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EXECUTIVE SUMMARY
This report explores both student/graduate and employer perceptions of recruiting graduates with an ASC diagnosis.
The research collected perceptions of 30 students/graduates and 31 employers. The aim was to ascertain if perceptions
from each cohort matched or if there was a disconnect and to also understand if the careers provision at UCLan was
helpful and identify areas of the service we could develop to improve the user experience of students and graduates
with an ASC. We also wanted to gain insight into employer provision for students with an ASC and how we could
consider this in preparing our students when exploring opportunities after graduation and support once they have
gained successful employment.
The aims of the findings are:
1. To inform internal careers service processes at UCLan and openly share this with other careers professionals.
2. To inform local employers and other relevant parties about what helps and what hinders the employment of
graduates with an autism spectrum condition.

Key Findings
Students
•
•
•
•
•

•

40% of our respondents had directly engaged with a careers service activity. 60% of respondents had not
engaged and were possibly likely to need support (Fig 12)
90% of our respondents were under age 29. None of those over 29 had engaged with careers. (Fig 13)
97% of respondents said a direct approach from careers would be helpful once diagnosis was disclosed (fig 28)
and 67% said this would be ‘extremely’ or ‘very’ helpful.
Of those who had engaged with Careers, one to one appointments and workshops were the most popular
compared to other offers. (Fig 18)
Respondents rated services that they might find helpful. Analysis of responses shows some key activities
careers teams could focus on
o 100% of respondents rated specialist Careers appointments as helpful. (Fig 20)
o 87% of respondents thought that having specialist ASC Careers Advisers was ‘extremely’ or ‘very’
helpful (fig. 22).
o 100% of respondents said ASC Employability Workshops were helpful (fig. 26) with 75% of those who
had engaged with careers rating them as ‘extremely’ or ‘very’ helpful.
Respondents rated their confidence levels for different elements of the recruitment process. Analysis of
responses shows some key areas that would be worth focussing on:
o Using LinkedIn - 36% were moderately confident or above and 27% had no confidence (fig. 36)
o Using social media for networking - 47% were moderately confident or above and 33% had no
confidence (fig. 38)
o Online Interviews – 41% were moderately confident or above and 28% had no confidence (fig. 44)

Employers
•

90% of employer respondents had neither employed graduate staff with an ASC or had measures such as
reasonable adjustments in place when recruiting graduates.
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•
•
•
•

Most employer respondents (84.21%) had no measures in place for selection, recruitment, and support in the
workplace for candidates or employees with an ASC.
25.8% of employer respondents were registered as “ Disability Confident Employers” (Fig.4), but 74.2% of
respondents were not registered or were unsure if they were.
75% of employers who were registered Disability Confident had measures in place for selection and
recruitment of people with an ASC. (One employer had none and one employer was unsure).
A significant majority of respondents stated they had no supportive measures in the workplace for employees
who had an ASC diagnosis.

Taking the time to read through the comments provided by employers and students/graduates gives a real insight into
what support students are looking for, the challenges and frustrations they face and the potential solutions.
(Qualitative Employer and Student Responses) The comments collected from employers and student/graduates had
similarities, both expressing a need for training and ASC understanding, offering support where needed and suggesting
anxiety and apprehension in both parties.
Employers indicated a lack of knowledge around what adjustments they could offer and practical implementation and
cost concerns. Students expressed anxiety about employers not wanting or offering reasonable adjustments or
understanding or accepting them for who they are.
A main theme from students and graduates was to involve them in the process and don’t judge them on their
condition.
In the words of some of our student/graduates:
Be patient, be concise and be honest.
The one-to-one appointments have been useful as they have aided me with interview preparation, discussing my
next steps in my career, and applying for jobs - all in the light of having autism. Being able to ask questions via
email has been useful for improving my CV and for improving job applications.
I made several appointments but cancelled them all at the last minute as I felt like I was beyond help.
Discussion on your rights about disclosing ASD to an employer and the pros and cons of doing so. Teaching us how
to get support if the company doesn't have support in place or treats you differently because of it, subconsciously
or not.
if you're telling me something important, give it to me in written form so that I don't have to hold it in working
memory and can process in my own time. When you're speaking, try not to overload us - let us control the flow of
information, we may need you to repeat things or just to wait between sentences while we process what you just
said. Understand that accessibility for autistic people is no less important than accessibility for wheelchair users,
Deaf or VI people, or anyone with a 'visible' disability.
I would like to know what will be happening in the interview before it happens. To have them reassure me what
they can offer and discuss what I need and then them say they can sort it. I don't know. What adjustments can they
offer?
The research questions are addressed in the conclusion of this report followed by a series of recommendations and
possible next steps. Good practice suggested by respondents in the surveys will be reviewed and adopted where
possible within the practice and provision at UCLan Careers as we endeavor to continue providing an inclusive and
supportive Careers service to all UCLan students and graduates.
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ABSTRACT
The project sought to incorporate both research and practice together, to understand the perceptions and opinions that
exist around ASC whilst also testing out a series of practical activities with students, employers, and careers
professionals. Testing what works best when raising awareness and developing good practice.
The outcomes include the project findings, an online series of workshops with stakeholders and resources which will
benefit careers professionals, graduate employers, and students. Our hope is that this will contribute towards a
narrowing of the employment outcome gap for graduates with an ASC. We found that employer perceptions of
graduates with an ASC can be negative, lacking awareness; and that students with an ASC really value specific
interventions.

