roles where there is an added expectation of status applied to the position. Fertifa (2025) discusses the symptoms that have strongest impact on workplace norms are time blindness, distractibility & emotional reactivity. This intonates that challenges experienced by individuals may not necessarily change dependant on the type or role you have or even the workload level, but the inability to fully understand the condition and access specific adjustments to relieve symptoms in various departments across organisations.
CADDAC (2024) provides a significant resource examining the tensions between restrictive workplace environments and ADHD cognitive profiles. The data focuses specifically on executive functioning delays and their impact within the workplace. Research indicates that individuals diagnosed with ADHD may experience up to a 30% delay in executive functioning, resulting in challenges with self‑regulation, impulse control, and planning. These differences can create friction between neurodivergent employees and typical workplace expectations, positioning them outside what is often perceived as ‘the norm’ in behavioural presentation. This report also explores the psychological impact of feeling outside that norm and considers whether this perception alone can further influence workplace behaviour. 
This dissertation will examine interview participants from various departments across the organisation to explore whether departmental norms within a public‑sector setting influence employees’ experience.
There is currently limited research into how individuals with ADHD are perceived in social and professional settings. Psychology Today (2021) discusses how neurotypical social expectations can create obstacles for adults with ADHD. Many adults with an ADHD diagnosis may struggle with learning unspoken workplace norms, such as when to interrupt, how to pace conversations, or how to retain key details. Behaviours linked to ADHD, such as difficulty staying present, can be misinterpreted as unprofessional or socially inappropriate. As a result, colleagues may form inaccurate judgements based on symptom expression rather than the individual themselves.
Perceptions of interpersonal fit for leadership roles can significantly affect an individual’s confidence in decision‑making, their career progression, and their ability to adapt to new environments.
There is further evidence suggesting that leadership roles themselves can unintentionally disadvantage individuals with ADHD due to the increasing expectations and cognitive demands associated with progression. NAMI (2025) highlights the importance of clear instruction and strengths‑based supervision to provide structure and enable individuals with ADHD to utilise their abilities in a focused and effective way. This literature also reinforces the need to reframe workplace norms to accommodate diverse cognitive styles, emphasising that the workplace should never operate as a one‑size‑fits‑all environment.
The organisational environment plays a critical role in shaping how neurodivergent behaviours are perceived. Harris (2020) presents evidence that adults with ADHD are frequently penalised for behaviours such as interrupting and emotional expressiveness. While these behaviours are typically non‑intentional and non‑harmful, responses to them often vary depending on the cultural norms of the workplace and the audience observing them. Local government authorities, such as Newport City Council, are often perceived as delivering services in a structured and highly regulated manner, closely adhering to policy and operating within bureaucratic systems. This dissertation may therefore highlight potential adverse impacts on individuals that arise from the restrictive or highly procedural nature of working within local government environments.
Research by Quintero et al. (2025) confirm that flexible working environments - such as remote or hybrid arrangements, access to quiet spaces, and greater control over stimulation - are consistently rated as more effective than rigid, open‑plan settings. Newport City Council operates a flexible working policy and adopts hybrid working where appropriate, particularly following organisational changes introduced during the pandemic. This dissertation seeks to understand the lived experiences of employees across the authority who may or may not have access to hybrid working, and to examine whether the data demonstrates differences in perceptions directly related to working environment or working pattern structures.
Even in organisations, such as Newport City Council that have positive attitudes and commitments towards neurodiversity, there is potential to create a cycle where norms frequently remain unchallenged as ADHD is considered a ‘hidden’ condition and does not always present externally.
Crook et al. (2024) show that their qualitative studies identify how adults with ADHD often succeed because of specific traits, such as risk tolerance and creativity, but only when the working environment enables these strengths to emerge. Career‑success narratives among ADHD adults frequently involve non‑traditional pathways, autonomy, variety, and values‑based work, rather than progression through hierarchical or tightly regulated roles. 
This dissertation draws a comparison with this perspective, as leadership within a local government context is typically characterised by hierarchy, strict governance requirements, and significant bureaucracy. The research highlights the experiences of individuals who have achieved career progression into leadership roles within a traditionally structured environment, despite the challenges associated with neurodiversity.
McKinsey (2024) offers an industry‑level perspective that distinguishes between the ‘visible’ and ‘invisible’ aspects of workplace environments. The visible environment comprises the tangible, task‑oriented elements of a role, while the invisible environment - social cues, behavioural expectations, and unwritten norms - often exerts a far greater influence on individuals with neurodivergent conditions. McKinsey’s analysis suggests that neurotypical employees typically navigate local authority hierarchies, interpret conversational cues, and manage high‑pressure situations with relative ease. However, these same implicit expectations can create structural inequities, as workplace norms and assumptions that feel intuitive to neurotypical individuals may be misunderstood, misread, or inaccessible to those with ADHD. This highlights how the invisible environment can reinforce barriers to inclusion, even when formal structures appear neutral.
Conversely, data provided by Neurolaunch (2024) frames ADHD leaders as dynamic, non‑linear thinkers who can give organisations a competitive edge in managing people and performance. One significant advantage is the natural high energy and enthusiasm often associated with ADHD, which can inspire teams to push boundaries and pursue ambitious goals. This literature demonstrates how ADHD leaders can challenge traditional organisational norms in an extremely positive way, offering a unique vision, creative innovation, and the ability to think outside the box when solving problems.
These tensions between ADHD traits and workplace norms have direct implications for leadership theory, particularly where leadership success depends on cognitive consistency, emotional regulation and social expectation management.
2.3 Leadership Theory & ADHD
Academic research increasingly argues that ADHD should not only be understood clinically, but also through organisational behaviour and leadership theory lenses. Although limited from organisational standing, findings show clear points of convergence and divergence between ADHD traits and mainstream leadership models such as Transformational, Adaptive and Authentic leadership styles.
2.3.1 Transformational Leadership
Bakker (2023) describes transformational leadership as a leader who motivates followers to strive for group goals over personal goals through charisma & inspirational motivation. Transformational leadership traditionally aligns practice with vision, innovation, challenging norms and inspiring individuals around them, creating synergy between effective delivery and thriving workplaces.
Goyenetche (2025) links ADHD to transformational leadership, noting that ADHD leaders often excel in vision‑setting and creative ideation. Big‑picture thinking and innovative problem‑solving are frequently associated with positively perceived ADHD traits and align closely with characteristics of successful transformational leaders.
Cognitive studies referenced within this literature indicate that adults with ADHD often demonstrate higher cognitive flexibility under pressure, particularly when tasks involve elements of novelty. This can, in turn, enhance transformational impact in fast‑paced or rapidly changing environments. As a local government authority, Newport City Council is required to adapt and respond continually to the needs of its constituents and stay abreast of governmental policy changes and direction, making it a cohesive environment for Transformational leaders who are neurodiverse to thrive.
2.3.2 Adaptive Leadership
Warwick Business School (2024) states this specific style of leadership is all about thriving in change. This is a dynamic leadership style designed for tackling complex challenges, navigating uncertainty and being responsive to external and internal stimuli. Adaptive leaders often focus on diagnosis of potential problems in a proactive approach and a creating a culture that fosters learning, innovation and trust. Adaptive leaders are described as not only able to navigate and predict uncertainty but also help their teams build resilience, encouraging continuous learning and an iterative approach to problem-solving.
Literature developed by NeuroLaunch (2024) shows ADHD leaders thrive where novelty, uncertainty and complex problem-solving is the norm. This confirms that ADHD is highly compatible for success when an adaptive and innovative leadership framework is adopted.
Within the context of Newport City Council, the scope for Adaptive leadership varies across departments. Due to the nature of the organisation, opportunities to drive visible change are more commonly found in areas such as Marketing and Communications, Culture and Heritage, and Transformation, where innovation and adaptive approaches are integral to service delivery. This dissertation will provide a critical analysis of the potential relationship between leadership style, departmental context, and the lived experience of ADHD leaders.
2.3.3 Authentic Leadership
Gavin (2019) outlines authentic leadership as a leadership style exhibited by individuals who have high standards of integrity, take responsibility for their actions, and make decisions based on principle rather than short-term success. They earn trust easily from employees, peers and external stakeholders which in turn creates approachable and accountable working environments and boosts team performance.
Idaho Neuropsychology (2026) reports that leaders who identify as neurodivergent commonly demonstrate high empathy, strong interpersonal connections, and a pronounced sense of authenticity. For ADHD leaders specifically, being attuned to their own traits and engaging openly with others can facilitate relational trust, which may serve as a key enabler of effective leadership and perceived authenticity within organisational settings.
This dissertation will evaluate the extent to which leadership style shapes the lived experience of neurodivergent leaders within this organisational context. It will also examine whether alternative factors, including departmental environment, personal attitudes, individual lived experience, or other contextual stimuli, play a more significant role in shaping perceptions of success and leadership effectiveness in individuals who are neurodivergent.


2.4 Challenges faced by ADHD leaders
Consistency is often considered essential for progression in most professional environments; however, ADHD cognition does not always align with this expectation. Variability in attention, executive functioning, and emotional regulation can make it difficult to maintain the level of consistency typically valued in workplace settings. This mismatch can lead to misunderstandings about capability or commitment, even when the individual is highly skilled and motivated.
Hotte-Meunier et al. (2024) identifies eight themes in their systematic review of ADHD in employment which include:
· Workplace performance.
· Maladaptive work behaviours.
· Person/Environment fit.
This study highlights both flexibility of working environment and workplace adjustments or accommodations as crucial to the successful careers of those with ADHD.
In addition, Chan et al. (2024) demonstrates through their study that ADHD traits specifically impact income levels, boredom and overall reduced satisfaction in the workplace.
Idaho Neuropsychology (2026) explains as leaders advance, existing coping strategies often fail, revealing underlying ADHD‑related issues. This literature provides an overview of the impact of promotions within a workplace increases cognitive complexity and can cause burnout if an individual is not properly supported during transition. Leadership often brings several additional functions including wider decision making, planning longer term and engaging with multiple stakeholders all of which can overwhelm ADHD function.
Research into the links between ADHD diagnosed leaders and the impact on organisational skills has only been explored more widely in recent years. Durand et al (2022) confirms that organisational skill deficits are strongly associated with ADHD and linked closely to inattention. This research demonstrates that adults with ADHD exhibit broadly reduced organisational skills that directly affect leadership performance. This idea may impact this study as individuals with ADHD may not be prevalent in leadership roles in Newport City Council due to the inability or cognitive difficulty in reaching these levels within an organisation. This journal explores that workload complexity and increased cognitive demand often imposed by leadership roles exacerbate ADHD deficits and often highlight areas of failure that may have been managed in previous roles with lower demand.
Local government systems often favour neurotypical thinking - linear processes, strict scheduling, long meetings, and heavy documentation. This is certainly true in the context of Newport City Council, a local government authority driven by bureaucracy and offering publicly funded services that are regularly scruitinised. 
Vargas‑Salas et al (2025) identifies long‑standing structural barriers, stigma, and lack of inclusion policies that impair neurodivergent individuals’ ability to thrive in leadership. This is certainly true in the context of this piece of research as the nature of a local government organisation feeds into the idea of linear structure and constructs that may not always be welcome environments for those with neurodiverse conditions. 
There are some academics who focus on ADHD as a difference, not a deficit and explore the idea of reframing perceptions of those with neurodiverse conditions can change the trajectory of an individual’s career. Theenadhayalan (2025) highlights how traditional leadership paradigms marginalise neurodivergent individuals, despite their potential. This further emphasises the importance of reframing mindsets from an organisational perspective, and that inclusivity does not mean treating everyone the same but providing individuals with exactly what they need to personally succeed, understanding the impact of reasonable adjustments and offering solutions and support outside of what is considered the ‘norm’.

