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Part 1 
Qualitative Analysis
Introduction
Neurodiversity is all about the natural differences in how people think, process information, and experience the world around them. Judy Singer introduced the idea back in 1999, wanting to push back against the old belief that neurological differences like autism, ADHD, or dyslexia are just problems to be fixed. Instead, she argued, they're part of the normal range of human diversity. The neurodiversity paradigm builds on that, highlighting strengths, identity, and inclusion (Kapp, 2020; Walker, 2014). At work, neurodiversity has started to get more attention as companies realise that different ways of thinking really matter. 
Studies show that people who are neurodiverse often bring unique strengths such as pattern recognition, creativity, problem-solving. All things any workplace needs (Armstrong, 2010; Austin & Pisano, 2017). Even with this growing appreciation, a lot of neurodiverse people face tough barriers when it comes to getting hired or feeling accepted at work (National Autistic Society, 2021). 
This study investigates how people experience neurodiversity in the workplace. It dives into questions of awareness, the challenges they face, and whether there’s meaningful support available.

















Methodology
This study used a qualitative approach with semi-structured interviews, which are great for digging into people’s real-life experiences (Bryman, 2016). Semi-structured interviews were the right fit here. They gave some structure but still let conversations flow, so everyone could share freely while sticking to the main questions. To find participants, I used purposive sampling and recruited three people who knew their way around workplace environments. 
This let me focus on relevant experiences, though with only three participants, the findings aren’t meant to be widely generalised. Ethics were a priority throughout. I made sure everyone understood the purpose of the study. They gave informed written consent, knew their responses would stay confidential and anonymous, and were reminded they could withdraw whenever they wanted - following established ethical guidelines (British Psychological Society, 2021).






















Data collection
I collected data through three semi-structured interviews, meeting with people either in person or online. During each interview, I took notes to catch key points and spot any patterns in what was shared.  The interviews covered a few main areas: what neurodiversity means to each person, their experiences working alongside neurodiverse colleagues, challenges they’ve faced on the job, what kinds of support are available, and their ideas for making the workplace more inclusive. This approach gave us some structure but also left room for people to dig into their own stories and perspectives. It helped us get a consistent overview while still hearing the real details behind each person’s experience.
























Data analysis
The data was analysed using thematic analysis, a widely used qualitative method for identifying patterns within data (Braun & Clarke, 2006).
The process involved:
· Familiarisation with the data 
· Initial coding 
· Theme development 
· Reviewing and refining themes 
· Defining and naming themes 
Thematic analysis provided a structured yet flexible framework, allowing the identification of meaningful patterns across participant responses.




















Findings
Theme 1: Varied Awareness of Neurodiversity 
People’s understanding of neurodiversity was all over the place. Some could explain what it is and list specific conditions, while others just linked it to learning difficulties. That’s not surprising as society’s awareness is slowly growing, but it’s still patchy (CIPD, 2018). 
Theme 2: Workplace Challenges
Everyone brought up issues they face at work, like trouble communicating, dealing with people who don’t get it, or having to work in environments with little flexibility. This matches what other researchers have found. Most workplaces are set up for neurotypical people, which ends up shutting out people with different needs (Hendrickx, 2010; Bury et al., 2020). This backs up the social model of disability, which says disability isn’t about the person, it’s about the environment getting in their way (Oliver, 1990). 
Theme 3: Limited Support and Adjustments
Support at work was hit or miss. Some people had good experiences with things like flexible working, but others got nothing at all. Employers are supposed to provide reasonable adjustments by law (Equality Act 2010), but there’s clearly a gap between what’s written in policy and what happens.
This lines up with other research showing that workplace inclusion strategies aren’t always put into practice (Acas, 2020; Lindsay et al., 2021). 
Theme 4: Importance of Inclusion 
Everyone agreed - making workplaces more inclusive really matters. They saw how supporting neurodiverse staff can boost productivity, spark new ideas, and improve well-being. It’s not just good for people; it’s good for business. Research backs this up, pointing out that neurodiversity can be a real advantage if you handle it right (Austin & Pisano, 2017). It ties in with human capital theory, too: investing in people’s abilities pays off for the whole organisation (Becker, 1964).










