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	PROJECT TITLE
	An investigation into whether The Office for National Statistics' recruitment campaigns and organisational policies are inclusive of neurodiverse candidates.

	STUDENT NAME & NUMBER
	 Jemma Rees 2008032

	Organisational issue / topic to be investigated, including boundaries and the purpose of the investigation.
	Recent research indicates significant barriers for neurodiverse people seeking employment or progressing within their current employment (AchieveAbility, 2017). 
In a study conducted by Lloyd (2022a), it was found that one in five individuals has a neurodiverse mind; as this area of research has the potential to become exponentially large, we will focus on candidates who identify as having Autistic Spectrum Disorder (ASD), Attention Deficit Hyperactivity Disorder (ADHD), Dyslexia, and Dyspraxia. 
We recognise there are a plethora of other Specific Learning Disabilities (SpLDs), which include dysgraphia, dyscalculia, auditory processing disorder (APD), language processing disorder, nonverbal learning disabilities and visual perceptual disabilities along with mental and physical impairments and disabilities.

It is not our aim to intentionally exclude this demographic. However, given the limitations of this project's word count, we cannot sufficiently analyse and evaluate the complete list of recognised disabilities and disorders; therefore, we have chosen to concentrate on the four neurodivergent conditions outlined above.
This project will evaluate and analyse the available research to understand the current barriers neurodiverse candidates face in either obtaining employment or achieving progression within their current employment through recruitment campaigns; we will also evaluate organisational policies to ascertain if they protect and include neurodivergent candidates.
Initial analysis indicates organisational standards of employment applications and interviews are discriminatory of the neurodiverse population, weighting the success of the application and interview on soft skills they may lack, such as eye contact, without due consideration of practical or academic skills in which they excel (AchieveAbility, 2017). 

Furthermore, organisations such as Microsoft (2018) and GCHQ (2023) actively seek out and recruit individuals who are neurodiverse due to their exceptional and unique talents. This inclusive approach benefits the individuals and contributes to a more diverse and dynamic workforce within these organisations.

	Why do you want / need to address the issue (problem, topic)?


	Although neurodiverse conditions have been prominent for some time, they are only beginning to be recognised in organisations; some organisations have embraced neurodiversity and the skills these employees bring (Bean, 2021), such as excellent pattern recognition. Research indicates these skills bring about significant improvements, enabling increased productivity. 

Due to the current recruitment methods, neurodiverse candidates are often overlooked and rejected; recruitment campaigns may exclude neurodiverse candidates if the role specification, skills and qualifications are unclear or unnecessary. Neurodiverse candidates may be deterred from applying if there is too much emphasis on generic skills, such as ‘verbal communication’ (Lloyd, 2022). 
Moreover, neurodiverse individuals may encounter challenges in social settings, resulting in unintended impressions of indifference or arrogance. Furthermore, interviewers may have preconceived notions that could influence their judgments, leading to missed opportunities to acquire exceptionally talented candidates whose characteristics may not conform to conventional cultural standards (Brown, 2022). Therefore, it is paramount to establish inclusive measures that promote hiring and prevent the dismissal of qualified candidates.
Today, there is a growing recognition and acceptance of individuals with diverse abilities. However, many capable individuals still struggle to find appropriate employment opportunities. Identifying and eliminating barriers that hinder their access to suitable jobs is essential. By doing so, we can create a fully inclusive workplace and enjoy the numerous advantages of a diverse workforce. Our goal is to comprehend these obstacles and find ways to remove them.

	What do you plan to accomplish with your project?
	We aim to thoroughly investigate and analyse the various challenges that neurodiverse individuals face in the workplace. We will also identify the barriers that hinder their career progression and assess alternative recruitment methods that may prove more effective. This comprehensive analysis will help us understand their unique needs and requirements and enable us to develop more inclusive and supportive work environments.

Furthermore, understanding the current situation will allow us to suggest areas that need improvement. It will also benefit our professional growth by providing valuable knowledge and insights into the recruitment processes. This knowledge can help us progress in our careers and assist neurodiverse candidates during the application and interview.
Additionally, The Office for National Statistics is a "Disability Confident" organisation (2023); we will explore the implications of this designation on neurodiversity and whether the organisation successfully attracts neurodiverse candidates. Our research aims to examine the recruitment process of The Office for National Statistics and determine the percentage of employees who are neurodiverse and if they feel sufficiently supported. 

After completing our research, we plan to share our findings with the neurodiverse support group within our workplace for their benefit. 
Our ultimate goal is to significantly advance the academic and organisational sectors by delving deeper into this particular field of study. We firmly believe that by conducting further research and analysis, we can offer valuable insights and findings that can benefit both communities in numerous ways. 

	What research methodology will you use and why?
	 Quantitative research methodology will be utilised to analyse the following areas: 

1. Analysis of current literature to ascertain what constitutes a good and inclusive recruitment process.

2. Analysis of our workplace to understand The Office for National Statistics recruitment process. 

3. Analysis of at least one other organisation to evaluate and compare with our workplace. 

Comparative analysis of the below will ensure the research question has been relatively and equally analysed.

Inclusive job advertisements
Are job adverts suitably focused on necessary skills and qualifications without using overly complex language and specific requirements? 
Organisational policies

How do these policies ensure the recruitment process remains inclusive, and are they updated to reflect the needs of neurodiverse individuals?

As mentioned earlier, this project has time constraints that prevent us from conducting primary research using a qualitative methodology. Instead, we will analyse existing literature, including quantitative data, to present and support our findings.
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