BACKGROUND
What careers professionals in HE need to understand about Autism.
“Autism is a lifelong developmental disability that affects how a person communicates with and relates to other people.
It also affects how they make sense of the world around them. It is a spectrum condition, which means that, while
all autistic people share certain difficulties, their condition will affect them in different ways.” (National Autistic Society,
2019).
Kanner (1943) first termed autism as a cognitive developmental disorder but noted that how autism presents itself will
vary from one individual to another. This is also supported by Professor Stephen Shore (2018), who said: “if you’ve met
one person with autism, you’ve met one person with autism.” Explaining that each person will have different autistic
traits unique to them and so, labelling people with autism can confuse the general population, including employers and
academics as to what autism is.
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The terms and attributed labels for autism are changing throughout time. Appendix D provides a list of terms of how
individuals with an ASC diagnosis may use to disclose or identify with.
It is important to note, not all people with an autism diagnosis present difficulty in all impairments (social and
emotional interaction; inflexible thinking, social communication, and language). Moreover, not all people with an ASC
lack communication; empathy; or the ability to interact or have imagination. Like people who have no autism traits,
people regardless of label have different abilities, anxiety levels and resilience. Wing and Gould (1979) argue that
individuals on the autism spectrum will often rebel against social conventions and acceptable behaviour that is outside
of the “norm”, scaffolding on to the negative label and stigma of autism. Wing and Gould further argue that some
people on the spectrum are just unaware of the norms, don’t care or wish to comply with the norms around them, but
become defined by society as abnormal. Creative thinking, innovating outside of the box, which is an attribute that has
significantly benefited society through technology breakthroughs and advancements e.g., William Geiger, Albert
Einstein.
There is a significant rise in UK university students with an autism spectrum condition (ASC) disclosing their diagnosis
and attending higher education (Vincent, 2018 & 2020). At the University of Central Lancashire, we have seen a rise by
33% in applicants and students enrolling at the University over the last 4 years, whom are neuro-diverse and estimate
this will continue. It’s therefore critical that professional services and academics in Higher Education settings are aware
of what this might mean in terms of their practice and how they can best support these students.
Milton’s (2012) Double Empathy Problem shines light on the behaviour of non-autistic individuals’ empathic responses,
finding typical developing individuals’ lacking when making reasonable adjustments and judgement of neuro-diverse
people. He purports that it is the behaviour and actions of non-autistic individuals that can also be non-empathetic and
there is a mutual need for awareness, understanding and reasonable change from all parties.
Muller, Schuller, and Yates (2008) argue that a person’s living environment, support networks, intensity of autistic
traits, personality and significant relationships will impact on how a person with an ASC interacts and engages with
people in the world around them. If interactions are negative or hostile, like any human being there is a risk to selfworth, self-value, and self-esteem for the person. It is a rite of passage and expectation that most people study, get a
job and find a significant other. If a person is continually rejected through traditional recruitment methods due to their
autistic traits or if they do lack the ability to communicate and interact with colleagues when they are strangers, they
are more likely to disengage from the world around them, feeling isolated and not valued by society. Gaining successful
employment is fundamental to a person’s mental health and life expectations. Again, not all students with an ASC lack
communication, some are perceived by others as lacking, but what is the norm? People with an ASC still have value in
the workforce, don’t they?
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Depending on your personal experience of autism, It could be argued that many still label people with an ASC and
identify autistic individuals to be like the outdated character in the Hollywood film: “Rain Man,” a character portrayed
as an autistic savant widened public perception of autistic behaviour, arguably resulting in what Silberman (2017)
called the “rain man effect.” Consequently, this resulted in more people being diagnosed with some spectrum of
autism. However, it also created a stereotype that is still associated with the perception of what an individual with an
ASC is like today.
The perception of an individual who has an ASC by the general population is influenced by each person’s circumstances
and exposure of autism and the wider media. Characters portrayed by actors in films like “x+y” and TV shows like
“Atypical” and “The Good Doctor” are beneficial in raising awareness of autism as a cognitive developmental condition
and work towards destigmatising the characterisation of this condition. However, it can also inadvertently draw
negative connotations in how the viewer and future recruiter perceives autism and the behaviour, intellect and
capabilities of an individual who has an autism diagnosis and does not convey the diversity of how autistic traits
present as a condition that is unique and varied across each person; thus, media portrayals can be beneficial, but they
can also result and reinforce in a negative perception of how people with autism behave and what they can and cannot
cope with (Nordahl-Hansen A., Øien R.A., Fletcher-Watson S.; 2017).
UCLan has developed a series of Employability Workshops specifically for students and graduates with an ASC. We have
provided workshops on disclosure, Well-being, Support, Internships and opportunities to develop skills and have
invited a range of speakers from employers and academics who are known within the field of research around autism
and employment. From these interactions, we have identified that as a Careers Service, UCLan are operating at the
quality standard that Dunn (2018) and Vincent (2019) suggest that if provided at all HEIs, it would benefit students and
student outcomes for graduates with an ASC. This suggests UCLan Careers offers students with an ASC better than
average employability support, yet empirically we do not see this in the successful employment outcomes for our
students and endeavour to investigate why?
According to the NAS (2019) there are approximately 700,000 people on the autistic spectrum living in the UK. The
Papworth Trust’s (2018) research suggests people with a disability are twice as likely to be unemployed compared to a
person without a disability. With only 16% of adults with an ASC in full time paid employment and only 32% of this
cohort are in part time employment, thus leaving a shortfall of 68% not in any form of work (NAS, 2018). It is
reasonable to assume that some individuals may not be able to undertake daily work duties, but this figure is still far
lower than what it could be and provides a gap in research to understand the reasons for this low employment figure.
In addition, there are 14% of mothers of a child with an ASC in employment (Cidav, Marcus & Mandell, 2012),
suggesting that employers could be more aware and flexible of workers with dependents whom have a diagnosis (TUC,
2018). This is important, as some students with an ASC may become parents, some of those may become parents of
children with an ASC.
7

Vincent (2020) identifies rising trends of students with an ASC enrolling in HE in the UK, EU and USA. He quotes The
Higher Educational Statistical Agency’s (HESA, 2015) report finding a 400% rise in ASC disclosures, indicating a
significantly higher proportion of students accessing university, it’s services and graduate labour market. Some of these
students will become parents and will need understanding from employers, especially if they have children with
autism, if employers want to invest and support a more diverse workforce.
From a Careers perspective, gaining successful employment improves individual well-being through a sense of
belonging, acceptance, contribution and being valued and rewarded with payment, friendships, promotions, and other
reward systems. Without employment, graduates with an ASC diagnosis have often experienced “lip service”
interviews, negative experiences of interview recruitment and selection as they have not performed to the expected
standard at interview stage. As Milton (2012), has recently argued, not just individuals with an ASC need to find ways to
enhance their employability offer, but employers need to have their awareness raised of the benefits of recruiting staff
with an ASC and dispel the myths and move past the current assessments that arguably work against this cohort
performance in assessment.

PROJECT RATIONALE
Many studies suggest that people who have been diagnosed with an autism spectrum condition (Appendix D), can find
it difficult to secure and maintain meaningful employment (Hendricks 2010; Roux et al 2013). However, individuals with
autism often possess strengths and abilities which are highly valued in the work environment, performing well in jobs
requiring a high degree of accuracy, precision, and repetition (Baldwin 2014; de Schipper 2016).
The reasons for this study were complex; numerous obstacles have been identified (Scott et al. 2019). However, there
is general agreement that the right type of support from careers / vocational services can help considerably. For
instance, Migliore et al. (2012) examined the predictors of employment for young adults (aged 16 to 26 years) with ASC
who had received vocational rehabilitation (careers services), finding the odds of employment were the highest for
participants who had received job placement services.
A recent comprehensive review (Scott et al. 2019) also highlighted the key role that environmental factors play and the
critical need for interventions which target contextual factors (physical environment, training and understanding of
employers and colleagues and implementation of reasonable adjustments) if employment outcomes are to be
improved. While the difficulties are well researched, it is essential that our understanding about the type and level of
support required improves, along with the role that extrinsic environmental factors play in ensuring employment
success for individuals with an ASC (Kirby et al. 2016).
At UCLan we have been privy to both positive and negative experiences of recruitment and selection practices and
employment experiences of our students. As a result, we wanted to research the perception of what autism is to
employers; what source of reference do they associate this condition with, what level of awareness they have of this
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condition; have they implemented any training to make their workforce aware of this condition?; Do they actively
positively recruit a neuro-diverse workforce?, Do they currently employ anyone whom has disclosed an ASC ?, Would
they have any concerns of employing a graduate with an ASC? And, if so, what would be their concerns?