Discussion
There’s still a big gap between people talking about neurodiversity at work and making it part of daily practice. Awareness is growing, but it often doesn’t go much deeper than the surface.
Kirton and Greene (2021) found: companies talk a good game about diversity, but real inclusion doesn’t always follow. Most workplaces still run on neurotypical standards. That means it’s usually up to neurodiverse employees to adjust, not their employers. This just shows how the old medical model of disability falls short (Oliver, 1990). 
Support from companies is all over the place, too. Even laws like the Equality Act only go so far if organisations aren’t committed to real change. And while it’s important to see the strengths neurodiverse people bring, focusing only on those strengths can gloss over the bigger structural problems. To move forward, businesses need to both recognise those strengths and change their systems (Doyle, 2020).





















Conclusion
The study shows that people are starting to talk more about neurodiversity, but there’s still a lot they don’t get. Support isn’t always there, and putting inclusive practices in place is inconsistent. What stands out? We need better training, more education, and actual follow-through when it comes to reasonable adjustments. Organisations must genuinely commit to inclusion. When organisations tackle these gaps, it’s not just neurodiverse people who benefit. It makes the whole place work better and sparks innovation.

























Part 2 - Quantitative Analysis
Introduction 
Here, we're looking at the numbers behind how people think about neurodiversity at work. Quantitative research really shines when you want to spot patterns, see trends, or pick out relationships in what people are saying. That’s how you get conclusions that can apply to the bigger picture (Bryman, 2016). 
Specifically for neurodiversity, using survey data helps us see how aware people are, where companies fall short on support, and what people really think about inclusion. Interviews go deep but when you need a broader view, numbers tell you what keeps popping up across different groups (Creswell & Creswell, 2018).
In this study, we’re trying to figure out how well people understand neurodiversity and whether they see their workplaces as inclusive. We’re also looking for gaps in training and support from organisations. The findings tie into larger conversations about what makes a workplace truly welcoming for everyone.




















Methodology
I used an online questionnaire made with Microsoft Forms for this study. Surveys work well in social research since they’re efficient, easy to standardise, and let you gather responses from several people at once (Bryman, 2016). I sent the survey to 37 people using convenience sampling, which just means I picked participants who were easy to reach.
It’s a good fit for smaller studies, but it does have its downsides. For example, convenience sampling can bring in bias because those who answer might have a lot in common, so the results might not truly reflect a wider group (Etikan et al., 2016). Still, for exploratory research where you’re searching for early patterns and not trying to make broad claims, this method makes sense.























Survey Design 
The questionnaire had 10 structured questions where some were multiple-choice, others used a Likert scale. Likert scales are a popular way to measure how people feel or what they think, and they make it easier to turn responses into usable data (Joshi et al., 2015). 
The survey focused on three main themes:
- How much people know and understand about neurodiversity 
- Their experience working with neurodiverse colleagues 
- What they think about inclusion and support in the workplace 
Using a structured format kept things consistent, which helped make the results more reliable. However, closed questions don’t let people dig deep or share their thoughts in detail, since they can only pick from set answers (Creswell & Creswell, 2018).





















Data Presentation
The results revealed several key trends:
· Around 70% (70.2%) of respondents are at least moderately familiar, but nearly 27% have low or no familiarity. (Figure 1)
· Most people recognise multiple conditions, but specific understanding (e.g. ADHD vs Autism) is lower. (Figure 2).
· Most believe awareness exists (-73%), but a significant minority disagree or are unsure (-26%). (Figure 3).
· Confidence is relatively high - (-70%) but this doesn’t match effectiveness. (Figure 4).
· Only about 41% view workplaces as effective, while the majority are neutral or negative. (Figure 5).




















Thematic analysis 
The key themes I found while conducting my research are as follows – 
·  Awareness & education 
·  Communication improvements 
·  Flexible working (remote/quiet spaces) 
·  Training for staff and management 
·  Individualised support (not one-size-fits-all)

The key barriers that were found, were a major lack of awareness and communication difficulties. There is very strong overall support for neurodiversity inclusion.
These findings were presented using charts in Excel to enhance clarity and accessibility. Visual representation of data is important in quantitative research, as it allows patterns to be easily identified and interpreted (Field, 2018).


















