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For neurodivergent individuals, typical work environments can pose challenges most people do not 
experience to the same degree — or at all. With increasing diagnoses, recognition, and acceptance, 
neurodiversity is impacting workplace planning now and will for years to come. In this blog series, 
we will explore essential strategies and considerations for companies to use in workplace planning, 
design, and change management — creating more inclusive work settings for all employees. This is the 
fourth part of a series. You can read part three here.

https://www.savills.us/blog/article/347639/us-articles/neuroinclusivity-in-the-workplace--part-three--design-considerations.aspx?utm_source=ExactTarget&utm_medium=Email&utm_term=5364283&utm_content=9353924&utm_campaign=INTERNAL+New+Content+Alert+-+Neurodiversity+Blog+Series+Pt+3
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Change Management for a 
Neuroinclusive Workplace 
 
Your company has made the investment and the effort to become a neuroinclusive workplace — with the 
buy-in of leadership, the company has engaged in a strategic planning process and adopted neuroinclusive 
space or policy approaches in the work environment. Now what? 

Organizational and workplace change affects all people, at various points. For this reason, it's necessary to 
have structured process to bridge the gap from an existing state to the desired future state. This is called 
change management. Managing the journey to a more neuroinclusive workplace is especially important if 
the concept of neurodiversity is new to a majority of employees. It may require a change in thinking, shifts 
in behavior, and an understanding of new space types or tools at work. Let’s take a closer look at some key 
guiding principles for this process.

Communication is 
Core to Change
 
Because of its broad impact, organizational change 
will always be more successful with the buy-in and 
participation of employees. Therefore, integrating 
employees into the process of change is ideal. 
The implementation of any change begins with 
leadership’s buy-in and continues with strong 
advocacy. From here, generating employees’ 
enthusiasm and support for change starts in the 
earliest planning stages and continues until the 
organization reaches its desired state. 

The following principles and practices will drive 
a change management process that promotes 
participation and achieves change with broad buy-in:

Neurodiversity  
[noor-oh-di-vur-si-tee] 
Differences in human cognition that 
affect functions such as sociability, 
learning, or attention. Examples 
include the autism spectrum, dyslexia, 
dyspraxia (difficulty with movement 
and coordination), attention deficit 
hyperactivity disorder (ADHD), and 
Tourette syndrome.

Neurotypical  
[noor-oh-tip-i-kuhl] 
Showing typical or average neurological 
behavior and development.

Neuroinclusive  
[noor-oh-in-kloo-siv] 
Anything that is designed to include 
both neurodiverse and  
neurotypical people.

https://www.savills.us/blog/article/347057/us-articles/neuroinclusivity-in-the-workplace--part-two--strategic-planning.aspx
https://www.savills.us/blog/article/347639/us-articles/neuroinclusivity-in-the-workplace--part-three--design-considerations.aspx?utm_source=ExactTarget&utm_medium=Email&utm_term=5364283&utm_content=9353924&utm_campaign=INTERNAL+New+Content+Alert+-+Neurodiversity+Blog+Series+Pt+3
https://www.savills.us/blog/article/347639/us-articles/neuroinclusivity-in-the-workplace--part-three--design-considerations.aspx?utm_source=ExactTarget&utm_medium=Email&utm_term=5364283&utm_content=9353924&utm_campaign=INTERNAL+New+Content+Alert+-+Neurodiversity+Blog+Series+Pt+3
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Organizational change should never happen to anyone in 
the workplace. When employees are integrated into the 

transition and given the space to offer feedback, they are 
more likely to support the change. 

Change  
Management:  
Who is Involved?

 

Early exposure and buy-in    
Ideally, before any company adopts space or policy changes, they 
will begin with a testing strategy such as a mock-up (for space) or a 
pilot (for space, policy, or technology). This allows employees to be 
involved in the process and exposes them to possible new workspaces 
or ways of working. It is leadership’s time to solicit feedback, while 
also giving employees ownership in the outcome and to spark some 
excitement for what is to come.

Communication plan    
Communication is the core of any change management process. 
When the company has opted to implement new space, a new policy 
direction, and/or new tools, it is time to communicate these changes 
broadly and prepare employees for new ways of using space  
or working. 

Your change management team can work closely with a corporate 
communications group, if applicable, to determine the timing and 
channels of communication. This may involve multiple mediums 
— for example, a series of all-staff meetings or lunch and learns 
accompanied by regular updates on a company intranet and an 
internal email campaign. 