WE WANTED TO FIND OUT:
Student
•

Does UCLan Careers offer the right support for students and graduates with an ASC?

•

Do UCLan students and graduates (whom have autism) feel they have the attributes and employability skills to
gain successful employment?
Do students and graduates with an ASC believe graduate employers are aware of ASC and believe they will be
supported?

•

Employer
•

Does company size correlate with more neurodiverse workforce?

•

Do graduate employers have negative perceptions of recruiting graduates with an autism spectrum condition?

•

Do graduate employers have awareness of ASC and provide training and support strategies for their
employees?

METHOD
We developed two online questionnaires, one seeking current student/recent graduate perspectives (Appendix F) and
one (Appendix E) asking employers for their perspectives. The surveys were hosted by onlinesurveys.ac.uk (formerly
Bristol Online Surveys), and were anonymous, securing consent before analysis was undertaken.
Data was collected though opportunity sampling and recruitment was promoted using posters (Appendix A & B) via the
following platforms:
•
•
•
•
•

CareerEDGE database
Careers Webpage
Careers Social Media pages (Facebook/twitter/Instagram)
Careers Newsletters
UCLan Intranet (School and departmental networks)

The target number of 30 participants for each group was achieved. The surveys remained open for more than 30 days
(longer, due to the global pandemic), resulting in participants having time to consider their involvement and ask
questions.
As the surveys were anonymous, participants self-selected. For the student/graduate survey, participants were asked
to confirm that they have ASC (either medically or self/family-diagnosed). We understand that this may compromise
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trustworthiness of the survey results, but they were not intended for generalization to the general population. All data
storage was anonymized, storing it for a maximum of 5 years when it will be destroyed.

RESULTS
For this report, selected data has been shown in this section, but the full data set can be found in Appendix H.

EMPLOYERS PERSPECTIVE DATA
Employer Research Questions:
1. Does company size correlate with more neurodiverse workforce?
2. Do graduate employers have negative perceptions of recruiting graduates with an autism spectrum condition?
3. Do graduate employers have awareness of ASC and provide training and support strategies for their
employees?

There were 31 respondents for the online survey: Employing graduates with an autism spectrum condition: the
employer perspective. 100% of respondents agreed to participate in the online survey and completed all 11
questions (Appendix E).
All data results can be found in Appendix G, here we will display the notable data (quantitative followed by
qualitative results) regarding the research questions above, followed by discussion of key findings.

Quantitative Results
Figure 1. Size of Employer respondents’ Company
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This shows we had a good spread of different sized employers. Small to Medium Employers (SME) are generally classed
as under 250 employees so our sample is approximately 2/3 SME.

Figure 2. Employers with and without special measures in place for recruitment of candidates with an ASC.

This indicates most employers don’t have special selection measure in place for ASC candidates.

Figure 3. Employers with and without special measures to support staff (ASC), in the workplace.

11

TO THE BEST OF YOUR KNOWLEDGE, DOES YOUR COMPANY
HAVE ANY SPECIAL MEASURES IN PLACE FOR SUPPORTING
PEOPLE WITH AN AUTISM SPECTRUM CONDITION IN THE WORK
PLACE?
Yes (10)

No (16)

Unsure (5)

1.4, 2%

32, 37%

52, 61%

A third of employers have special measures in place for supporting ASC employees, but the rest don’t appear to.

Figure 4. Employers registered as Disability Confident.

IS YOUR COMPANY REGISTERED AS A DISABILITY CONFIDENT
EMPLOYER?
Yes (8)

No (14)

Unsure (9)

25.8, 26%

29, 29%

45.2, 45%

Amongst our employer sample Employers registered as disability confident are in the minority.

Figure 5. Employers who have and have not recruited graduates on the ASC.
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TO THE BEST OF YOUR KNOWLEDGE , HAS YOUR COMPANY EVER
EMPLOYED ANY GRADUATES WITH AN ASC?
Yes (10)

No (10)

Unsure (11)

32.3, 32%

35.4, 36%

32.3, 32%

Of those who had information half of our employer sample said they had employed an ASC graduate.

Figure 6. Special measures in place for recruitment of candidates with an ASC compared to company size.

As we saw above most employers don’t have recruitment support in place for ASC students. Of those that do
they were the larger employers (50+ employees)
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Figure 7. Special measures in place for recruitment of candidates with an ASC compared to Disability
Confident registered employers.

75% of those registered as Disability Confident said they had recruitment measures in place. 100% of those
not registered for Disability Confident said they had no special recruitment practices in place. This suggests
registration does seem to lead to employers considering their recruitment practices for ASC graduates.

Figure 8. Employers recruiting graduates with an ASC compared to company size.

74% of those who said they had recruited a graduate were SME’s with under 250 employees. In our sample
SME’s make up the majority of companies that have employed a graduate with ASC, although this is not true
for the very small employers with under 10 employees where no graduates had been recruited.

Figure 9. Special measures in place for recruitment of candidates with an ASC compared to employers who
have current measures to support staff with an ASC in their workplace.
14

87.5% of employers who have special measure available in the workplace also have special measures in place for
recruitment. So, as you might expect employers who have considered this for their employees also look to put
measure in place for those they recruit. Likewise, those who don’t put measures in place for employees also are
unlikely to have measures in place for recruitment.

Figure 10. Special measures in place for staff with an ASC compared to Disability Confident registered
employers.

100% (14) of employer respondents who were not Disability Confident registered, said they also had no measures in
place to support staff with an ASC. Contrast this with 75% of employers who are registered having some measures in
place for staff. This indicates Disability confident employers are recognising the need to adapt their workplace support
according to need.

Figure 11. Special measures in the workplace for staff with an ASC compared to recruitment of at least one
graduate or more whom have an ASC.
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90% (9) of employers with no special measures in the workplace reported they had not recruited a graduate with
ASC.

Qualitative Data:
To gain a deeper insight into the views of employers you can review all their comments in Appendix I
Here we present the strongest and most frequent three themes coming through the employer responses: (1)
communication (lack of/need for), (2) Uncertainty, (3) support/training across all question responses:

Communication
•

•
•

“Communication and social interactions can be difficult sometimes. As can reading between the lines for this
employee. Another issue that came up on a number of occasions at the start was that the employee with ASD
could be very blunt and to the point which some people took to be rudeness.”
“Understanding and fitting with the dynamics of the team.”
“Talk to us in person or writing and make sure we understand your needs”

Support
•
•
•
•

“Each person is judged on the skills they have and what they can give rather than what they cant. Each applicant
is give personal 1:1 guidance and support throughout the time with us..”
“We give new members of our company the chance to discuss any disabilities, which would be followed by a
meeting with the manager and HR to go through any support required and getting this in place for them.”
“The person in question applied for a role that they could not fulfil but was offered a role they could with
confidence and support.”
“Go for it! We would be happy to hear from you. We are aware of the many strengths that you may have.”
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Uncertainty
•
•

•

“I am not sure what could be a challenge as I understand autism could affect people in different ways.
“I think this is a challenging issue. We have one part-time employee with Aspergers and it does affect the
efficiency of the team in accompanying and supporting this person on their duties, to the extent that we would
be nervous of employing someone else with similar needs in a small company.”
“I have no experience of employing someone with ASD and have no positive or negative views on doing so but
would like to understand what allowances etc I would have to make as I presently see no reason why this would
be an issue.”