2.5 Strategies for inclusion
Although there is a substantial body of literature on general inclusion strategies, research focusing specifically on approaches tailored to neurodiverse conditions remains limited. 
Rollnik‑Sadowska (2024) concentrates their study on HR‑related inclusion strategies, including inclusive workplace design, psychological considerations, and adaptations to HR practices. Their work illustrates how HR strategy can shape employees’ experiences, demonstrating that integrating and adapting inclusion within standard policies and procedures can support smoother career journeys for neurodiverse individuals. The study also highlights emerging approaches to inclusion, emphasising a shift from reactive accommodations toward systemic, proactive changes that benefit the entire workforce.
Ali (2025) offers a mapping review of more than 100 publications examining how inclusion for neurodiverse employees fits within the wider context of workplace inclusion. The review identifies notable gaps, particularly the limited representation of neurodiverse employees’ own perspectives and experiences. The data presented in later sections of this report seeks to address this gap by foregrounding those voices directly. Although the research focuses on a single local government organisation, the interviews include questions exploring how participants’ perspectives have evolved throughout their careers, potentially spanning multiple sectors. This approach aims to provide a richer understanding of neurodiverse leadership experiences beyond a single organisational context.
Idaho Neuropsychology (2026), referenced earlier, also outlines detailed inclusion strategies across recruitment, onboarding, and retention for neurodivergent individuals, including those with ADHD. These insights demonstrate how practical adjustments can be implemented to personalise career progression pathways, address sensory needs, and adapt onboarding and recruitment processes to ensure colleagues feel supported throughout their employment journey regardless of their role or career level within a business.
Whilst many studies position ADHD within the wider neurodiversity landscape, research by Smith (2025) offers ADHD‑specific frameworks that are directly applicable to both leaders and employees. This review highlights several potential inclusion strategies, including the use of data‑driven accommodations and the reshaping of organisational design to better support neurodiverse conditions. Embedding meaningful, data‑driven accommodations requires sufficient evidence, and the interviews within this dissertation will contribute directly to this by identifying the specific adjustments employees need, based on their lived experience. This not only supports future conversations regarding inclusivity for Newport City Council but for other organisations accessing research into this field.
A recent thesis by Phung (2025) analysed 176 professional and trade publications, compiling an extensive list of practical inclusion strategies applicable across a range of workplace contexts. The study found that most strategies designed to support neurodivergent individuals centred on organisational development, with a significant proportion also focused on individual training and development. In contrast, career development received the least attention in terms of neuroinclusive strategies. This dissertation seeks to examine inclusion from a leadership perspective, recognising that individuals who have already progressed into management roles may have developed personal strategies for career advancement independently. This dissertation will provide a catalyst to understand not only what personal strategies have already been applied, but how Newport City Council can further support their workforce to retain these strategies and support further.
2.6 Public Sector context
There is also relevant UK parliamentary research on supporting neurodivergent individuals into employment. The House of Commons Library (2025) outlines the legal duties that employers must follow in relation to neurodivergent staff. It highlights systemic issues within public sector recruitment processes and examines the support available to employees after appointment. Research of this kind is directly applicable to local authority policy design and practice, as it aligns with the goal of sustaining positive employment outcomes for neurodivergent adults, including those with ADHD.
The Department for Work and Pensions (2025) recently released findings from a panel study of neurodiversity experts, emphasising the need for both local and national public bodies to model neuroinclusive practices. The study reports that only around 30% of individuals with a neurodivergent condition, including ADHD, are currently in employment. Although the findings are not specific to ADHD, they provide important policy‑level context for neuroinclusion within the public sector. This evidence is also relevant to the research conducted for this dissertation, as it highlights the limited representation of neurodivergent employees within organisations - and consequently the small pool of neurodivergent leaders available to potentially participate in interviews.
Research conducted by Birkbeck University on behalf of ACAS, McCulloch (2025) examines workplace inclusion across multiple sectors. The study explores neuroinclusive practice being implemented irrespective of formal diagnosis, instead emphasising individuals’ own understanding of their neurotype and how they respond to workplace stimuli. It highlights the importance of having leaders trained in neuroinclusive practices and embedding neurodiversity training as part of standard organisational development. The evidence presented also demonstrates that practical adjustments, such as accessible written materials and sensory‑aware considerations, contribute positively to staff retention.
Newport City Council aligns its people‑management practices closely with CIPD frameworks, and all HR personnel within the organisation are currently progressing through CIPD qualification pathways. Thompson et al. (2024) conducted a major survey on workplace experiences of neurodivergent employees for the Chartered Institute of Personnel and Development. Their findings identified seven guiding principles for creating neuroinclusive organisations:
· Understand the organisation’s current position and commit to a long‑term plan of action.
· Foster an open and supportive culture in which employees feel comfortable discussing neurodiversity.
· Proactively consider neurodiversity in all people‑management interactions.
· Enable individuals to take ownership of their own journey.
· Embrace flexible working practices to enable everyone to thrive.
· Maintain sustained attention to wellbeing.
· Empower neurodivergent voices within the organisation.
Despite growing interest in neuroinclusion, this remains an area with relatively limited academic research, particularly concerning ADHD within public‑sector environments. Most existing evidence comes from broader studies conducted by UK Government bodies and private organisations, rather than ADHD specific, public‑sector research. This gap highlights a meaningful opportunity for this dissertation to contribute new insight and advance understanding in an under‑explored area.
Houdek (2022) argues that neurodiversity represents an ‘untapped opportunity’ within public organisations, suggesting that neurodivergent individuals can bring alternative perspectives that enhance innovation and the quality of public services. Their unique thinking styles, coping strategies and life experiences can contribute to more effective problem‑solving and improved service delivery. Houdek concludes that managing public sector organisations through a neurodiversity‑inclusive approach can illuminate strategies that benefit all employees, ultimately improving outcomes across the wider workforce.
2.7 Newport City Council specificity
This dissertation aims to explore the impact of neurodiversity, specifically Attention Deficit Hyperactivity Disorder (ADHD), within a single organisational context: Newport City Council. Central to this research is the provision of an evidence‑based overview of the organisation’s publicly stated and internally enacted positions on inclusion, diversity, and employee wellbeing. Newport City Council has established a range of strategies, statutory duties, and public commitments that it pledges to implement in support of both its workforce and the wider community. Examining these commitments provides an essential contextual framework for understanding the experiences of neurodivergent employees within the organisation.
Newport City Council (2024) positions inclusion, diversity, equality and wellbeing as core priorities, embedded across its governance, workforce practices and service delivery. This stance is shaped by both Welsh legislation and the Council’s own strategic plans. Newport City Council’s primary statement on inclusion and diversity is its Strategic Equality Plan (SEP) 2024–2028, which sets legally required equality objectives under the Equality Act 2010.
Newport City Council’s equality vision is defined as “a more equal Newport, where everyone is treated fairly, the needs of residents from all backgrounds are considered, and people are protected from discrimination” (Newport City Council, 2024).
The SEP focuses on advancing equality for protected characteristics, within which a formal diagnosis of ADHD may be recognised as a disability under the Equality Act 2010, where it meets the Act’s definition.
In relation to workplace inclusion and organisational culture, Newport City Council states a clear intention to be an inclusive employer, aiming to attract, retain and most importantly develop a workforce that reflects the diversity of the community (Hays, 2026).
Key elements of internal policy include:
· Inclusive recruitment across all protected characteristics
· Positive action to address under-representation
· Active staff equality networks – including Disability & Neurodiversity network (IN-NCC)
The Council describes these networks as mechanisms for amplifying lived experience and influencing policy and practice. This research examines whether neurodiverse leaders have accessed support through such networks and the extent to which their lived experiences reflect the aims and objectives of the SEP.
Through its People Plan 2023–2028, Newport City Council explicitly links inclusion and diversity with employee wellbeing and engagement, positioning wellbeing as integral to organisational performance rather than as a standalone initiative (Newport City Council, 2023).
The People Plan emphasises psychological safety, inclusive leadership, and support for long‑term health conditions and neurodivergence. Newport City Council aims to create a workplace in which individuals can bring their ‘authentic’ selves to work. This research explores the extent to which this aspiration is reflected in the lived experiences of neurodiverse employees, and whether such experiences differ across departments.
The reviewed literature underscores the multifaceted relationship between ADHD characteristics, contemporary leadership theories, and organisational expectations. Research indicates that while individuals with ADHD may encounter friction with conventional workplace norms, they also exhibit valuable strengths, such as creativity, adaptability, and innovative problem‑solving - that resonate with several established leadership models.
Limited evidence exists on how ADHD leaders interpret organisational culture and expectations, how they utilise ADHD‑related traits in shaping their leadership approach, and what structural or cultural adjustments might better support their success. These gaps directly inform the research questions of this dissertation and reinforce the need for an in‑depth qualitative examination of ADHD leadership experiences within Newport City Council.
A notable challenge encountered during the literature review was the limited availability of peer-reviewed research specifically examining ADHD within leadership contexts, particularly within public sector organisations. Whilst the broader fields of neurodiversity, workplace inclusion, and leadership are well established, ADHD leadership remains an emerging area of study. Consequently, this review draws upon a combination of peer-reviewed academic literature, practitioner publications, industry reports, professional body guidance, and policy documentation to provide a comprehensive understanding of the topic. This approach is consistent with exploratory research in developing fields, where organisational practice and professional expertise often evolve more rapidly than the academic evidence base. The reliance on multiple forms of evidence therefore reflects the current state of knowledge within this emerging area rather than a limitation of the review process itself.
3.0 Conceptual Framework
The literature reviewed suggests that the experiences of ADHD leaders are influenced by the interaction between individual characteristics, leadership behaviours, and organisational factors. Whilst ADHD-related traits may present both strengths and challenges, their impact is shaped by wider contextual factors including organisational culture, psychological safety, stigma, and organisational support mechanisms. Consequently, this study adopts a conceptual framework which positions ADHD leadership experiences as the product of interactions between individual, leadership, and organisational variables. The framework below provides a foundation for the interview design, thematic analysis, and interpretation of findings.