Data Analysis 
I looked at the data using simple stats to make sense of how people responded. That makes things straightforward, which is exactly what you need when you've got a small group. You're able to spot trends without getting bogged down in complicated analysis (Field, 2018). 
People know about neurodiversity. Awareness is decent. But that doesn’t mean workplaces are doing much to help or giving staff any real training on it. There’s a clear gap between what people know and what happens in practice.

























Interpretation of results
The results show a clear gap between knowing about neurodiversity and making workplaces inclusive. About 70% of people said they were familiar with the idea, but most only had a surface-level understanding. Even though 73% thought their workplace was aware of neurodiversity, just 41% felt their workplace really supported neurodiverse colleagues. 
This lines up with other research that says just being aware doesn’t mean people follow through or make meaningful changes. People pointed out several big obstacles in their organisations. Most mentioned a lack of real awareness (70%), trouble communicating (55%), and not enough management support (45%). All of this points to the need for better training so staff and managers can help neurodiverse coworkers. 
When asked to rate workplace support, about 59% described it as either neutral or just not effective, which really shows the system needs fixing. Moving past just ticking boxes and toward real inclusion is still a big challenge. The open-ended responses backed all this up. People kept stressing the need for more awareness, clearer communication, and support tailored to individuals. That added strength to the findings, even though the small sample size means we can’t apply these results everywhere.



















Reflection 
One big strength of this study is its mixed-methods approach. Pulling together both qualitative and quantitative methods let the researchers dig into personal stories while still spotting bigger patterns. This kind of mix boosts how solid the results feel, since you can check findings across different types of data (Creswell & Creswell, 2018). 
That said, some limitations stand out. There were only 37 participants, which makes it tough to say the results speak for everyone. And because they used convenience sampling, the group probably wasn’t very diverse. People likely came from similar backgrounds or had similar experiences, which can skew things (Etikan et al., 2016). 
Survey design posed another challenge. The structured questions help keep things consistent, but they can also box people in and miss out on more subtle opinions or experiences. If future research used a bigger, more varied group and brought in more open-ended questions, it could capture a richer range of perspectives.





















Conclusion
The numbers back up what people have been saying all along: most people have heard of neurodiversity, but real understanding and support in the workplace still fall short. 
This research makes it clear. Companies need to do more than just talk about neurodiversity. It can’t be some side project. It needs to be part of the big picture, woven into company strategy from the top down. 
What should organisations do? 
Start with real training programs that don’t just happen once and fade away. 
Put policies in place that go further than just following the law. 
Make neurodiversity part of the workplace culture and set the example at the leadership level. 
All this isn’t just about fairness. Embracing neurodiversity helps people thrive, and when they do, the whole organisation gets more creative, innovative, and successful (Austin & Pisano, 2017).



















Part 3 - Ethics form 
APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. 

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

This form must be completed and approved prior to undertaking any research activity. 

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Kirsty Elizabeth Lloyd Truslove

	2
	Student Number:
	0902265

	3
	Email address:
	0902265@student.uwtsd.ac.uk

	4
	Programme of Study:
	BMSP5007 Business Inquiry & Research

	5
	Supervisor:
	Helen Evans 



SECTION B:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific dodes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy  
	☒



SECTION C: Details of Research Activity
	1
	Indicative title:
	Exploring Neurodiversity Awareness, Inclusion, and Workplace/Care Practice Experiences: A Mixed-Methods Study

	2
	Proposed start date:
	15-03-2026
	Proposed end date:
	30-04-2026

	
	Introduction to the Research (maximum 300 words in each section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the three points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity

Part 1 (Qualitative): To explore the lived experiences, perceptions, and understanding of neurodiversity (e.g., autism, ADHD, dyslexia) among individuals working in care or workplace environments.
Part 2 (Quantitative): To measure levels of awareness, attitudes, and perceived organisational inclusivity relating to neurodiversity using a structured survey.

(this box should expand as you type)

	4
	Research Question

Part 1 (Qualitative):
What are the experiences and perceptions of individuals working in care/workplace settings regarding neurodiversity awareness and inclusion?
Part 2 (Quantitative):
What are the levels of awareness, attitudes, and perceived inclusivity regarding neurodiversity among participants in workplace or care environments?