The qualitative analysis indicates a disconnect and conflicting message in employer responses.
For example candidates are encouraged to ‘be themselves’ but then it is observed that typically developing colleagues
construe them as rude.
Some employers encourage applicants to “go for it” but candidates who may have socio-communication challenges
may struggle to start a dialogue with an employer about their personal challenges when this is at the crux of their
challenges.
Recommendations around a more transparent online and accessible process of how neurodiverse candidates and
employees can access and start disclosing and access reasonable adjustments in a non directive way could help e.g.
online application or a menu of adjustments they could reference may help?
It is also clear that while employers are encouraging applicants with an ASC to apply for jobs, there is also significant
gaps in employer confidence in understanding what an ASC is and impact this may have and practical adaptations they
could offer and communicate this across their companies so all employees are aware. This indicates a need for a
strategic priority and action around training, understanding, and implementing changes in the recruitment and
selection, tolerance, and acceptance in the workplace to decrease the confidence gap which is evident from the
responses. Many employers want a diverse workforce but aren’t prioritising and implementing changes, which means
there is uncertainty and apprehension.

DISCUSSION (Employers):
We recognise the relatively small sample size of employer respondents (Appendix G, Fig.1) and the fact that it may be
difficult to draw firm conclusions from these responses, but we have identified some broad trends within our research.
A larger national sample may provide a more representative response from employers.

KEY FINDINGS
•
•
•
•
•
•

Only 25% of employers said they had special recruitment processes in place to support ASC candidates.
32% said they had measures in place to support ASC staff
25.8% said they were registered as Disability confident
32% said they have employed an ASC graduate
75% of respondents who were from Disability Confident registered companies had reasonable adjustments for
recruitment and measures in place for supporting staff whom have an ASC.
100% of companies who were not Disability Confident registered had no measures in place for recruitment or
in the workplace for existing staff with an ASC across all company sizes.
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The key findings highlighted above are useful for careers teams and others to be aware of as they indicate a generally
low level of awareness and responsiveness from employers to ASC recruitment and support. This is something
employer engagement teams within careers services can certainly consider addressing by being pro-active with
questions for employers on this topic, providing links and resources to the disability confident registration pages and
generally raising awareness with employers that there are things they can consider which needn’t be expensive or
prohibitive in their recruitment practices.
The generally low level of engagement with Disability confident registration in our sample is concerning as the
suggestion from our findings is that becoming disability registered positively impacts upon organisations and increases
the likleyhood of them offering reasonable adjustments and support in the workplace. (Although this was not
universally true in all cases)

Findings to our 3 questions:
Does company size correlate with more a neuro diverse workforce?
When comparing recruitment of ASC graduates with company size (Appendix G Fig 8); we noted that SME’s with fewer
than 250 staff were more likely to report having recruited an ASC graduate in the past, however when looking at very
small companies with 9 or less employers a significant majority (85.71%) had never employed a graduate with an ASC.
Perhaps small companies can offer a calm, less noisy and more personal environment for candidates with an ASC,
where employers can see first-hand their value compared to larger businesses who have greater staff numbers and a
busier work environment. There may be issues around perceived support needs for very small companies and perhaps
issues around the recruitment practices of different size firms, with larger companies potentially more likely to have
more complex selection processes.
We also don’t know if ASC graduates are more likely to apply for smaller companies so further research into what
workplace environments candidates with an ASC are attracted to and are applying to and what employers are doing to
attract candidates with an ASC could reveal more detail here.

Do graduate employers have negative perceptions of recruiting graduates with an autism spectrum
condition?
Our research did not directly ask employers about their perceptions of graduates with ASC so the way we try to assess
this is by looking at the practices employers have in place in relation to recruitment and the support they offer in the
workplace.
Employer respondents had an equal split of having employed at least one person with an ASC or not. A third didn’t
know (Appendix H, Fig. 5).

More data is needed to gain a true and reliable response to this research question, however, we do know
that:
o 61.3% of employers (Appendix G, fig. 2) did not have any measures in place to support candidates with an ASC
and surprisingly, 12.9% (fig. 2) of employers were unsure either way, which raises questions about the
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importance companies place on making measures known, arguably placed as a low priority for many
employers.
o

51.6% of employers (Appendix G fig. 3) declared they had no measures to support existing employees with
an autism spectrum condition in the workplace;

o 45.2% of employers (Appendix G Fig 4) said they were not registered Disability Confident Employers and
29% were unsure

Our employer sample showed that most employers had no special measures in place for selection and recruitment
for candidates with an autism spectrum condition. (19 declared non and 4 stated they didn’t know). This result
certainly indicates a lack of awareness of reasonable adjustments for candidates with ASC and could also suggest that
most employers don’t view implementing reasonable adjustments for candidates with an ASC within recruitment and
selection as important
It appears from this data there is justification in arguing that most employers have no measures in place to support
future and current employees with an ASC. Incentives for employers to prioritize and implement measures of support
and access at recruitment are needed, ideally from a legislative and compliancy position, rather than optional schemes
like Disability Confident, as not all employers are investing time and money into a neurodiverse workforce.
Comments from employers suggest an openness to recruiting graduates with ASC but also a lack of understanding and
some concern about how this might impact on their resources and colleagues.
It is unlikely for employers to openly declare any bias or discriminatory views, however, inferring from the qualitative
responses from some employers it could be argued that some are apprehensive of employing graduates with needs for
adjustments in the workplace. This could be for a variety of reasons e.g. financial, practical and timing issues. The
research suggests that most employers surveyed were positive and encouraging of recruiting a more neurodiverse
workforce, with qualitative strong themes of being open, go for it, encouragement and support.

“Go for it! We would be happy to hear from you. We are aware of the many strengths that you may have.”
Some had recruited or were nervous to recruit applicants due to the additional demands placed on managers, which is
a question on resources and funding priorities from a strategic level.

“I think this is a challenging issue. We have one part-time employee with Aspergers and it does affect the
efficiency of the team in accompanying and supporting this person on their duties, to the extent that we
would be nervous of employing someone else with similar needs in a small company.”
It is clear that some employers hold a positive and inclusive view of recruiting graduates with an ASC, it is also clear
there are some employers who are apprehensive and have concerns over the practicalities of implementing reasonable
adjustments, particularly in small businesses perhaps operating on a tighter budget in comparison to a
larger/international business .
It is promising to see that employers with concerns came forward and participated and shared apprehension in this
study, but it is also important to note whether financial implications would be discussed if the individual requiring
adjustments had a physical disability. The law and implementation of legal requirements under the Equality Act are less
clear for hidden disabilities, therefore the duty of employers to carry out fair and non-discriminatory recruitment
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practices is foggy as Governmental legislation provides much interpretation of reasonable adjustments and lacks detail
on incentives for employers to hire a diverse workforce, specifically what employers should do in relation to their offer
and funds to be allocated. Whilst there is a lack of legal clarity on adjustments, what accountability do employers have
to implement them? Neurodiverse people often struggle to communicate their feelings (not all, but some), so is this
not discriminatory already that there are currently no guidelines for candidates, candidates who are unsure what
support they can ask for and receive? It also is unfair to employers as they also have no guidelines as to what is the
minimum support they should be offering a current and future neurodiverse workforce in terms of reasonable
adjustments.