ADHD Characteristics
(Strengths & Challenges)

Creativity, Hyperfocus, Innovation, Energy, Executive function, Emotional Regulation


Leadership Behaviour

Communication, Strategic Thinking, Decision-Making, Relationship Building, Innovation


Organisational Context

Psychological Safety, Workplace Culture, Inclusion, HR Support, Stigma & Bias, Workplace Adjustments


Leadership Outcomes


Wellbeing, Job Satisfaction, Career Development, Leadership Effectiveness, Employee Engagement

4.0 Methodology
This study adopts a qualitative research design, using semi‑structured interviews to explore the lived experiences of neurodivergent employees, specifically individuals with ADHD or other neurodiverse conditions, within Newport City Council. A qualitative approach is appropriate because the research seeks to understand personal perceptions, workplace experiences, leadership challenges, and contextual influences that cannot be fully captured through quantitative methods.
4.1 Research Limitations
Even though research in this subject is in its infancy, especially outside of clinical or educational settings, there are still several limitations to this research problem that need to be considered.
4.1.2 Scope & Generalisability
This piece of research will be conducted on a specific neurodivergent condition. The nature of neurodiversity as a topic is that it is broad, and there are many opportunities for crossover diagnoses. The British Dyslexia Association (2025) states neurodiversity encompasses all specific learning difficulties (SpLD), many of which co-occur or overlap. This means that potentially the research could have varying outcomes if the subject has been diagnosed with more than one condition alongside ADHD or if ADHD isn’t their primary condition. 
This research is also being conducted in one public sector organisation, so although it will prepare recommendations that could fit with other organisations or sectors, this will certainly limit broader applicability.
4.1.3 Sample Sizes & Representation
The study focuses primarily on ADHD despite the broader nature of neurodiversity. As neurodivergent conditions frequently co-occur, participants may have experienced overlapping challenges that cannot be attributed solely to ADHD (British Dyslexia Association, 2025)..
Due to the relatively small population of neurodivergent leaders, the sample size was necessarily limited. As the research relied on self-reported experiences, there is also potential for social desirability bias, whereby participants may underreport challenges or overemphasise positive experiences (Durmaz et al., 2020). These limitations do not undermine the value of the research but should be considered when interpreting the findings.
4.2 Ethical considerations
Ethics approval was granted for this research (Appendix E) given the sensitivity of discussing neurodiversity, workplace experiences and leadership. Several ethical considerations were addressed throughout the research process.
All participants received an information sheet outlining the research purpose (Appendix B), voluntary nature of participation, and right to withdraw at any stage. Written informed consent was obtained prior to participation (Appendix C).
Confidentiality and anonymity were maintained through the removal of identifiable information, including job titles and departmental references. Data was stored securely in accordance with GDPR requirements and organisational data retention policies.
As ADHD may constitute special category personal data, particular care was taken to protect participants from potential stigma or harm. Interview questions were designed using inclusive and non-judgemental language, ensuring the focus remained on personal experiences rather than perceived deficits.
The researcher also adopted a reflexive approach due to their own lived experience of ADHD and leadership within Newport City Council. Whilst this provided valuable contextual insight, conscious efforts were made to minimise bias and ensure findings remained grounded in participant accounts.
4.3 – Research Design
This research will be conducted utilising the ‘Research Onion’ Framework. Saunders et al (2016) outline the framework to support researchers with understanding philosophical research choices and developing these into practical techniques that align logically to ensure a robust overall research design.
4.3.1 Layer One – Research Philosophy
The research undertaken in this dissertation will adopt an interpretivist philosophy. Thompson (2025) explains that interpretivism is grounded in the understanding that individuals are intricate and complex, and that people may perceive and experience reality in diverse and subjective ways. An interpretivist approach is therefore naturally aligned with qualitative methods, such as interviews or observations, as it enables the researcher to capture experiences and situations through the lens of participants. This philosophical stance is well‑suited to the current study, as understanding lived experience is essential to exploring the impacts of ADHD on leaders within a specific organisational context.
A positivist philosophical position conversely is not suited to this study, as positivism assumes that an objective reality exists independently of individual perception and that knowledge should be derived from observable, measurable facts. In research relating to ADHD, this approach is limiting because the condition manifests differently across individuals, and experiences are shaped by subjective, context‑dependent factors. Positivism would therefore restrict the researcher’s ability to acknowledge that multiple realities may exist and that lived experiences of ADHD are not uniform or generalisable. 
4.3.2 Layer Two – Research Approach
The research in this dissertation will be conducted using an inductive approach. This approach is well‑suited to the topic, as it concerns an emerging field with limited existing research outside clinical or educational settings. 
Using an inductive approach allows for the discovery of patterns, contextual relationships, and potential cause‑and‑effect insights within the specific organisational setting being studied. This supports a deeper understanding of both current and emerging issues related to ADHD and leadership.
A deductive approach, as outlined by Saunders et al. (2016), begins with an existing theory or hypothesis, which is then tested through observation. This approach is typically associated with quantitative research, where variables can be measured and hypotheses tested systematically. Within the the context of this study, a deductive strategy is not appropriate. 
ADHD has a limited theoretical base outside of clinical and educational research, meaning that forming a robust, testable hypothesis relating specifically to leadership experiences in organisational settings would not be feasible. 
4.3.3 Layer Three - Research Strategy
The research conducted in this dissertation has benefited from applying a grounded theory to research strategy. When considering topics such as ADHD, it’s important to move away from a linear research process to an iterative process to allow for flexibility. Grounded theory by design, is built for use in building theory in emerging field – where literature is limited, fragmented or unspecific.
Grounded theory is an appropriate methodology for this research because ADHD leadership within workplace settings is an emerging field with limited existing theory. The approach supports an inductive, interpretivist design by allowing concepts and frameworks to emerge directly from the lived experiences of participants.
4.3.4 Layer Four – Choices – Mono Method
This study employs a qualitative research design to explore the lived experiences of ADHD leaders within a public‑sector organisational context. Given the exploratory nature of the research aims, semi‑structured interviews were selected as the primary method of data collection. This approach enables participants to articulate their experiences in their own words, providing the depth and nuance required to examine how neurodiversity intersects with leadership expectations, organisational culture, and workplace norms.
Norstat (2026) defines quantitative research as the systematic investigation of phenomena using numerical data and statistical analysis. It focuses on measurement, objectivity, and identifying patterns or relationships that can be generalised across larger populations. As this study relies on conversational, semi‑structured interviews rather than structured measurement or pre‑defined variables, a quantitative approach is not appropriate for addressing the research aims. 
The intention of this dissertation is to explore personal experiences and interpret subjective meaning, which cannot be captured through numerical data alone. While the findings may later inform organisational datasets or contribute to broader evidence‑based practice, generating quantitative outputs is not the starting point of this research design.