Any communication plan must be set up as a two-way system. All 
employees should be encouraged to ask questions or air concerns 
and be given the proper platforms to do it, whether it’s participating 
in a Q&A session at an all-staff meeting, submitting feedback 
anonymously online, or scheduling an in-person meeting with an  
HR representative. 

Organizational change should never happen to anyone in the 
workplace. Rather, the goal is to implement a communications plan 
to encourage participation, foster understanding and ownership, and 
communicate roles and responsibilities. When employees have a clear 
picture of what is ahead and how it will benefit everyone, they are 
more likely to feel involved and offer support. 

Senior Leadership: Help 
champion the change and 
encourage participation.

Team Managers: Rally their 
teams behind the change 
and serve as a conduit  
of information.

Human Resources: Provide 
insight on workplace policy 
and culture.

Legal: Oversee training and 
communications to  
ensure compliance.

Information Technology: 
Manage the roll-out of  
new technology.

DEI Task Force: If available, 
to support neurodivergent 
employees and advocate 
for change.

Corporate 
Communications: Plan 
the communication and 
outreach strategy.

Real Estate & Facilities 
Groups: Weigh in on 
changes to space usage 
that may impact  
building use.

Employees: Provide 
feedback and help move 
the organization toward the 
desired state.

https://www.savills.us/blog/article/347639/us-articles/neuroinclusivity-in-the-workplace--part-three--design-considerations.aspx
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Education and training   
The foundation of achieving 
a neuroinclusive workplace 
is cultural change. Sharing 
knowledge company-wide and 
training managers will spark the 
cultural shift. Ideally, education 
and training will begin during 
the strategic planning phase 
and continue through design 
and post-design as the change 
is communicated location- or 
company-wide. 

Spreading awareness of 
neurodiversity can start 
with holding workshops or 
information sessions with 
consultants who specialize in 
the subject. From here, train 
managers in best practices for 
supporting employees who 
disclose neurodiverse conditions 
or needs at work. Managing a 
team with diverse needs and 
work styles requires flexibility 
and empathy.

General training should be 
offered to all employees, making 
the same information accessible 
to all, such as how to request 
special equipment, furniture, or 
technology, or how to request or 
access designated space types. 
For neurodivergent employees, 
supplementing widely available 
information with access to other 
support resources, such as a DEI 
or neurodiversity affinity groups, 
can help build a truly  
inclusive environment.

Success metrics   
Implementing change without assessing the outcomes stifles growth 
and possibility. Remember to measure the return on your investment. 
Your change management team will work with you to establish 
KPIs at the beginning of the change management process. At a 
predetermined time after the conclusion of the process (for example, 
six months), it is useful to collect data to measure against the KPIs. 

Whatever the outcome of this post-change evaluation, it will be 
important for companies to critically engage with the feedback they 
receive and make the necessary adjustments. Leaving workspace or 
policy changes in place that are not working can have a corrosive 
effect over time, in the form of employee attrition or disengagement.

While this would constitute the end of a project for a change 
management team, many companies may choose to adopt a regular 
cadence of review and adjustments. Doing so allows the company 
to remain proactive in assessing workplace effectiveness. Given the 
continuing rise in diagnoses of neurodiverse conditions, companies 
that are truly interested in maintaining a neuroinclusive culture will 
want to ensure they stay connected to how their workplace functions 
as new talent onboards and needs to evolve.

https://www.savills.us/blog/article/347057/us-articles/neuroinclusivity-in-the-workplace--part-two--strategic-planning.aspx
https://www.savills.us/blog/article/346619/us-articles/neuroinclusivity-in-the-workplace--part-one--why-companies-need-to-plan-now.aspx


At Savills, we help organizations find the solutions that ensure employee success. Sharply skilled and fiercely dedicated, our integrated teams 
of consultants and brokers are experts in better real estate. With services in tenant representation, capital markets, project management, work-
force and incentives strategy and workplace strategy and occupant experience, we’ve boosted the potential of workplaces around the corner, 
and around the world, for 160 years and counting. Amplify the power of your people.
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Committing to Change 
 
In this series, we’ve examined how the corporate world will benefit from embracing 
neurodiversity, how to strategically plan the workplace to support neurodiverse talent,  
essential workplace design considerations and how to manage the change. It’s a 
marathon, not a sprint; but following a structured, incremental process — and leaving 
room to learn from mistakes — will yield results. For companies genuinely committed to 
fostering an inclusive culture and harnessing invaluable skills and talents, embarking on a 
neurodiversity initiative is a shrewd and powerful strategy.

Benay Josselson
Executive Vice 
President 

Stay connected with Savills on the web and social media

Stay tuned for results of our 
Neuroinclusivity in the Workplace survey!
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