Do graduate employers have awareness of ASC and provide training and support strategies for their
employees?
One of the ways we tried to measure how aware and supportive employers might be of ASC employees was to find out
if they were registered with the ‘Disability Confident Employers’ standards which replaced the two ticks system
previously in place.
o

Only 25.8% of employer respondents were registered as “Disability Confident Employers” (DCE) (Appendix G
Fig 4), with 74.2% of respondents either not registered or unsure if they were.

When we compared the small number of registered employers to those who offered special measures in place for
recruitment of candidates with an ASC (Fig 7, Appendix H) we found that 75% said they had measures in place for
selection and recruitment of people with an ASC. It was surprising to find two registered employers suggesting they
had no measures in place for candidates with an ASC at recruitment stage. The low number of employers registered
and the fact that some registered employers still may not have measures in place supports to the notion that there is
still some way to go before employers recognise the importance of implementing reasonable adjustments for
candidates with ASC.
When we look at employers who declared they were not DCE registered only 22.22% said they had measures in place,
(33.33% were unsure).
Those registered as DCE are in a minority from this study which indicates a need for more focus on raising the
importance of DCE and the measures within it which advocate the provision of reasonable adjustments for candidates
with an ASC at the selection and recruitment stage.
o

67.7% of employers said they had none or did not know if they had any supportive measures in the
workplace for their employees. (Appendix G, Fig.3), This suggests the majority of our employer sample did not
view supporting employees with an ASC as important or had never considered it.

The study’s findings support the fact that many employers do have an awareness of autism and do provide training and
support for employees, but there are some who do not. Some Disability Confident registered employers have no
measures to support candidates at recruitment or when employed and some don’t know if they do. This raises
questions around the process of the scheme and is this system really working to help employers see the ability in
DisABILITY?
Respondents from both surveys (employer and student) identified a need for training employers and workplace staff,
but who and how this would be done was questioned. Training and support requires funding to implement, human
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resources to manage, support and implementation strategies at recruitment and beyond. Some larger companies with
larger budgets may be able to implement training and support, however, smaller organisations with small revenues
would struggle and ideally need government financial relief or support to implement interventions. However, in a Covid
climate where Government spends during a pandemic has risen exponentially, it is unlikely that funding for initiatives
of this nature will be forthcoming. Therefore it may fall to careers teams and employer engagement teams to continue
to raise the profile of ASC students and offer whatever training and insights they can to their employer links.

Student / Graduate Quantitative Results
Key Questions
•

Does UCLan Careers offer the right support for students and graduates with an ASC?

•

Do UCLan students and graduates (whom have autism) feel they have the attributes and
employability skills to gain successful employment?
Do students and graduates with an ASC believe graduate employers are aware of ASC and believe
they will be supported?

•

Presented in this section are the main findings and analysis from the student/graduate survey. The full results can be
found in Appendix H.
Have you ever contacted the Careers Service or attended events organised by the Careers Service at UCLan?
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Figure 12. Percentage of students who have engaged in a UCLan Careers
activity.

PERCENTAGE OF STUDENTS AND GRADUATES WHOM HAVE
ENGAGED IN A UCLAN CAREERS ACTIVITY
Engaged in Careers

Not engaged in a UCLan Careers activity

40%
60%

60% of our respondents had not engaged with any careers activity at UCLan but they did provide us with responses in
relation to what they would like to see delivered. It is useful to consider if there are any insights into which students
tend not to engage in order to determine if there are any additional ways we need to reach out.

Figure 13. Percentage of student/graduate respondent age demographic.
The respondents were broken down into age demographic, with the youngest being 18-21 and the oldest 40-49, there
were no older respondents.
All four age groups followed the general trend in the previous question, having a higher percentage who hadn’t
engaged with UCLan Careers. No one over 30 had engaged (although the numbers in this group were relatively small)

Respondent Age Group
18-21
22-29
30-39
40-49

%
40%
50%
7%
3%

Engaged with the Careers Service
Yes
No
41.67%
58.33%
46.67%
53.33%
0%
100%
0%
100%

The reasons for not engaging with the Careers service are likely to be varied, and we recommend that this is
researched in greater detail in the future. Reasons may include, but not be restricted to:
•
•
•
•

Respondents have recently started University and intend to engage with the Careers service later.
Respondents are not aware of the service yet as they are still unfamiliar with the campus and services available
to them.
Respondents do not see Careers as a priority.
Older respondents are less interested in or less aware of careers support

For a full breakdown of engagement by age see Appendix H Fig 13-17
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ACTIVITY BREAKDOWN
Concentrating now on the 12 respondents who have engaged in at least one UCLan Careers activity, their types of
engagement have been broken down. 26 activities were identified by 12 respondents.
Figure 18. Percentage of student/graduate respondents and engagement type.

ENGAGEMENT
One to one

Drop in

Workshop

Enquiry

CareerEDGE

Careers Fair

15%
27%

19%
4%

12%

23%

The main activity types were one-to-one appointments (26.92%) or class workshops (23.08%).
In the next part of survey, respondents were asked to rate how helpful a range of suggested careers service activities
might be in their opinion. We hoped this would provide an insight into what sort of activities ASC students/graduates
might value the most. Here we outline the helpfulness ratings of all respondents and there is further analysis according
to those who have and haven’t engaged with Careers in Appendix H. Fig 20-29

Specialist appointments for students with ASC
100% rated specialist careers appointments as helpful and of those who have engaged, 75% rated the appointments as
extremely or very helpful.

Figure 20. Percentage of student/graduate respondents’ feedback on helpfulness of appointment.
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HELFULNESS OF APPOINTMENT
Not helpful

Slightly helpful

Moderately helpful

Very helpful

Extremely helpful

23%
33%,

44%

Specialist careers advisers with particular ASC knowledge/experience
Figure 22. Percentage of student/graduate respondents’ helpfulness rating of specialist adviser ASC
knowledge.

HELFULNESS RATING OF STUDENTS ENGAGING WITH
CAREERS OF SPECIALIST CAREERS ADVISER
APPOINTMENT (WITH PARTICULAR ASC KNOWLEDGE)
Not helpful

Slightly helpful

Moderately helpful

Very helpful

Extremely helpful

0% 8%

25%

67%

100% of respondents said having a specialist adviser would be helpful and 86.66% said this would be extremely or very
helpful.

