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\\; MODELS OF DISABILITY

®* Medical model Vs Social Model

O ® In the medical model of disability
differences are believed to arise from
psychological, neurological or physiological

limitations within an individual.

® There is one ‘right’ way of neurocognitive
functioning (neurotypical).

® W/ithin the social model, society is
considered to ‘cause’ the disability and
special needs by placing barriers in the way
of people with impairments (Goering 2010).

® This model proposes that individuals are
only ‘disabled’ by the environments and

attitudes around them.

Medical Model

| need to be "fixed" to fit in
with society.

Can't go to a cafe by
themselves because
they are blind

Can't work here
because they can't
go upstairs

Social Model

Society needs to change so |
can fit in.

Cafe hasn't provided
braille or electronic
menu options

The building doesn't
have a lift or a ramp
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® This view sees traditional categories and labels of

disability as social constructs and opposes the view that is
one ‘normal’ type of brain or one ‘right’ way of
neurocoghnitive functioning.
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v’ 2-5% of school aged children may have ADHD
(NHS 2016b)

v 1.1% of the population maybe on the autism

spectrum (National Autistic Society 2017)
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environments, policies and practices have generally only be

designed for one type of brain — the neurotypical brain.







ALLOW

EXTENDED

PERIODS OF HIGH-
QUALITY WORK.

CANNOT IGNORE
NEURODIVERGENT
INDIVIDUALS.
CUSTOMERS AND
CLIENTS ARE THE
REASON MOST
BUSINESS EXIST.

ONE OF
INCLUSION,
ACCEPTANCE AND
UNDERSTANDING
IS LIKELY TO HAVE
A HAPPIER AND
HEALTHIER
WORKFORCE.
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STICE CASE:
WANAGERS HAVE
A MORAL
OBLIGATION TO
ELIMINATE
INEQUALITY IN THE
WORKPLACE AND
TO TREAT ALL
EMPLOYEES WITH
FAIRNESS AND
RESPECT




Autistic
Spectrum
Disorder

Developmental
Co-ordination
Disorder

Gifted

Sensory
Integration
Disorder

Auditory
Processing

Dyslexia

Cultural
Diversity
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notions: Have
S y in describing how they are
feeling. (Alexithymia)

v'Can approach things in a unique ways:

Notices things others may not.
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imming is self-stimulating behaviour to self-soothe

or to increase focus and attention.

4 Delayed processing
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‘communication’. communication. readers and the lines or taking what is
(Stewart 201 3). writers. being said literally.
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~ Some people can find telephone

Some are effectiv e
written means but can f conversations difficult due to a lack of
demands of face to face more diff contextual clues.
anxiety inducing; (more than just the s

language to process).
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any workplaces are becoming ‘paper-free’ zones with

printing discouraged. Reading on paper means the

reader is more likely to engage on a deeper level with
the text (Carr 2010)
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ate and clear

v’ Avoid jargon, acronyms and technical language

4 Using screen reading software /voice text software

v Use a reading pen
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1l workstations that offer privacy or even a quiet room
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rﬁcanody to work in silence.

and uncluttered.

4 Hot-desking can be difficult for some. Change of routine and

structure can cause increased anxiety.
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Recruitment processes have often been designed with only neurotypicals in mind. There is often an emphasis on
face-to-face interviews and social competence rather than on how well a candidate can do the job.

Many neurodivergent individuals can struggle to get through the application process even when they would be
the best candidate for the job.

Difficulties may arise when deciphering job adverts, filling in application forms attending interviews or other
stages during the selection process.

N

Some neurodivergent individuals can be unintentionally discriminated against because recruitment processes fail
to consider strengths and skills.

B

-




heir

40

e recruitment

clo s'if they wish to.

U tment processes can be helpful
ive recruitment processes will
1sure that the i are found for each role and that
Ahuni'n"r.er'\'rionql discriminatory practices are eliminated for the

outset.
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| other employment

so requires the employer to make

2 adjustments’ for employees.

" Incidents that are motivated by hostility or prejudice
towards a disability are classed as disability hate

crimes.

v Information about an employee's health condition or
ploy
disability is classed as a ‘special category’ data

under the GDPR and requires a higher level of

protection.



