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Important note

This resource is intended to support understanding and good practice in neuro-inclusive workplace
design. It provides general guidance and does not constitute legal, medical, or clinical advice.

Organisations should apply the principles in line with their own policies, regulatory obligations, and
professional judgement.



Flexible scheduling is one of the highest-impact, lowest-cost neuro-inclusive
adjustments an organisation can make.

When implemented properly, it:

improves output quality

reduces burnout and sickness absence
increases retention and engagement
lowers conflict and escalation

supports sustainable performance

Flexible scheduling is not about working less.
It is about working in alignment with human nervous systems.

Why traditional schedules fail neurodivergent staff

Standard workplace scheduling assumes:

consistent daily energy
uniform cognitive peaks
predictable regulation
linear task initiation
identical recovery needs

For many neurodivergent staff, these assumptions are biologically inaccurate.
The result is:

forced masking

energy debt

delayed shutdown

absenteeism

underperformance that looks “behavioural” but is actually physiological

Flexible scheduling corrects this mismatch.

What flexible scheduling actually means (clarity
matters)

Flexible scheduling is not:
« unlimited hours

e lack of accountability
« absence of structure

2|Page



« individual preference-setting without boundaries

Itis:
e outcome-focused time design
« variability within clear parameters
« alignment with capacity, not appearance
« predictable flexibility, not ad-hoc exceptions

Structure + flexibility is the goal.

Core principles for neuro-inclusive flexible
scheduling

Capacity is variable, not defective

Time of day matters more than hours logged
Recovery is part of productivity

Predictability reduces stress more than rigidity
Flexibility must be explicit to be usable
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Unspoken flexibility benefits only the confident.

Recommended flexible scheduling options

1. Flexible start and finish times
Allow staff to start and finish within a defined window.
Example

e Core hours: 10:30-15:30
« Flexible hours: earlier or later start/finish around this

Why it works
o aligns work with cognitive peaks

e reduces morning and evening overload
+ lowers lateness-related stress

2. Output-based scheduling

Measure performance by deliverables, not presence.

3|Page



Design features

e clear outputs

o agreed deadlines

e autonomy over when work happens
Why it works

e removes performative productivity

e increases focus and efficiency
« benefits all high-skill roles

3. Split-day or non-linear schedules
Allow work to be completed in blocks, not one continuous stretch.
Examples

e morning work + afternoon break + evening work
o shorter days spread across the week

Why it works
e accommodates energy crashes

e prevents shutdown escalation
e increases usable capacity

4. Meeting-light or meeting-free windows
Protect blocks of time from meetings.
Examples
e Nno meetings before 10am
e meeting-free afternoons
o designated deep-work days
Why it works
« reduces cognitive fragmentation

e supports regulation and focus
o benefits ND and NT staff alike
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5. Flexible responses to overload

Allow staff to adjust schedules temporarily during high load.

Examples

later start after intense meetings
shorter days during recovery
remote work following dysregulation

This should be normalised, not exceptional.

What makes flexible scheduling fail (common
errors)

Avoid:

flexibility that must be “earned”

informal flexibility dependent on manager goodwill
flexible hours paired with rigid meeting expectations
penalising visibility differences

assuming flexibility means always being available

Flexibility without protection becomes another demand.

Manager guidance (this is critical)

Managers should:

ask when someone works best, not why
agree boundaries in advance

protect flexible arrangements publicly
avoid last-minute schedule changes
model flexibility themselves

Do not:
e comment on start times
e equate early hours with commitment
e praise “pushing through” fatigue
« track flexibility informally
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Flexible scheduling as a reasonable adjustment

Flexible scheduling should be explicitly recognised as:

e areasonable adjustment

e apreventative measure, not a reaction

o applicable without full disclosure

e compatible with performance management

Requiring medical justification for basic time flexibility increases risk.

Indicators flexible scheduling is working

Organisations typically see:

reduced sickness absence
fewer burnout-related exits
improved task completion
earlier disclosure of overload
fewer interpersonal conflicts
higher engagement scores

These are system improvements, not individual traits.

Policy language recommendation (example)

“The organisation recognises that effective work does not occur at the same time for
everyone. Flexible scheduling is supported where operationally feasible and is
designed to improve performance, wellbeing, and inclusion. Managers are expected
to apply flexible scheduling consistently and transparently.”

Final workplace framing

Flexible scheduling is not a perk.
It is modern workforce design that:

reflects neurobiological reality
improves productivity
reduces legal and ethical risk
supports sustainable work
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Organisations that insist on rigid time structures are not enforcing standards...
they are designing for burnout.
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