Facebook group/other dedicated communication channels for students with ASC
Figure 24. Percentage of student/graduate respondents’ helpfulness ratings for Facebook group.
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HELPFULNESS RATING: "FACEBOOK GROUP/DEDICATED
CHANNELS FOR STUDENTS WITH AN ASC" (ALL RESPONDENTS)
Not helpful

Slightly helpful

Moderately helpful

Very helpful

Extremely helpful

10%
28%
13%

28%

21%

77% of respondents rated a Facebook group moderately helpful or higher. 49% thought it would be very or extremely
helpful.
10% thought it wouldn’t be helpful so clearly this activity is not as universally welcomed compared to one to one
support.

Dedicated workshops for students with ASC
Figure 26. Percentage of student/graduate respondents’ ratings for dedicated ASC Employability Workshops.

STUDENT/GRADUATE RESPONDENTS’ RATINGS FOR
DEDICATED ASC EMPLOYABILITY WORKSHOPS.
Not helpful

Slightly helpful

Moderately helpful

Very helpful

Extremely helpful

22%
34%

44%

100% of respondents think dedicated workshops would be at least moderately helpful.
78% of respondents rated dedicated workshops as very or extremely helpful.

Automatic/ direct approaches from careers once the university has recorded your diagnosis
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Figure 28. Percentage of student/graduate helpfulness ratings of direct approach from Careers once diagnosis
disclosed.

HELPFULNESS RATINGS OF DIRECT APPROACH FROM
CAREERS ONCE DIAGNOSIS DISCLOSED
Not helpful

Slightly helpful

Moderately helpful

Very helpful

Extremely helpful

3% 7%
40%

23%

27%

97% of students said a direct approach from Careers would be helpful following diagnosis disclosure. 67% said this
would be very or extremely helpful.
In the second part of survey, respondents were asked to rate how confident they felt with a selection of recruitment
related activities. Here we outline the confidence ratings of all respondents and there is further analysis according to
those who have and haven’t engaged with Careers in Appendix H. fig 31-46.

Job Searching
Figure 30. Confidence ratings of student/graduate job searching

CONFIDENCE RATINGS: SEARCHING FOR APPROPRIATE JOBS
Not confident

Slightly Confident

Moderately confident
3%

Very Confident

Extremely Confident

10%

20%
20%

47%

70% of respondents indicated they were moderately confident or higher with job searching. 23% said they were very
or extremely confident.
100% of those indicating no confidence in job searching had not engaged with Careers, suggesting this is an area of
support that would be of benefit to students and raises a question as to whether Careers can do more to enhance
accessibility for those who don’t feel confident with job searching.
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Compiling a CV
Figure 32. Confidence ratings of student/graduate compiling a CV

CONFIDENCE RATINGS: COMPILING A CV:
Not at all confident

Slightly confident

Moderately confident

Very confident

Extremely confident

10%
21%

21%

48%

69% of respondents rated themselves as moderately confident or above on compiling a CV. 21% were very or
extremely confident.
Unlike in other areas those who gave higher ratings had not interacted with careers. Does seeing a careers adviser
make you less sure about your CV or perhaps more realistic about improvements needed?
Respondents who had engaged with Careers, 25% said they were slightly confident and 75% were moderately
confident (Appendix H: fig. 33)
The ratings of extremely and very confident (20.33%) were given by respondents who had not interacted with Careers.

Online Application Forms
Figure 34. Confidence ratings of student/graduate completing an online application form.

CONFIDENCE RATINGS: COMPLETING AN ONLINE
APPLICATION FORM:
Not confident

Slightly confident

Moderately confident

10%

Very confident

Extremely confident

10%
3%

27%

50%

87% of respondents overall were moderately confident or higher with online applications. 37% were very or
extremely confident. 92% of respondents who had engaged with UCLan Careers felt either moderately or very
confident in this area. (Appendix H fig 35)
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LinkedIn
Figure 36. Confidence ratings of student/graduate applying using an online platform like Linkedin.

CONFIDENCE RATINGS: APPLYING USING AN ONLINE PLATFORM
LIKE LINKEDIN
Not confident

Slightly confident

Moderately confident

Very confident

Extremely confident

16%
27%

20%

37%

36% of respondents rated themselves as moderately confident or higher in relation to LinkedIn. 16% were very or
extremely confident. 63% of those who stated they were not confident using LinkedIn had not engaged with Careers
compared to 27% of respondents who felt no confidence using LinkedIn who had accessed Careers (Appendix H, fig.
37).

Social media/networking
Figure 38. Confidence ratings of student/graduate using networking or social media (like Facebook) to make contacts.

CONFIDENCE RATINGS: USING NETWORKING OR SOCIAL
MEDIA (LIKE FACEBOOK) TO MAKE CONTACTS
Not at all confident

Slightly confident

Moderately confident

Very confident

Extremely confident

7%
10%

33%

30%
20%

47% of respondents rated themselves a moderately confident or higher with networking on social media. 17% were
very or extremely confident. 70% of those who were not at all confident had not engaged with careers. This suggests
it’s an area worth exploring with ASC students.
(Appendix H fig 39)
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Online aptitude or personality tests
Figure 40. Confidence ratings of student/graduate completing an online aptitude or personality test.

CONFIDENCE RATINGS: COMPLETING AN ONLINE APTITUDE OR
PERSONALITY TEST
Not at all confident

Slightly confident

Moderately confident

23%

Very confident

Extremely confident

23%

23%
31%

46% of respondents rated themselves moderately confident or above on testing. No student/graduates selected
extremely confident and 23% said they were not at all confident (Appendix H, fig. 41).

Face to Face Interviews
Figure 42. Confidence ratings of student/graduate participating in a face to face interview.
￼

CONFIDENCE RATINGS OF STUDENT/GRADUATE PARTICIPATING
IN A FACE TO FACE INTERVIEW.
Not at all confident

Slightly confident

Moderately confident

7%

Very confident

Extremely confident

4%
23%

33%

33%

44% of respondents rated themselves moderately confident or above with face to face interviews, but 23% said they
were ‘not at all confident’ Of the 12 students who had engaged with careers 50% said they were not confident or only
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slightly confident and as we offer mock interviews as part of our support package this would hopefully be something
we could directly support students with. (Appendix H, fig. 43).

Online Interviews
Figure 44. Confidence ratings of student/graduate participating in an online
interview.

CONFIDENCE RATINGS OF STUDENTS/GRADUATES FOR ONLINE
INTERVIEWS
Not at all confident

Slightly confident

Moderately confident

Very confident

Extremely confident

3% 4%
28%

34%

31%

41% of respondents were moderately confident or higher in participating in an online interviews (Appendix H, fig. 45)
and 28% said they had no confidence at all. This is very similar to the figures for face to face interviews and again
should be something we can help with.

Giving a presentation
Figure 46. Confidence ratings of student/graduate giving a presentation.