4.3.5 Layer Five – Time Horizon
This study adopted a cross-sectional time horizon, capturing participant experiences at a single point in time. This approach was appropriate given the exploratory nature of the research and the aim of understanding current experiences of ADHD leadership within Newport City Council. A cross-sectional design was also more practical than a longitudinal approach due to time constraints and the organisational context of the study.
Statsig (2024) explains longitudinal studies are resource-intensive and involve complex data management. As a local authority, Newport City Council is naturally risk‑averse in relation to cost, resources, and long‑term obligations. A longitudinal design would amplify these concerns. 
4.3.6 Layer Six – Techniques & Procedures
Interviews will form the primary method of data collection and will be analysed thematically. This will involve familiarisation with the data, coding key features and insights, and subsequently reviewing, refining, and defining themes. The process mirrors the approach used in similar research within clinical and psychological settings.
Semi‑structured interviews allows flexibility and enables participants to express their perspectives in their own words, offering the depth and nuance required to examine how neurodiversity interacts with leadership expectations, organisational culture, and workplace norms.
The interview data will be analysed using thematic analysis. This process involves becoming familiar with the dataset, generating initial codes, and identifying patterns of meaning before reviewing, refining, and defining the final themes. Thematic analysis is widely used in qualitative research and aligns with approaches adopted in comparable studies within psychological, clinical, and organisational fields.
Nowell (2017) intonates that Thematic Analysis in its theoretical freedom, provides a highly flexible approach that can be modified for the needs of many studies, providing a rich and detailed, yet complex account of data. This strongly aligns with the research aims and objectives outlined earlier in this dissertation.
This research will be conducted using purposive sampling. Participants were selected through a non-probability sampling technique based on their relevance to the research aims. The criteria for inclusion in the study were as follows:
· Holding a leadership role within Newport City Council (with at least one direct report)
· Having a formal diagnosis of ADHD
· Identifying as self-diagnosed or currently awaiting a formal diagnosis of ADHD
· Identifying as neurodiverse
This criterion-based sampling ensures that participants possess direct and meaningful experience of the phenomenon under investigation. Purposive sampling is effective for qualitative studies of this nature, as it enables the collection of rich, nuanced, and contextually relevant data from individuals who are best positioned to inform the research questions.
5.0 Data Analysis
This chapter presents the analysis of qualitative data gathered through semi-structured interviews exploring the perceptions and challenges experienced by neurodivergent individuals within organisational contexts, specifically Newport City Council. The analysis adopts a thematic approach, identifying patterns across participant narratives to generate key themes relating to lived experience, leadership, inclusion, and organisational practice.
The findings reflect both individual experiences and shared patterns, highlighting the complexity and diversity of neurodivergent identities. Themes were derived through analysis of interview transcripts, focusing on recurring concepts, emotional responses, and organisational interactions.
The findings demonstrated a number of recurrent themes across all interviews conducted. The findings demonstrate that ADHD/neurodivergent individuals experience misalignment between organisational expectations and cognitive needs, requiring constant adaptation.
5.1 Theme 1: Masking, Identity and Burnout
A dominant theme across the interviews was the concept of masking, where individuals suppress or adapt their behaviours to align with neurotypical expectations.
Participants described masking as a lifelong process, often accompanied by deep-rooted anxiety and a persistent awareness of being “different.” This concealment of neurodivergent traits was frequently internalised and only recognised later in life, often triggered by significant life events such as parenting neurodivergent children or health-related changes.
The sustainability of masking emerged as a critical issue. Participants indicated that, over time, the ability to maintain this façade diminished, leading to increased emotional exhaustion and burnout. Participant A described reaching a “breaking point,” highlighting the cumulative effect of unrecognised needs. This experience was reflected by Participant B, who described masking as a lifelong process, stating that they had “always had this anxiety deep down” and had “always known that I've been different.” This suggests that masking was not simply a workplace behaviour but a longstanding coping mechanism developed across the lifespan.
This suggests that organisational environments which implicitly expect conformity to neurotypical behaviours may inadvertently contribute to long-term psychological strain. The findings align with existing literature such as a study by Idaho Neuropsychology (2026) which shows as leaders advance, existing coping strategies often fail, revealing underlying ADHD‑related issues.
Participants described experiences of not being listened to, dismissive managerial responses and a distinct pressure to conform. A key objective of this research is to investigate the lived experience of those with ADHD and how they navigate organisational expectations and norms. These accounts suggest that employees with ADHD frequently experience a mismatch between organisational expectations and their cognitive needs, requiring ongoing adaptation that contributes to stress and burnout.
Participant A stated, “I've been masking all my life… I've always known I was different.” Participant F described a similar experience of prolonged strain, explaining that they “I felt like I was at that breaking point... I was just burnt out. I was completely burnt out.”
Both participants had been employed by Newport City Council in frontline roles for several years and demonstrated a strong awareness of their ADHD-related support needs. However, their accounts suggest that these needs were not adequately recognised or supported, contributing to prolonged stress and burnout.
Higgins' (1987) Self-Discrepancy Theory offers insight into these experiences. The theory suggests that psychological discomfort can arise when there is a perceived gap between an individual's authentic self and the self they believe they are expected to present. Participants appeared to experience this tension through the continual adjustment of their natural working styles to meet neurotypical organisational expectations. Consequently, burnout may not simply result from workload demands but from the ongoing cognitive and emotional effort associated with managing identity within the workplace.
The findings suggest that masking extends beyond a workplace behaviour and becomes an embedded coping mechanism developed over time to manage perceived differences. For these participants, masking appeared to serve a protective function, enabling them to meet organisational expectations and avoid negative judgement. However, the sustained cognitive and emotional effort required to maintain this facade contributed to exhaustion and burnout. This highlights a tension between organisational expectations of professionalism and the reality of neurodivergent working styles. Rather than supporting authentic self-expression, participants' experiences suggest that organisational cultures may inadvertently incentivise conformity, potentially increasing the risk of long-term wellbeing impacts.
5.2 Theme 2: Workplace Environment and Sensory Considerations
The physical and social work environment was identified as a significant barrier among participants to effective participation. Open-plan or high-traffic office spaces were described as overwhelming, contributing to anxiety and reduced concentration.
Participants reported sensory overload in environments characterised by noise, interruptions, and unpredictability. These conditions were not merely inconvenient but often triggered physiological responses, including heightened stress and panic attacks.
Participant A shared “It was too noisy... I just can't concentrate in there. There's too much going on. There's too many people.”. 
Participant D shared, “I get panic attacks in the office… it’s too noisy.” They explained that concerns regarding the working environment had been raised with senior management; however, there was resistance to implementing adjustments, both formally and informally, due to concerns about perceived unfairness or bias within the wider team.
Despite these challenges, participants demonstrated a strong awareness of their needs and were able to articulate clear and practical workplace adjustments, such as working from home or accessing quieter workspaces. However, these requests were not always understood or accommodated.
For some participants, the consequences were significant. Participant A stated, “I felt like I had to go off sick.” In this case, the lack of consideration for neurodivergent sensory needs contributed to an extended period of sickness absence, highlighting the potential impact of inadequate workplace support.
Participant C, from a department generally regarded as more flexible and adaptable than other areas of Newport City Council, stated: “The environment is not good for neurodivergent people.” This suggests that flexible working practices alone may be insufficient to create an inclusive environment where there is a limited understanding of the complexities associated with neurodivergent needs.
Participant accounts suggest that sensory challenges were not solely related to individual preferences but reflected a broader mismatch between employees and their working environments. This aligns with Person-Environment Fit Theory (Kristof-Brown et al., 2005) which argues that positive organisational outcomes occur when individual characteristics are compatible with environmental conditions. Conversely, poor fit can lead to stress, reduced wellbeing, and lower job satisfaction.
This was evident in Participant D's account of experiencing panic attacks within the office environment and Participant A's eventual sickness absence. These experiences suggest that difficulties arose not because individuals were incapable of performing their roles, but because organisational environments were insufficiently aligned with their cognitive and sensory needs. From this perspective, workplace adjustments should not be viewed as special accommodations but as mechanisms for improving person-environment fit and enabling employees to perform effectively.
These findings suggest that organisational practices within Newport City Council may, at times, prioritise consistency over inclusivity, particularly where workplace adjustments are viewed as exceptions rather than standard practice.
Participants' accounts of sensory overload support Houdek's (2022) argument that neurodiversity remains an underutilised asset within public organisations when workplace structures fail to accommodate diverse cognitive needs.
This highlights a critical gap in organisational design: environments are often structured around neurotypical assumptions, failing to consider sensory diversity. The findings emphasise the need for inclusive environmental planning, recognising that productivity and wellbeing are closely linked to sensory compatibility.
This theme demonstrates that workplace inclusion extends beyond policies and behaviours to encompass the physical working environment. Participants did not describe sensory challenges as minor inconveniences but as barriers that directly affected their wellbeing, concentration, and ability to remain in work. The findings suggest that workplace design continues to be largely informed by neurotypical assumptions regarding noise, collaboration, and productivity. Consequently, employees with ADHD may be required to expend additional effort merely to function within environments that others perceive as standard. This unequal burden has implications for both employee wellbeing and organisational performance.
5.3 Theme 3: Organisational Barriers and Lack of Understanding
A recurring issue identified was the lack of understanding and awareness among managers and colleagues. Participants frequently described their experiences as being “dismissed,” “minimised,” or misunderstood.
Participant A described managerial responses that failed to recognise their experiences, explaining that “My manager didn't understand… it was brushed off." Such responses contributed to feelings of frustration and invalidation.
Similar experiences were reflected by Participant E, who reported hearing comments such as "Everyone gets like that." Whilst potentially intended to provide reassurance, these remarks appeared to minimise the specific challenges associated with neurodivergence.
Comments such as “everyone gets like that” illustrate how neurodivergent experiences are often normalised in ways that invalidate individual challenges. This lack of recognition contributed to feelings of frustration, isolation, and reduced psychological safety.
Edmondson (1999) describes psychological safety as the belief that individuals can express concerns, ask questions, and disclose difficulties without fear of negative consequences. However, participants frequently reported feeling dismissed or misunderstood when discussing their ADHD-related needs.
For example, comments such as "everyone gets like that" may appear supportive on the surface but can unintentionally invalidate individual experiences. Such responses potentially undermine psychological safety by discouraging employees from raising concerns in the future. As a result, neurodivergent employees may become less likely to disclose their needs, request adjustments, or participate openly in discussions regarding workplace support. This finding suggests that improving managerial understanding of ADHD may be critical to establishing psychologically safe environments where employees feel able to seek help without fear of judgement.
Organisational resistance to implementing adjustments was also evident. In some cases, decisions were influenced by concerns about fairness or precedent, rather than individual need. For example, flexibility requests were denied due to fears of, as Participant D shared, “opening the floodgates”. This demonstrates a systemic preference for uniformity over equity. In the context of Newport City Council, these findings suggest that meaningful cultural change may require significant organisational investment in leadership development, training, and inclusive workplace practices.
Organisational inflexibility was also evident in participants' experiences of workplace adjustments. Participant B noted that "I could do the job from home… but wasn't allowed," despite recognising this adjustment would improve their ability to work effectively.