(this box should expand as you type)

	5
	Aims of Research Activity

Part 1:
To explore in depth the lived experiences and perspectives of individuals regarding neurodiversity in workplace or care settings, including awareness, challenges, and inclusion practices.
Part 2:
To quantify attitudes, awareness levels, and perceptions of neurodiversity inclusion using survey data, identifying trends and patterns across respondents.



(this box should expand as you type)

	6
	Objectives of Research Activity

Part 1:
· Conduct semi-structured interviews with three participants working in relevant environments
· Explore participant understanding of neurodiversity and inclusion practices
· Analyse qualitative data using thematic analysis to identify key themes
Part 2:
· Design a structured questionnaire assessing:
· Awareness of neurodiversity
· Attitudes towards neurodivergent individuals
· Perceived inclusivity of workplace/care environments
· Collect responses from approximately 20 participants
· Analyse quantitative data using descriptive statistics (charts, percentages, graphs)

(this box should expand as you type)

	
	Proposed data collection methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity to collect data, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	This study will adopt a mixed-methods approach:
Qualitative Data Collection:
· Semi-structured interviews with three adult participants
· Questions will focus on:
· Experiences working with neurodivergent individuals
· Awareness and understanding of neurodiversity
· Perceived organisational support and inclusion
· Interviews will be conducted either face-to-face or via online platforms (e.g., Microsoft Teams/Zoom)
· With consent, interviews will be audio recorded and transcribed
· Data will be anonymised prior to analysis
Quantitative Data Collection:
· An online questionnaire will be distributed to participants
· The questionnaire will include:
· Likert-scale questions (e.g., strongly agree to strongly disagree)
· Multiple-choice questions
· Demographic questions (non-identifiable)
· The survey will be administered via an online platform (e.g., Microsoft Forms)
· Participation will be anonymous
· Data will be exported for statistical analysis and presented using graphs and charts

(this box should expand as you type)



SECTION D: Scope of Research Activity
	
	Will the research activity include:  To Tick
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☒
	☐

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☒
	☐

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	



If you have ticked NO to every question then the research activity is (ethically) low risk and you may skip section E and continue to section F.

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION E: Intended Participants
	
	Who are the intended participants: To Tick
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☒

	
	Details of any other participant groups:
Complete this only if your participants cannot give consent. This includes animals. If students choose individuals under the age of 18 and or vulnerable individuals, a DBS (Disclosure and Barring Service) check is essential.

(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	 Interviews: 3 participants
 Survey: Approximately 20 participants


(this box should expand as you type)

	11
	Who will the participants be?

	
Adults aged 18+ working in or associated with care environments (e.g., care homes, NHS roles, support work) or workplace settings where neurodiversity inclusion is relevant.
(this box should expand as you type)

	12
	How will you identify the participants?
	

Participants will be recruited using convenience and voluntary sampling methods via:
· Personal and professional networks
· Online platforms or workplace contacts
· Email invitations including survey/interview links

(this box should expand as you type)




	
	Information for participants: To Tick
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☒
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☒
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	You should be able to tick YES for all of these questions. If not, then explain why not in this box.

(this box should expand as you type)



	
	Information for participants: To Tick
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	Will be using voice recorders in interviews

(this box should expand as you type)



SECTION F: Anticipated Risks

	
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them.  

	1
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information. If you have identified in section D that there are no participants then enter N/A and go skip to question 3.

	
	Risk to participants:
Potential mild discomfort discussing workplace attitudes or experiences
Risk of indirect identification if anonymity is not maintained
Time commitment required

(this box should expand as you type)
	How you will mitigate the risk to participants:
Participation is voluntary with the right to withdraw
Data will be anonymised and stored securely
Questions will be non-invasive and professionally worded
No identifying organisational details will be published


(this box should expand as you type)

	2
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	Although neurodiversity is not inherently distressing, discussions may touch on:
· Personal workplace experiences
· Inclusion/exclusion experiences
· Potential challenges or discrimination
Participants may skip questions or withdraw at any time. Support information can be provided if needed.