CONFIDENCE RATINGS OF
STUDENT/GRADUATE GIVING A PRESENTATION
Not at all confident

Slightly confident

Very confident

Extremely confident

13%

Moderately confident

3%
37%

30%
17%

46% of respondents rated themselves as moderately confident or above on giving a presentation.
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66% of respondents who had engaged with Careers felt moderately to very confident. 37% were not at all confident
and this rose to 50% in those who had NOT engaged with Careers. (Appendix H fig 47)

Student Qualitative Data
Students were forthcoming in their comments and provided very interesting insights into their perceptions of ASC and
the support they would like to see, the full qualitative report can be found in Appendix I.
Here we present the strongest and most frequent three themes coming through the student responses: (1)
understanding (2) support (3) suggested adjustments

Understanding
•
•
•

“Although ASD is one term, the things people struggle with are vastly different so it's better to deal with things
on a person by person basis.”
“Every one of us should be a case by case basis and help and advice tooled specifically for each person. What
worked for one student might not work for the next.”
“Have some basic knowledge of the condition, understand that we are just as good at working but sometimes
might need clearer instructions.”
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Support
•
•
•

“Involve autistic people as much as possible in supporting autistic students - I want to hear about the real
experiences of people like me. Ask us what we find difficult rather than assuming or generalising.
“Make sure you introduced yourself personally to the people on the spectrum so they know who you are and
where to find them.”
“Make it very clear that the support is there and easy to access.”

Suggested adjustments
•
•

•
•

•
•

“I feel comfortable disclosing my autism on an application form/in an interview but wouldn't know how to go
about asking for reasonable adjustments.”
“Knowing the questions beforehand. Knowing the exact location, room and building layout. Allowing us extra
time to answer questions and repeating the questions without getting annoyed as sometimes in a new
environment it is hard to listen if you're trying to get your bearings.”
Don’t make jokes as there is a high chance an autistic person won’t get it and then its awkward.
“The reasonable adjustments that could be made by a potential employer during the interview phase would be
the following:
1. As much information to be given to the candidate (without giving them an unfair advantage) so that they are
adequately able to prepare
2. For any autistic candidates to visit the venue for the interview beforehand (if requested) so that they know
what the building is like as this can sometimes be quite daunting
3. The employer could also include a specialist adviser on the interview panel to be on hand should any issues
arise during the interview.”
“Time to process instructions, time in a quiet place to process?”
Implement zero-tolerance policy to disability jokes and banter.

DISCUSSION
We acknowledge that the sample size for student/graduate respondents was small (Appendix H, Fig.1) and a greater
sample size would produce more data and subsequently, more reliable results to infer from. However, the data
collected from this study remains valuable and promotes the need for further exploration into how graduates with an
ASC feel about the support provided, accessing jobs and whether there is a disconnect between what employers expect
and what candidates with an ASC expect.

Key Finding
•
•
•

75% of respondents think having a dedicated appointment for ASC students would be Very or Extremely
helpful
87% think having someone to talk to with specialist knowledge of ASC would be Very or Extremely helpful
78% think employability workshops for ASC students would be Very or Extremely helpful
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•

67% think a direct approach from careers after diagnosis would be Very or Extremely helpful

We can see from the findings above that investing in additional training and awareness raising for careers professionals
and providing specialist appointments is a popular response from students with ASC. This is something that can be
achieved in a number of ways and services should be encouraged to explore the resources and links provided in this
document as well as via AGCAS and the National Autistic Society amongst other sources.
If resources allow running additional workshops specifically for ASC students and making direct contact with students
with a diagnosis would also be largely welcomed.

Findings to our 3 questions
•

Does UCLan Careers offer enough support for students and graduates with an ASC?

Over half of our sample had not accessed any careers support so this suggests there is still work to do around engaging
with students and ensuring the service is meeting needs. Further investigation as to why would be useful to explore in
order to ensure this vulnerable group of students/graduates did not miss out or leave university without confident
employability skills or support. However, most respondents who engaged with Careers for various support were
moderately, very or extremely confident or happy with the support given or had increased confidence in an
employability skill.
Overall, the results of this study suggest that the Careers support for students/graduates with an ASC is effective, but
there is room to enhance provision if further funding and time was allocated to implement further provision.

•

Do UCLan students and graduates (whom have autism) feel they have the attributes and employability skills
to gain successful employment?

Looking at how students rated themselves across the range of employability related skills gives us an indication of how
confident students feel about their skills to gain employment.
The results from the survey are mixed, though lean towards more confidence if students engage with Careers. The data
collected shows an overall high percentage scale of students possessing some level of confidence for example:
•
•
•
•
•

90% confident in producing CVs or completing online applications
73% confident utilising the LinkedIn platform on some level.
67% confident using social media like Facebook for networking.
77% confident with online assessments (Psychometrics and Personality) and face to face interviews.
72% confident at participating in an online interview

However, these figures may be masking an underlying lack of confidence which is revealed when you consider how
many students rated themselves as ‘slightly confident’. Once these figures are removed the overall confidence levels
look quite different:
•
•
•
•

69% moderately confident or above in producing CV’s
36% moderately confident or above in using LinkedIn (27% had no confidence)
47% moderately confident or above using social media for networking (33% had no confidence)
46% moderately confident or above with online assessments (23% said they were not at all confident)
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•
•

44% of respondents rated themselves moderately confident or above with face to face interviews, (23% said
they were ‘not at all confident’)
41% moderately confident or above with online Interviews (28% had no confidence)

This is supported with the qualitative responses which presented anxiety associated with various recruitment skills and
assessments. it is clear there is much anxiety and lack of clarity felt by students and graduates on articulating their
attributes and also the expectations of employers. This is not surprising, but it casts weight on the importance for
reinforcing employability skills within academia to ensure students who struggle with understanding the unspoken
expectations of employers and also interpreting employer unspoken needs when recruiting graduates. Careers advisers
are crucial in the scaffolding of this knowledge and application of graduates feeling confident in an assessment setting
to articulate their relevant attributes in a meaningful way to employers and continually advocate for them with
employers whilst there is a disconnect between the two parties.
Although many respondents who engaged with Careers tended to have more confidence with employability skills than
those who did not, there is undoubtedly more we could do to reach students and graduates whom have an ASC and
provide support to improve their:
•
•
•
•

Awareness of Careers support available
Confidence using online platforms
Confidence with assessments (Psychometrics, face to face etc).
Enhancing the clarity of Careers platforms e.g. Facebook groups. Of those who have engaged with Careers 50%
provided a rating of extremely or very helpful, with 25% declaring that it was not helpful at all.

However, we need to remember that like Stephen Shore (2018) each individual person (with an ASC) is unique and so
will experience the world, their self-awareness and abilities and challenges differently to another person, which
supports current person-centred practice at UCLan. As practitioners, we must treat each student with respect, nonjudgement, and care to provide a safe environment to share their concerns, build rapport with the practitioner and
disclose any challenges they feel they may face and collaborate to seek strategies and create an action plan to address
these concerns, skills gap, and support students as much or as little as they direct. Regardless of diagnosis, the client
(student/graduate) must be at the centre of the practice and be the navigator of their next steps. The Careers Adviser is
just a look out to guide the client.

•

Do students and graduates with an ASC believe graduate employers are aware of ASC and believe
they will be supported?