This suggests that organisational cultures may prioritise consistency over inclusivity, inadvertently creating barriers for neurodivergent employees. The findings point to the importance of shifting from equality-based approaches to equity-based models that recognise individual differences.
Conversely, once support was accessed, participants reported more positive experiences. Participant E stated that "HR and Unison were amazing," illustrating the important role that advocacy and support networks played in securing workplace adjustments
The findings suggest adjustments are viewed as exceptions, not a standard practice. The thesis outlined by Phung (2025) compiled an extensive list of practical inclusion strategies applicable across a range of workplace contexts. The study found that most strategies designed to support neurodivergent individuals centred on organisational development. 
The findings indicate that the primary barrier was not necessarily unwillingness to provide support, but rather a lack of understanding regarding the nature and impact of neurodivergent experiences. Participants frequently described having their concerns minimised through comparisons with neurotypical experiences. Such responses may unintentionally invalidate individual challenges and undermine psychological safety. This finding suggests that organisational awareness of neurodiversity remains largely conceptual, with limited translation into practical managerial behaviours. Consequently, employees may feel compelled to justify or repeatedly explain their needs before receiving support.
5.4 Theme 4: Strengths Associated with Neurodivergence
While much of the discussion focused on challenges, participants also identified significant strengths associated with their neurodivergence.
Common attributes included:
· High levels of empathy and emotional insight
· Strong one-to-one interpersonal skills
· Creative and “outside-the-box” thinking
· Problem-solving and innovation
Participants highlighted that these strengths were often most evident in specific contexts, particularly in relational or client-facing roles. However, they also noted that organisational systems tend to focus disproportionately on deficits rather than capabilities.
Participant B described their ability to identify opportunities and solutions that others overlooked, explaining that they could "see solutions that other people miss." This finding aligns with wider discussions of creative and divergent thinking among neurodivergent individuals, similarly, Participant F stated that they were "always considering alternative ways of working," highlighting a tendency towards innovation, curiosity, and challenging established approaches.
While Durand et al.(2022) highlights challenges relating to organisational skills among adults with ADHD, participant accounts also revealed significant strengths including creativity, empathy and innovative thinking. Interpersonal strengths were also evident. Participant B described themselves as "very empathetic… good one-to-one," suggesting that relationship-building and emotional insight may represent valuable leadership strengths associated with neurodivergence.
On the contrary, Theenadhayalan (2025) highlights how traditional leadership paradigms marginalise neurodivergent individuals and provides insight into the importance of reframing mindsets and changing cultures to allow a workforce to thrive, regardless of neurodiversity. 
This deficit-based framing may limit both individual potential and organisational performance, as valuable skills remain under-recognised. A shift towards a strengths-based approach is therefore necessary to fully leverage neurodiverse talent.
The findings challenge traditional deficit-based narratives surrounding ADHD by highlighting a range of strengths that participants associated with their neurodivergence. While organisational discussions often focus on performance challenges, participants emphasised qualities including empathy, creativity, adaptability, and innovative thinking. This suggests that the difficulties experienced by participants may not stem solely from ADHD itself but from a misalignment between individual strengths and organisational structures. A strengths-based perspective therefore encourages a shift from viewing neurodivergence as a problem requiring management towards recognising it as a source of valuable workplace diversity.
The findings align with the neurodiversity paradigm, which conceptualises neurological differences as natural variations rather than deficits requiring correction (Singer, 1999). Participants frequently described strengths including creativity, empathy, and innovative thinking, suggesting that ADHD may offer advantages within certain workplace contexts. Furthermore, participants' accounts share similarities with transformational leadership theory (Bass and Avolio, 1994), particularly through their emphasis on innovation, challenging established assumptions, and identifying novel solutions to organisational problems.
5.5 Theme 5: Training, Awareness and Willingness to Learn
Another key theme was the inadequacy of current training and awareness initiatives. Participants expressed that existing training approaches, often delivered through passive formats such as online modules, were ineffective in fostering genuine understanding.
Participant A expressed concern regarding the effectiveness of existing learning approaches, stating that "Training needs to hit home." This suggests that passive awareness initiatives may have limited impact on meaningful behavioural change. Participant F similarly argued that "Colleagues need more training," but emphasised that individuals must also "want to learn." This distinction highlights the perceived difference between organisational awareness and genuine understanding.
Importantly, awareness alone is insufficient without a willingness to engage and learn. Even where training was recommended, its effectiveness was perceived to depend on individual attitudes and openness.
This reflects a need for Newport City Council to move beyond compliance-based training towards meaningful cultural change, where understanding is embedded rather than superficial.
The importance of recognising individual variation was reinforced by Participant B, who noted that      "Everyone with autism is unique." Although discussing autism specifically, this observation reflects a broader rejection of one-size-fits-all assumptions about neurodivergence.
This indicates that training initiatives and engagement opportunities may have limited impact unless they are accompanied by behavioural change, managerial accountability, and a broader commitment to inclusive organisational culture.
Schein's (2017) organisational culture model helps explain why participants viewed awareness training alone as insufficient. According to Schein (2017), organisational culture is shaped not only by visible artefacts such as policies and training programmes but also by underlying assumptions and behaviours. Consequently, participants' emphasis on willingness to learn suggests that meaningful neuroinclusion requires cultural change rather than awareness raising alone.
5.6 Thematic Synthesis – Misalignment Between Individual Needs and Organisational Systems
Across all five themes, a unifying finding emerged: participants consistently described a misalignment between individual neurodivergent needs and organisational systems. Whether discussing workplace environments, management responses, support structures, training, or organisational culture, participants frequently reported the need to adapt themselves to existing practices rather than experiencing meaningful adaptation from the organisation.
This finding suggests that many of the challenges experienced by participants may be less attributable to individual characteristics associated with ADHD and more reflective of organisational systems that continue to operate according to predominantly neurotypical assumptions. As evidenced throughout the preceding themes, participants described engaging in masking behaviours, managing sensory challenges, advocating for support, and navigating barriers to workplace inclusion, often at a significant personal cost.
Taken together, these findings indicate that organisational expectations can create additional pressures for neurodivergent employees, particularly when adjustments and inclusive practices are not embedded within workplace culture. Consequently, improving inclusion may require a shift away from approaches that place responsibility on individuals to adapt, towards organisational models that recognise and accommodate cognitive diversity as a standard aspect of workforce practice. This finding sits at the heart of participants' experiences and provides a foundation for the discussion of organisational implications presented in the following chapter.
5.7 Cross-Theme Analysis: The interaction between neurodivergence and organisational culture
Whilst the preceding themes are presented separately for analytical purposes, the findings demonstrate significant interconnections between participants' experiences of masking, workplace environments, organisational barriers, strengths associated with neurodivergence, and training and awareness. Rather than existing as isolated issues, these themes appear to interact in ways that shape participants' overall experience of working within Newport City Council.
A notable finding emerging across all interviews was the extent to which participants perceived themselves as adapting to the organisation rather than the organisation adapting to them. This was evident in discussions relating to masking behaviours, requests for workplace adjustments, sensory challenges, and efforts to educate colleagues regarding neurodiversity. Participants frequently described feeling responsible for managing the consequences of their ADHD independently, even where organisational policies intended to support inclusion formally existed.
This finding aligns closely with the social model of disability, which argues that many workplace challenges arise not from an individual's condition but from organisational and environmental barriers that fail to accommodate difference. Viewed through this lens, the difficulties described by participants cannot be understood solely as consequences of ADHD. Instead, they reflect the interaction between neurodivergent characteristics and organisational systems designed around neurotypical norms and expectations.
The findings suggest that organisational expectations surrounding professionalism, communication, productivity, and workplace behaviour remain largely informed by neurotypical assumptions. For example, participants described pressure to maintain concentration within busy office environments, manage competing priorities without structured support, and conform to communication styles that did not always align with their cognitive preferences. Whilst these expectations may appear neutral, participants' accounts suggest that they create unequal demands for neurodivergent employees.
Importantly, participants did not generally describe a deliberate lack of support or discriminatory intent from colleagues or managers. Instead, many accounts reflected a gap in understanding surrounding how ADHD can influence workplace experiences. This distinction is particularly important because it suggests that barriers may be more cultural than intentional. In other words, difficulties often arose from assumptions regarding what constitutes normal workplace behaviour rather than from overt resistance to supporting neurodivergent employees.
The findings also reveal a significant tension between organisational commitments to inclusion and employees lived experiences. Newport City Council's People Plan emphasises values including inclusivity, fairness, respect, support, and trust. However, several participants described experiences that appeared inconsistent with these aspirations, particularly when discussing requests for workplace adjustments or attempts to explain the impact of ADHD on their work. This does not necessarily suggest organisational failure but rather highlights the complexity of translating inclusive values into consistent everyday practice across diverse services and departments.
A further observation emerging from the data relates to psychological safety. Across multiple themes, participants indicated that they were hesitant to disclose challenges, request support, or discuss their needs openly due to concerns regarding how they would be perceived. Such findings suggest that psychological safety may represent a critical factor influencing the experiences of neurodivergent employees. Where individuals feel safe to discuss difficulties without fear of judgement, they may be more likely to access support, utilise workplace adjustments, and contribute authentically. Conversely, environments characterised by uncertainty or misunderstanding may reinforce masking behaviours and discourage disclosure.
Interestingly, whilst participants described numerous organisational barriers, they also demonstrated considerable resilience, adaptability, and self-awareness. Many participants had developed sophisticated coping strategies to manage competing demands, regulate workloads, and compensate for areas of difficulty. These strategies included the use of technology, personal organisational systems, flexible working practices, and deliberate approaches to communication and time management. Whilst these adaptations often enabled individuals to succeed within their roles, they also involved substantial additional effort that was largely invisible to colleagues and managers.
This finding raises important questions regarding how organisations evaluate performance and capability. Traditional performance measures often focus primarily on outcomes, overlooking the processes and effort required to achieve them. For neurodivergent employees, high levels of performance may mask considerable underlying cognitive or emotional strain. Consequently, organisational assessments of workplace success may not always accurately reflect employee wellbeing or sustainability.
Another significant finding concerns the relationship between strengths and challenges. Participants consistently rejected simplistic portrayals of ADHD as either entirely positive or entirely negative. Instead, their experiences suggest a more nuanced reality in which strengths and challenges are closely linked. Characteristics associated with creativity, innovation, rapid thinking, and problem-solving were often viewed positively. However, the same cognitive styles could have the potential to create challenges.
This highlights the importance of moving beyond binary understandings of neurodiversity. Participants' accounts support contemporary neurodiversity perspectives, which argue that cognitive differences should be understood within the context of the environments in which they occur. A characteristic that is viewed as disadvantageous in one context may represent a significant strength in another. Consequently, organisational success may depend not on changing individual employees but on creating environments capable of accommodating diverse ways of thinking and working.
The findings therefore suggest that neuroinclusion should not be viewed solely as an employee wellbeing initiative. Rather, it represents a strategic organisational issue with implications for workforce performance, talent retention, employee engagement, and leadership development. Participants repeatedly identified strengths that align closely with organisational priorities, including innovation, relationship building, creative problem-solving, and empathy. Failure to recognise and support these strengths may result in organisations overlooking valuable contributions made by neurodivergent employees.
Overall, the findings indicate that the experiences of ADHD employees within Newport City Council are shaped by a dynamic interaction between individual characteristics and organisational systems. Participants' experiences cannot be fully explained through medical models of ADHD alone, nor can they be understood exclusively through organisational perspectives. Instead, the findings suggest that successful inclusion depends upon the extent to which organisational cultures, leadership practices, workplace environments, and support mechanisms can accommodate cognitive diversity. This interpretation provides a foundation for the discussion chapter, which will examine the findings in greater depth through the lens of leadership theory, neurodiversity literature, and inclusive organisational practice.
6.0 Discussion
This chapter discusses the key findings presented in Chapter 4 and considers them in relation to the existing literature on ADHD, neurodiversity, workplace inclusion, and leadership. The aim is to explore how the experiences of neurodivergent employees within Newport City Council align with or differ from previous research and to consider the implications for organisational practice. The discussion is structured around the key themes identified during analysis, culminating in consideration of the overarching finding of misalignment between individual needs and organisational systems.