(this box should expand as you type)

	3
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:
 Managing sensitive participant disclosures
 Maintaining objectivity in analysis
 Data handling responsibilities


(this box should expand as you type)
	How you will mitigate the risk to the investigator:
Adherence to ethical guidelines
Regular supervision and guidance
Secure data management practices
Reflexive awareness during analysis



(this box should expand as you type)

	4
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:
Data protection breaches
Reputational risk if ethical standards are not followed


(this box should expand as you type)
	How you will mitigate the risk to the University:

GDPR-compliant data handling
Secure storage and anonymisation
Ethical approval obtained prior to data collection


(this box should expand as you type)

	5
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

Minimal environmental impact due to digital data collection

(this box should expand as you type)
	How you will mitigate the risk to environment:

Use of online surveys and digital communication methods
No physical environmental harm expected

(this box should expand as you type)



SECTION G: Feedback, Consent and Confidentiality

If you have identified in section D that there are no participants then enter skip this section and continue to section H.

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	Participants may request a summary of findings via a designated email. A brief summary of results may also be shared through a digital platform or document upon completion of the study.
(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	Participants will receive:
· A participant information sheet explaining the study
· Details of what participation involves
· Assurance of confidentiality and voluntary participation
Consent will be obtained:
· Via signed consent forms for interviews
· Via an online consent statement prior to completing the questionnaire


	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	No identifying personal information will be published
Participants will be assigned pseudonyms or codes
Data will be reported in aggregated form
Audio recordings (if used) will be transcribed and anonymised
Organisations will not be identifiable unless explicit permission is granted
(this box should expand as you type)



SECTION H: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	X
	☐

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	Includes interview recordings, transcripts, and survey responses.
(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	
☐
	
X

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	No collection of sensitive personal data such as health diagnoses will be undertaken.


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☐
	☒

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	All research data will be stored securely on an encrypted, password-protected USB device. No paper files will be used. Audio recordings (if applicable) will be deleted after transcription and verification. All data will be anonymised, and participants will be assigned unique identifiers to ensure confidentiality. No link between identifiers and participants will be retained unless necessary, and if created, it will be securely stored.
Backups will be kept only on the encrypted device, with no use of personal computers, cloud storage, or third-party sharing. Access will be restricted to the principal researcher and supervisor only. Data will be retained only for the duration of the project and permanently deleted upon completion in line with GDPR and university requirements.


(this box should expand as you type)



	
	Data Protection To tick

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and/or any international equivalent):

	
	All data collected will be handled in line with GDPR and the Data Protection Act 2018. Data will be stored securely on encrypted, password-protected portable storage devices and will not be uploaded to unsecured cloud services or personal devices. No identifiable personal data will be collected.
Where audio recordings are used, they will be transcribed, anonymised, and deleted after transcription is checked. Participants will be assigned unique identifiers to maintain confidentiality, and no names or identifying details will appear in any reports.
Access to the data will be limited to the principal researcher and supervisor only, and data will not be shared with third parties without consent. Participants may request access to or deletion of their data at any time. All data will be permanently deleted at the end of the project.

(this box should expand as you type)

	20
	List all who will have access to the data generated by the research activity:

	
	Access limited to principal researcher and supervisor and Possibly also external examiner or second marker.

(this box should expand as you type)

	21
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	 
 Principal researcher acts as custodian of data (Kirsty Truslove)

(this box should expand as you type)

	22
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. 

	
	Data stored securely for the duration of the project
Deleted after completion
Backups maintained securely within university systems

(this box should expand as you type)

	22
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	☒

	23
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	☒




SECTION I: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Kirsty Lloyd Truslove
	Date: 15/03/2026


	2
	Director of Studies/Supervisor:
	RMullins
	Date: 16/03/2026

	3
	Signature:
	

	



FOR INTERNAL USE ONLY:
	
	Ethical approval given 

	1
	Signature of assessor:
	
	Date:


	2
	Name:
	

	3
	Role:
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Appendix

Figure 1 – Familiarity with Neurodiversity
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Figure 2 – Workplace effectiveness 
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Figure 3 – Key Barriers
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Figure 4 – Inclusion Importance
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Figure 5 – Workplace Awareness
[image: ]

2

image1.png
Familiarity with Neurodiversity

Very

Extremely

Not at all
Moderately

slightly




image2.png
Workplace Effectiveness

o





image3.png
Key Barriers





image4.png
Agreement on Inclusion Importance

strongly Agree

Disagree

Neutral

Agree




image5.png
Workplace Awareness

73.0%

No

Unsure