6.1 Masking, Identity & Burnout
The findings demonstrated that masking was a significant feature of participants' workplace experiences. Participants described consciously modifying their behaviours, communication styles, and working practices to align with perceived organisational expectations. Whilst masking enabled individuals to navigate workplace environments and maintain professional credibility, it was also associated with emotional exhaustion, anxiety, and burnout. The recurrence of this theme across multiple participants suggests that masking represents more than an individual coping mechanism and may reflect broader organisational pressures experienced by neurodivergent employees.
These findings support existing literature that identifies masking as a common strategy used by neurodivergent individuals to minimise stigma and conform to social expectations (Cook et al., 2021). Participants' descriptions of lifelong masking and persistent feelings of being "different" indicate that these behaviours often develop long before entering leadership positions and can become deeply embedded within professional identities. However, the findings also suggest that workplace environments may unintentionally reinforce masking by rewarding behaviours that align with neurotypical expectations of professionalism, consistency, and communication.
Higgins' (1987) Self-Discrepancy Theory provides a useful framework for understanding these experiences. The theory proposes that psychological distress can arise when there is a perceived difference between an individual's authentic self and the self they believe they are expected to present. Participants frequently described this tension through their attempts to appear organised, composed, and socially conventional despite experiencing internal challenges associated with ADHD. Consequently, burnout may be understood not only as the result of workload pressures but also as the cumulative effect of continually managing and concealing aspects of identity.
The findings also extend existing literature by highlighting the role of organisational context in sustaining masking behaviours. Whilst previous studies have primarily examined masking from an individual psychological perspective, participants' experiences suggest that organisational cultures can indirectly encourage masking when expectations are based upon narrow definitions of professional behaviour. In this respect, the challenges associated with masking appear less connected to ADHD itself and more connected to organisational assumptions regarding how leaders should think, communicate, and behave.
For Newport City Council, these findings suggest that efforts to improve inclusion should move beyond encouraging disclosure alone. Employees must also feel confident that disclosure will be met with understanding, support, and practical action. Without this, individuals may continue to rely upon masking behaviours that allow them to succeed professionally in the short term but ultimately increase the risk of stress, exhaustion, and burnout. Creating conditions in which neurodivergent employees can work authentically may therefore represent an important step towards improving employee wellbeing, retention, and leadership sustainability.
6.2 Workplace Environment & Sensory Considerations
The findings identified workplace environments as a significant factor influencing participants' experiences of inclusion and wellbeing. Participants consistently described open-plan offices, noise, interruptions, and unpredictable working conditions as barriers to concentration and productivity. In several instances, sensory overload was associated with physical and emotional responses including anxiety, panic attacks, and sickness absence. These findings demonstrate that workplace inclusion extends beyond policy and management practice to encompass the physical environment itself.
The findings support previous research highlighting the significance of sensory environments for neurodivergent employees (Houdek, 2022). Whilst workplace design is frequently developed according to assumptions regarding collaboration, visibility, and accessibility, participants' experiences suggest that these same environments may create unintended barriers for employees with ADHD. This challenges the notion that workplace environments are neutral spaces and instead highlights how organisational design can privilege certain cognitive styles over others.
Person-Environment Fit Theory (Kristof-Brown et al., 2005) provides a useful lens through which to interpret these findings. The theory proposes that employee wellbeing and performance are enhanced when individual characteristics align with environmental conditions. Conversely, a poor fit can result in increased stress, dissatisfaction, and reduced effectiveness. Participants' accounts of sensory overload suggest that difficulties did not arise because they were incapable of performing their roles but because workplace environments were insufficiently aligned with their cognitive and sensory needs. This shifts the focus from perceived employee deficits towards the suitability of organisational systems and physical environments.
Importantly, the findings also challenge assumptions that flexible working arrangements alone are sufficient to support neurodivergent employees. Despite working in departments perceived as relatively adaptable, several participants continued to identify environmental barriers and difficulties accessing appropriate adjustments. This suggests that flexibility in working patterns must be accompanied by a broader organisational understanding of neurodivergence if meaningful inclusion is to be achieved.
The findings further reinforce arguments within the social model of disability (Oliver, 1990), which suggest that disability arises through interactions between individuals and their environments rather than from individual characteristics alone. From this perspective, the barriers experienced by participants were not inevitable consequences of ADHD but were largely influenced by workplace structures that had not been designed with cognitive diversity in mind.
For Newport City Council, these findings have important implications for workplace planning and organisational development. Rather than viewing workplace adjustments as isolated accommodations, they should be considered part of a broader strategy for creating environments in which diverse employees can thrive. Failure to address sensory barriers may contribute to reduced wellbeing, increased sickness absence, and the underutilisation of talented individuals who are otherwise capable of performing effectively within leadership and professional roles.
6.3 Organisational Barriers and Lack of Understanding
A recurring finding throughout the study was the perceived lack of understanding regarding ADHD amongst managers and colleagues. Participants frequently described having their experiences minimised, misunderstood, or compared directly with neurotypical experiences. Whilst participants rarely attributed these responses to deliberate discrimination, they nevertheless reported feeling frustrated, unsupported, and reluctant to seek further assistance.
These findings support existing research suggesting that growing awareness of neurodiversity has not always translated into meaningful organisational understanding (Ali, 2025; Thompson et al., 2024). Although organisations may increasingly recognise neurodiversity conceptually, participants' experiences suggest that practical implementation remains inconsistent. This distinction is important because awareness alone does not necessarily result in inclusive managerial behaviours or equitable workplace practices.
Edmondson's (1999) concept of psychological safety provides a useful explanation for these findings. Psychological safety refers to an individual's belief that they can express concerns, disclose challenges, and ask for support without fear of judgement or negative repercussions. Participants frequently described responses such as "everyone gets like that" which, whilst perhaps intended to offer reassurance, were perceived as dismissive and invalidating. Such responses may unintentionally discourage employees from raising concerns in the future and reduce confidence in organisational support systems.
The findings also highlight a tension between organisational consistency and inclusion. Several participants reported encountering resistance when requesting workplace adjustments, particularly where managers expressed concerns regarding fairness or setting precedents. This demonstrates how organisational decision-making may prioritise equality, understood as treating everyone the same, rather than equity, which recognises that different individuals may require different forms of support to achieve comparable outcomes.
This finding extends existing literature by demonstrating how organisational barriers can persist even within an organisation that publicly promotes inclusion, wellbeing, and fairness. Newport City Council's People Plan places significant emphasis on employee wellbeing and inclusive values. However, participants' experiences suggest that translating these values into everyday managerial practice remains challenging. This does not necessarily indicate a failure of organisational commitment but rather highlights the complexity of embedding inclusive behaviours consistently across diverse departments and leadership structures.
The findings therefore suggest that the primary barrier experienced by participants was not a lack of organisational intent but a lack of practical understanding regarding ADHD and neurodivergent experiences. Consequently, efforts to improve inclusion should focus not only on increasing awareness but also on developing managers' confidence and capability in responding appropriately to neurodivergent needs. For Newport City Council, this may require a greater emphasis on neuroinclusive leadership development, psychological safety, and the consistent application of equitable workplace practices. Such measures have the potential to strengthen both employee experience and organisational effectiveness, whilst ensuring that neurodivergent employees are not required to repeatedly justify or advocate for support.
6.4 Strengths Associated with Neurodivergence 
Although participants described a range of workplace challenges, they also identified valuable strengths associated with their neurodivergence. Creativity, empathy, innovation, and problem-solving were frequently highlighted as positive attributes that contributed to workplace performance.
These findings support emerging perspectives within the neurodiversity literature that challenge deficit-based understandings of ADHD. Rather than focusing exclusively on difficulties associated with attention, organisation, and executive functioning, participants described qualities that added value to their teams and service delivery.
The findings are particularly relevant within public-sector organisations, where innovative thinking, relationship building, and problem-solving are often integral to achieving organisational objectives. However, participants perceived that organisational systems remained more focused on managing challenges than recognising strengths.
This supports Theenadhayalan's (2025) argument that traditional workplace structures frequently marginalise neurodivergent talent by measuring performance against neurotypical standards. A strengths-based approach may therefore enable organisations to move beyond compliance and towards genuine inclusion.
The findings further support Singer's (1999) neurodiversity paradigm, which conceptualises neurological differences as variations of human cognition rather than deficits requiring correction. Whilst participants recognised challenges associated with ADHD, they frequently described creativity, empathy and innovation as valuable assets within their leadership practice. This suggests that organisational frameworks focusing predominantly on performance deficits may fail to recognise important leadership capabilities associated with neurodiversity.
The findings also align with transformational leadership theory (Bass and Avolio, 1994). Participants frequently described an ability to generate ideas, challenge established approaches and identify alternative solutions to organisational problems. These characteristics are often associated with transformational leaders, who encourage innovation and inspire new ways of thinking. Consequently, ADHD-associated traits may not only be compatible with effective leadership but may also provide advantages within environments requiring adaptability and innovation.
6.5 Training, Awareness and Willingness to Learn
Participants consistently identified limitations within existing awareness and training initiatives. While training was viewed as important, participants emphasised that genuine inclusion depended upon an individual's willingness to learn and engage with neurodivergent experiences.
This finding suggests that awareness alone is insufficient to create cultural change. Although many organisations invest in mandatory training programmes, participants perceived that such approaches have limited impact when not supported by changes in behaviour and organisational practice.
The distinction participants made between awareness and understanding is noteworthy. Awareness may increase knowledge, whereas understanding requires empathy, reflection, and application. This finding aligns with broader organisational change literature, which suggests that sustainable cultural change requires reinforcement through managerial behaviours, policies, and organisational values.
For Newport City Council, these findings indicate that future training initiatives should be supported by broader organisational strategies that encourage dialogue, lived-experience learning, and accountability for inclusive practice.
These findings can be further understood through Schein's (2017) organisational culture model, which distinguishes between visible organisational artefacts and deeper assumptions that shape behaviour. Whilst Newport City Council may provide neurodiversity training and promote inclusive values, participants' experiences suggest that awareness initiatives alone are insufficient to change underlying attitudes. This indicates that meaningful neuroinclusion requires cultural transformation rather than stand-alone training interventions.
The findings therefore challenge the assumption that mandatory awareness training automatically leads to behavioural change. Instead, they suggest that inclusion is influenced largely by the attitudes, behaviours, and willingness of managers and colleagues to apply learning in everyday interactions.
In the context of Newport City Council, these findings indicate that future training initiatives should be supported by broader organisational strategies that encourage dialogue, lived-experience learning, and accountability for inclusive practice.
6.6 Overarching Discussion: Misalignment Between Individual Needs and Organisational Systems
The most significant contribution of this research is the identification of a persistent misalignment between individual neurodivergent needs and organisational systems within Newport City Council. While previous literature has frequently focused on ADHD as an individual condition characterised by differences in attention, executive functioning, and self-regulation (Barkley, 1997), the findings of this study suggest that many workplace difficulties are more accurately understood as the product of interactions between neurodivergent employees and organisational environments.
Across all themes, participants described adapting themselves to existing organisational expectations rather than experiencing meaningful adaptation from the organisation. This was evident through masking behaviours, difficulties accessing workplace adjustments, challenges associated with sensory environments, and the ongoing need to advocate for support. The recurrence of these experiences across multiple participants suggests that such challenges are not isolated incidents but represent broader organisational patterns.
These findings are consistent with the social model of disability (Oliver, 1990), which argues that disability is often created or intensified by environmental and systemic barriers rather than existing solely within the individual. From this perspective, the challenges described by participants cannot be attributed exclusively to ADHD. Instead, they appear to reflect organisational structures that continue to operate according to predominantly neurotypical assumptions regarding communication, productivity, concentration, and professional behaviour.
This finding extends existing literature in several ways. Whilst previous studies have highlighted barriers encountered by neurodivergent employees (Vargas-Salas et al., 2025; Houdek, 2022), much of the research has focused upon employees in general workplace, educationa or clinical contexts. The present study demonstrates that similar barriers continue to exist even amongst individuals who have successfully progressed into leadership positions within a local authority environment. This suggests that career progression alone does not eliminate many of the structural barriers associated with neurodivergence. Instead, it may simply alter the context in which these barriers are experienced.
The findings also challenge traditional deficit-based interpretations of ADHD. Participants consistently demonstrated high levels of resilience, self-awareness, creativity, and problem-solving capability despite describing significant workplace challenges. This supports the neurodiversity paradigm (Singer, 1999), which conceptualises neurological differences as natural variations rather than deficits requiring correction. Importantly, participants often associated their strengths and challenges with the same underlying cognitive characteristics. Creativity and innovative thinking, for example, were frequently described as strengths, while difficulties with routine administration and procedural compliance were perceived as challenges. Consequently, the findings support contemporary arguments that ADHD characteristics cannot be categorised as inherently positive or negative but are highly dependent upon context.
The role of organisational culture emerged as particularly significant in shaping participant experiences. Whilst Newport City Council publicly promotes values relating to inclusion, fairness, support, and respect through its People Plan, participants' experiences suggest that the implementation of these values is inconsistent across departments and management structures. This finding reflects Schein's (2017) argument that organisational culture extends beyond formal policies and training initiatives to include shared assumptions and everyday behaviours. Whilst formal commitments to inclusion may exist, participants' experiences suggest that cultural change remains incomplete where neurodivergent employees continue to experience barriers to disclosure, adjustment, and understanding.
Psychological safety was also identified as a key mechanism influencing participant experiences. Consistent with Edmondson's (1999) work, individuals who felt unable to discuss challenges openly were less likely to seek support or request workplace adjustments. This finding suggests that neuroinclusive practice is not solely dependent upon policy development but also requires workplace cultures in which employees feel safe to disclose needs without fear of judgement, stigma, or negative career consequences.
From an organisational perspective, the findings highlight an important distinction between equality and equity. Organisational decisions were frequently described as prioritising consistency and uniformity, particularly regarding workplace adjustments. However, participants often perceived such approaches as inequitable because they failed to recognise differing needs and circumstances. This supports contemporary inclusion literature which argues that treating everyone identically does not necessarily result in fair outcomes. Rather, genuine inclusion requires recognition of individual differences and flexibility in how support is provided.
Taken together, the findings suggest that ADHD leadership experiences are influenced less by inherent limitations associated with ADHD and more by the extent to which organisational systems accommodate cognitive diversity. This represents the central contribution of the study. Whilst participants demonstrated significant strengths and adaptability, their experiences indicate that responsibility for inclusion frequently remains with the individual rather than the organisation. Consequently, Newport City Council may benefit from moving beyond awareness-focused initiatives towards a more systemic approach that embeds neuroinclusion across leadership development, workplace design, management practice, and organisational culture.
Ultimately, this research contributes to the emerging field of neurodivergent leadership by demonstrating that many challenges experienced by ADHD leaders arise not from ADHD itself, but from a mismatch between neurodivergent ways of working and organisational systems designed around neurotypical expectations. The findings therefore support a shift towards strengths-based, neuroinclusive organisational practices that recognise cognitive diversity as a valuable asset rather than a problem requiring accommodation.
7.0 Conclusion
This study set out to investigate the lived experiences of ADHD leaders in navigating organisational structures, expectations, and cultural norms within Newport City Council. Through qualitative interviews and thematic analysis, the research identified five key themes. These themes culminated in an overarching finding that participants frequently experienced a misalignment between their individual neurodivergent needs and organisational systems.
In addressing the first research objective, the findings demonstrated that ADHD leaders often perceive organisational expectations and culture as being shaped by predominantly neurotypical assumptions. Participants described the need to continuously adapt their behaviours, communication styles, and working practices to align with organisational norms. While many had developed successful careers and leadership approaches, these achievements were often accompanied by significant emotional effort, stress, and challenges associated with masking. As a result, the research provides insight into the lived experiences of ADHD leaders as they navigate organisational environments that are not always designed to accommodate cognitive diversity.
The second research objective sought to critically analyse the coping mechanisms and adaptive strategies employed by ADHD leaders. The findings revealed that participants frequently relied on masking, self-awareness, environmental adaptations, and the development of personalised support strategies to manage workplace demands. While these approaches enabled participants to perform effectively within their roles, they also placed substantial responsibility on the individual. The findings suggest that long-term reliance on such strategies can contribute to emotional exhaustion and burnout when organisational support is limited or inconsistent.
The research also addressed the challenges ADHD leaders face within organisational settings. Participants reported experiencing barriers including a lack of understanding among managers and colleagues, difficulties in obtaining workplace adjustments, sensory challenges within office environments, and concerns regarding stigma associated with neurodivergence. These findings support existing literature that highlights how organisational structures and cultural norms can create barriers to inclusion despite increasing awareness of neurodiversity.
Importantly, the findings also addressed the second research question relating to the strengths associated with ADHD leadership. Participants identified a range of positive attributes linked to their neurodivergence, including empathy, creativity, innovative thinking, adaptability, and problem-solving abilities. These strengths were often perceived as valuable within leadership and customer-facing roles. However, participants felt that organisational systems frequently focused on challenges and deficits rather than recognising and leveraging these strengths.
In relation to the final research question, participants consistently identified improvements that could help ADHD leaders thrive within the workplace. These included greater managerial understanding of neurodiversity, more effective training and awareness initiatives, increased workplace flexibility, improved access to reasonable adjustments, and a stronger commitment to strengths-based approaches to leadership and talent development.
Overall, the findings demonstrate that the experiences of ADHD leaders are shaped less by individual capability and more by organisational structures, cultural norms, and systemic limitations. While participants exhibited significant strengths and resilience, responsibility for inclusion often remained with the individual rather than the organisation. The study therefore reinforces the need for Newport City Council to move beyond awareness-based approaches and towards a more inclusive organisational culture that actively recognises and accommodates neurodiversity.
Ultimately, this research contributes to the growing body of knowledge surrounding ADHD and neurodivergent leadership by demonstrating that many workplace challenges arise not from ADHD itself, but from a persistent misalignment between individual needs and organisational systems. Addressing this misalignment has the potential not only to improve employee wellbeing and leadership effectiveness but also to enable Newport City Council to fully realise the value that neurodivergent talent brings to public service delivery.
8.0 Future Research
This study provides insight into the lived experiences of ADHD leaders within a single local authority; however, several opportunities for future research have emerged. Future studies could expand the scope by examining ADHD leadership experiences across multiple local authorities or wider public-sector organisations to explore whether similar themes emerge in different organisational contexts.
During the interview process, discussions also emerged that suggested some individuals with ADHD, whether formally diagnosed, self-diagnosed, or awaiting diagnosis, may be less likely to pursue leadership positions due to perceived complexity, fear of failure, or concerns regarding their ability to manage the increasing demands associated with leadership responsibilities. Participants also suggested that some individuals may leave leadership roles or avoid progression opportunities due to the impact of their neurodivergent traits on their wellbeing.
Further research could therefore explore the relationship between ADHD and career progression through a comparative study of employees at different levels within an organisation. Such research could examine differences in perceived organisational support, workplace challenges, coping strategies, and wellbeing outcomes between operational, supervisory, management, and leadership roles. Additionally, research could investigate the experiences of employees who have changed roles, moved departments, or left organisations entirely in response to challenges associated with their neurodivergence. This may provide valuable insight into the factors that enable or hinder the retention and progression of neurodivergent talent within organisational settings.
Finally, future research could evaluate the effectiveness of specific organisational interventions, such as neurodiversity training, leadership development programmes, and reasonable adjustment frameworks, to determine which approaches have the greatest impact on employee wellbeing, retention, leadership effectiveness, and career progression.
9.0 Recommendations
Based on the findings of this study, several recommendations are proposed to support ADHD leaders and neurodivergent employees within Newport City Council and promote a more inclusive organisational culture.
9.1 Enhance Neurodiversity Training for Managers
The findings revealed a lack of understanding among managers regarding the nature and impact of ADHD, with participants frequently describing their experiences as being dismissed or minimised. Newport City Council should therefore implement targeted neurodiversity training for managers and leaders, focusing on the practical implications of ADHD in the workplace rather than awareness alone.
Training should include:
· Lived experience case studies.
· Practical examples of reasonable adjustments.
· Inclusive leadership behaviours.
· Managing neurodiverse teams effectively.
· Recognising strengths associated with ADHD.
This would help bridge the gap between awareness and meaningful understanding while improving managers’ confidence in supporting neurodivergent employees.
9.2 Embed a Consistent Reasonable Adjustments Framework
Participants frequently reported challenges in securing workplace adjustments, with decisions often influenced by concerns regarding fairness and consistency. Newport City Council should develop a standardised framework for reasonable adjustments that is applied consistently across departments.
This framework should:
· Clearly outline available adjustments.
· Provide guidance for managers.
· Reduce reliance on self-advocacy.
· Ensure equitable access to support.
· Promote transparency in decision-making.
A consistent approach would reduce variability in employee experiences and contribute to greater organisational fairness.
9.3 Review Workplace Environments Through a Neuro-Inclusive Lens
Sensory challenges emerged as a significant barrier to workplace participation. Newport City Council should review its working environments to ensure they consider the needs of neurodivergent employees.
Potential measures could include:
· Access to quieter workspaces.
· Designated low-distraction areas.
· Greater flexibility regarding home and hybrid working arrangements.
· The use of noise-reducing equipment where appropriate.
· Consideration of sensory needs during workplace redesign projects.
Such measures would support employee wellbeing and help reduce barriers to productivity.
9.4 Adopt a Strengths-Based Approach to Leadership Development
A significant finding of this study was that participants frequently identified strengths associated with ADHD, including creativity, innovation, empathy, and problem-solving. However, these strengths were often overlooked within organisational systems.
Newport City Council should incorporate strengths-based approaches into leadership development and talent management processes by:
· Recognising diverse leadership styles.
· Encouraging innovation and creative thinking.
· Supporting career progression for neurodivergent employees.
· Highlighting examples of successful neurodivergent leadership.
This would help shift organisational thinking from a deficit-focused perspective towards recognising cognitive diversity as a source of organisational value and leadership potential.
9.4.1 Neurodivergent Leadership Development Programme
Newport City Council should consider integrating neurodiversity into existing leadership development programmes to ensure that ADHD leaders receive targeted support and opportunities for progression. This could include coaching, mentoring, executive function support, and access to neurodivergent role models within leadership positions.
9.5 Develop Neurodiversity Champions and Peer Support Networks
The findings demonstrated that participants often relied on informal support and personal advocacy when navigating workplace challenges. Establishing neurodiversity champions or peer support networks could help create a more supportive organisational culture.
These networks could:
· Provide a safe space for sharing experiences.
· Support new employees following diagnosis.
· Promote organisational learning.
· Act as a mechanism for employee feedback.
· Contribute to continuous improvement initiatives.
This would strengthen psychological safety and visibility of neurodiversity across the organisation.
Recent organisational developments relating to the establishment of a neurodiversity staff network and associated strategy demonstrate a growing commitment to inclusion within Newport City Council. The findings of this study may provide valuable evidence to inform the design, implementation, and evaluation of these initiatives, ensuring that they reflect the lived experiences and identified needs of neurodivergent employees.
9.6 Integrate Neurodiversity into Organisational Strategy
Finally, the findings suggest that inclusion should not be viewed solely as an individual management issue but as an organisational responsibility. Newport City Council should embed neurodiversity within broader equality, diversity, and inclusion strategies.
This may include:
· Setting measurable inclusion objectives.
· Incorporating neurodiversity into workforce planning.
· Monitoring employee experiences.
· Evaluating the effectiveness of reasonable adjustments.
· Ensuring accountability for inclusive leadership practices.
By integrating neurodiversity into organisational strategy, Newport City Council can move from reactive support towards proactive inclusion, embedding neurodiversity considerations within organisational decision-making, workforce planning, and leadership development.
9.7 Recommendation Summary
The recommendations presented aim to address the central finding of this study: the misalignment between individual neurodivergent needs and organisational systems. Collectively, these recommendations seek to improve managerial understanding, increase access to appropriate support, create more inclusive working environments, and promote strengths-based approaches to leadership. Implementing these measures would not only support ADHD leaders and neurodivergent employees to thrive but would also strengthen Newport City Council's ability to harness the innovation, creativity, and diverse perspectives that neurodiversity can bring to organisational performance and public service delivery.
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11.0 Appendices
Appendix A: Thematic Table
	Voices of Participants (Interviewee)
	Meaning / Interpretation (Researcher)
	Concepts / Themes Identified

	“I’ve been masking all my life… I’ve always known I was different.” Participant A
	Lifelong masking leads to hidden anxiety and delayed understanding of neurodivergence.
	Masking, Identity and Burnout

	“It’s getting harder as I’ve got older.” Participant B
	Neurodivergent coping strategies become less sustainable over time, leading to burnout.
	Masking, Identity and Burnout 

	“I get panic attacks in the office… it’s too noisy.” Participant D
	Sensory environments significantly impact wellbeing and performance.
	Workplace Environment and Sensory Considerations

	“My manager didn’t understand… it was brushed off.” Participant A
	Lack of managerial understanding leads to invalidation and distress.
	Organisational Barriers and Lack of Understanding

	“Everyone gets like that.”
Participant E
	Neurodivergent experiences are minimised when compared to neurotypical norms.
	Organisational Barriers and Lack of Understanding

	“I could do the job from home… but wasn’t allowed.” Participant B
	Rigid organisational policies override individual needs despite evidence.
	Organisational Barriers and Lack of Understanding

	“They didn’t want to open the floodgates.” Participant D
	Fear of precedent prevents fair, case-by-case adjustments.
	Organisational Barriers and Lack of Understanding

	“I felt like I had to go off sick.” Participant A
	Lack of support pushes employees toward unnecessary absence.
	Workplace Environment and Sensory Considerations

	“HR and Unison were amazing.” Participant E
	External/internal support systems are critical for advocacy and resolution.
	Organisational Barriers and Lack of Understanding 

	“Writing everything down made them listen.” Participant F
	Structured communication helps neurodivergent individuals be heard.
	Organisational Barriers and Lack of Understanding 


	“Now I work from home… I feel a lot better.” Participant C
	Appropriate adjustments significantly improve wellbeing and performance.
	Workplace Environment and Sensory Considerations

	“I’m very empathetic… good one-to-one.” Participant B
	Neurodivergence can enhance interpersonal strengths.
	Strengths Associated with Neurodivergence


	“Put me in a group and I struggle.” Participant E
	Strengths and challenges are context-dependent.
	Workplace Environment and Sensory Considerations

	“Everyone with autism is unique.” Participant B
	Neurodiversity cannot be generalised; individuality is key.
	Training, Awareness and Willingness to Learn


	“People need to actually want to learn.” Participant F
	Awareness alone is insufficient without genuine engagement.
	Training, Awareness and Willingness to Learn


	“Training needs to hit home.” Participant A
	Passive training is ineffective; experiential learning is needed.
	Training, Awareness and Willingness to Learn


	“Colleagues need more training.” Participant F
	Knowledge gaps directly contribute to workplace challenges.
	Training, Awareness and Willingness to Learn


	“The environment is not good for neurodivergent people.” Participant C
	Workplace design often fails to consider neurodivergent needs.
	Workplace Environment and Sensory Considerations

	“I felt burnt out… completely exhausted.” Participant F
	Sustained mismatch between environment and needs leads to burnout.
	Masking, Identity and Burnout

	"see solutions that other people miss" Participant B
	Creativity & alternative problem solving
	Strengths Associated with Neurodivergence


	"always considering alternative ways of working" Participant F
	Creativity, innovative thinking, challenging the norm & inquisitive natures
	Strengths Associated with Neurodivergence
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Appendix D – Interview Questions
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Research Participation Information Sheet

‘Thank you so much for agreeing to participate in this research.
My dissertation title is:

“Perceptions and Challenges of ADHD Leaders in Newport City Council: Understanding
Differences and Strategies for Inclusion”

For context, i recent years, awareness of neurodiversity in the workplace has grown, yet
leadership experiences within this context remain underexplored. ADHD, often misunderstood
or stigmatised, involves unique cognitive and behavioural traits that can both support and
challenge leadership effectiveness. Despite progress in awareness, many ADHD leaders still
encounter systemic barriers, cultural misalignment, and implicit biases that can limit their full
participation and recognition within corporate and public-sector environments.

My passion lies in contributing to meaningful change in the organisation and supporting others
like me, to thrive in environments that are neuroinclusive.

You can be as brief, or as in depth as you like. | want to experience the workplace as you seeit,
through your unique lens, and building meaningful data that can have a positive impact on our
current workforce, and those who choose us in the future.

Iffor any reason the information provided is not in a format accessible to you, or you need any
further clarity please let me know.

Ilook forward to meeting with you!

Jessica Morgan
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Interview Consent Form

Disserttion research project tte:

Percaptions and Challanges of ADHD Leadarsin Newport City Council: Understanding

Diferences and Strategies fr Inclusion’

Research course: M2
Research investigator: Jasica Morgan

Dear Pariipant,

Thank you for agresing o be interviswed 3 partof the sbove research project. Atiached to
ens et are the interview questions tht | have developec, which wil s to 33sess the
Perceptions and Challenges of ADHD Leadersin Newport Gity Council, trough the snsuiers
You provide to the questions pasad. There aré no Figh, or wrang answers 2nd your opinion
Wil be valusbe to knowlsdge bullding sround income genration sctity in the cultural

The interview should tske approximately 30 minutes but there is no time constaint.
Incerviews il be conducted in 3 private meting space, ither using Teams or Face t Face
(whichever i preferred or most achievable) and answers il ramain confidental. Information
racorda wil contain nothing of 3 persanal nature that would identiy you, and you wil not
be expactad o provide any parsonsl information such as income bracket, Home addres, date
of birn, et

Vo sr fra to withdrau from the interview process t any time.

‘Acagemic research undartsken at UK uriversities require adherence 1o ethical procedures,
which incudes sesking explic: agreement from pardcipants <o being interviewad and how
the information contained n heir intarview vill bs . The fallowing information outines
the conditionsof your paticipation and the purpose of your involvament. | would b gratefl
ifyou would read through ths, then sign the consent form to cartify that you approve the
folowine:

+ The interiew wilbe racorded, and 3 transcript will e produced.

+ Allanswers will 5 anonymised, and no identiable information willbe requested
from e inerviewse.

+ The transcript of the interview wil be analysed by Jessca Morgan ONLY - 35 research
nvestigator.
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+ Access to the icerview transcript will be imited to the research investgator and
dissartation tutor.

+ Any cirect quotations from the intenview or summary contars, that sre made
avaiable through academic publication or other academic outlts will bs anomymised
and cre wil be tken to nsura that no dentifisbe nformstion will be mace public

+ The interview will be recorded on 3 personal device, accassible only o the research
investigator. The recoring will be deleted 35 s00n 25 the intarview has been
transerivec,

+ The transcript o the intervieus wil bs stored on the ressarch investgatar’ person!
(OnDrivefor use nthis disercation only. The ranscript il be deletad on completion
of the dssartsion.

+ The storage of information will comply with UWTSD's data protection regulatons, in
line it national GDPR guidance

By signing this form, | sgree tht

L. 1 3m valuntariytaking pat inthis project. | undarstand that | dort have o take part,
and 1 can stop the ncarview at any time.

2. e transeribad ntarview or extractsfram it may be used s descrbed sbove

3. I nave read the nformstion shest

4. 10 not expect o receive any benefitor payment formy particpation

5. 13m comfortable with the arrangements outlined, and | understand that | can contact
the ressarcher with any questions | may have in the future.

Prnted Name

Partcpant Sgnature Date

Researchar Signature Bee
1£y0u would ke me to share detal o my findings on completion f the research,plesse et
me know.

1 thank you fo your ime and particpaton. f any questions do aris,fee ree to contact me
2t your converience.

Jessca Morgan
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Interview questions

1. Can you describe your experience of working as a leader within Newport City Councit?

2. How do you feel your ADHD influences your leadership style or the way you approach
your role?

3. What aspects of organisational cutture do you feel support you as a neurodivergent
leader?

4. Arethere organisational expectations or processes that you find particularly
challenging? If so, why?

5. Canyou share a time when you felt your ADHD traits were an advantage in your
teadership role?

6. What challenges have you encountered as a leader with ADHD within the organisation?

7. Have you ever felt misunderstood or judged because of traits linked to ADHD?

8. Do you feel any stigma exists around ADHD or neurodiversity in leadership? If so, in what
ways?

9. Have you experienced any workplace processes, systems, or expectations that create
barriersfor you?

10. How comfortable do you feel discussing your ADHD with colleagues or senior leaders?

1. What kinds of support, if any, have you found helpful or unhelpful in managing your role?

12. What support or adjustments would help you thrive further in your leadership role?

13. Are there organisational changes you believe would benefit neurodivergent leaders?

14. In your opinion, how can the organisation better recognise the strengths associated with
neurodiversity?

15. What advice would you offer to other leaders with ADHD within the organisation?

16. Do you think there are any steps the organisation could take to create a more inclusive
culture?

Closing - Dependant onif the participant would like to make any additional comment

1. Is there anything we haven't covered thatyou feel is important to share?
2. Do you have any refiections on your experience of participating i this interview?
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