The responses suggest that students are apprehensive that their needs will be supported by employers e.g. One
student says:
“Understand what autism is and how it affects people with it. Don't guess or give everyone the same label or expect us
all to be the same way. Don't write me off before you know what i can do, just because i may look or act weird to you.”
Several statements mirror this, many expressing past negative recruitment experiences and lack of employer
consideration and adjustments.
““Take our questions and concerns seriously - often it takes a lot of courage for us to bring them to you. Allow us more
time than you would a non-autistic employee to process information, respond to questions, get used to changes eg new
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technology, new protocol…Understand that accessibility for autistic people is no less important than accessibility for
wheelchair users, Deaf or VI people, or anyone with a 'visible' disability.”
Hope and reassurance are implied within responses that employers will be open to include applicants and implement
reasonable adjustments. Although a belief in whether they think they will be supported is arguably, apprehensive.
The Student/graduate quantitative responses conveyed a deal of self-awareness of their personal challenges and
support needs, providing suggestions for adjustments. However, the qualitative responses showed an overwhelming
need from students and graduates for reassurance from employers in an explicit and clear manner. There is a subtle
suggestion that some respondents have had previous recruitment experience of assessments and felt jaded; judged,
discriminated and stereotyped, resulting in rejection for opportunities. An employer decision, some respondents felt
based upon their disability not ability.
Many respondents’ advice to employers were around:
o
o
o
o

understanding, training on ASC
implementing no/low cost reasonable adjustments and being explicit in how this is done.
employers taking ownership of the dialogue for applicants and employees to discuss adjustments
employers implementing clear systems for applicants to follow, then applicants will have more faith e.g. online
clear transparent process to flag applicants to HR and trigger a dialogue.

CONCLUSIONS
This research has shown there is a lot we can do as careers professionals to support students with an ASC
both directly and indirectly via our employer contacts.
Students have told us that they welcome specialist support from those with a deeper understanding of their
situation and that direct contact following diagnosis would be appreciated by the majority.
There was a clear message that we must remember, everyone is different and we must guard against
stereotypes and labels. As with all students there is a need to consider the employability skills students have
when tackling the recruitment process and our respondents indicated some specific areas they lacked
confidence in. Using LinkedIn, Using social media for networking and online interviews. It would be worth
looking at how we support development in these areas and checking it is extensive enough and is meeting
student needs.
Employers have told us that they haven’t always considered the needs of ASC students in relation to their
recruitment processes and that attention to disability in general may be a low priority given the number of
employers we found who were not registered with Disability Confident or were, but had no provisions (or
unaware of) in place to support applicants and employees with a disability. Employers suggested they are
welcoming and open to ASC applicants, but they may lack experience of how best to offer support and
adaptations. It seems this ‘hidden disability’ truly is hidden amongst our sample of employers and it is now
beholden on us to raise awareness and advocate on our students’ behalf.
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RECCOMMENDATIONS
Careers Advisers must keep advocating for and supporting students and graduates with an ASC to access
provision and enhance their employability confidence levels. At the same time there is a clear need to raise
employer awareness of ASC and abilities, along with signposting to support and low cost/no cost reasonable
adjustments and communicating access of them in a transparent way for applicants. Employer understanding
of why adjustments create a fair recruitment process is crucial to make significant changes happen. Advising
on the ease of simple practical adaptions for students/graduates with an ASC could make a big difference. It
is a shared responsibility to be included within careers services, offered and practiced through workshops,
service updates, staff meetings and communications if we want to make a positive difference to how
employers perceive students with autism and how students with autism perceive recruitment.
Some other suggested activities we will consider following our research:
o Facilitate employer - student networking to dispel myths and negative beliefs from both parties
o Work collaboratively to share good practice
o Endeavour to promote and improve fair recruitment
o Support our talented graduates to articulate their attributes
o Challenge employers to provide a safe and conducive environment for our graduates to thrive,
regardless of individual disability and challenges.
o Provide information and insights into potential ASC adaptations and support
o Up skill our careers team to be more aware of ASC
o Include ASC students in the design and development of the careers offer
o Set up support and networking groups
o Provide a resource with reasonable adjustment examples to share with employers and students
o Provide case studies and role models of alumni in different roles.
Further research into employer perceptions, awareness of autism and practical reasonable adjustments
would be beneficial to students and graduates with an ASC as well as benefitting the UK workforce with a
more neurodiverse workforce. In addition to research on how adjustments are promoted, implemented,
engaged, and perceived by candidates and employees whom have an ASC diagnosis in the workplace.
Furthermore, developing and sharing good practice and resources within the Careers community to ensure
all students in marginalised groups, in this case, students with an ASC receive relevant support and notice of
opportunities and adjustments as well as being advocates who work with local employers to break down
barriers; dispel myths and inform and advise employers of the benefits of hiring a neurodiverse workforce
and signpost effectively to a range of support, guidance and practical solutions that aid in narrowing the
employment gap, increasing the numbers of employees with an ASC in employment.
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Appendices
APPENDIX A

Are you a UCLan student or graduate living with an autism
spectrum condition?
Can you spare 20 minutes to share your views about
employment via an anonymous online survey?

UCLan Careers are undertaking a study Employing graduates with an autism spectrum
condition: the student perspective
The findings from this survey will be used to inform UCLan Careers and local employers about your views on
what helps and what hinders the employment of graduates with an autism spectrum condition.

How to participate
The link below will take you to further information and the survey:
https://uclan.onlinesurveys.ac.uk/employing-graduates-with-an-autism-spectrum-condition-the-2
Or bit.ly: http://bit.ly/perceptionstudent

You must be 18 or over to take part in the survey
Participation is entirely voluntary
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If you have any questions about this survey, please contact:
Kathryn Aindow-Jones (Graduate Careers & Employability Adviser): kaindow-jones@uclan.ac.uk
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APPENDIX B

Are you an employer of UCLan graduates?
Can you spare 20 minutes to share your views about
employing people with an autism spectrum condition via
an anonymous online survey?

UCLan Careers are undertaking a study Employing graduates with an autism
spectrum condition: the employer
perspective
The findings from this survey will be used to inform UCLan Careers and local employers about what helps and
what hinders the employment of graduates with an autism spectrum condition.

How to participate
The link below will take you to further information and the survey:
https://uclan.onlinesurveys.ac.uk/employing-graduates-with-an-autism-spectrumcondition-the-3
Bit.ly: http://bit.ly/perceptionemployer

Participation is entirely voluntary
If you have any questions about this survey, please contact:
Kathryn Aindow-Jones (Graduate Careers & Employability Adviser): kaindow-jones@uclan.ac.uk
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APPENDIX C
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APPENDIX D

TERMINOLOGY
Below is a list of words used in this report with their definitions, using Dictionary.com (2020).
Term

Definition

Autism:

Leo Kanner coined this term, a pervasive neurodevelopmental
condition of individuals, characterized by difficulties with social
interaction, impaired communication, rigidity of thinking, and impaired
emotional regulation and attachment.
Its symptoms range from mild to severe, a spectrum. Of traits that
present differently and each person with a diagnosis will not possess
all traits, each person will present differently.

Autistic

An adjective to describe a person whom has autism traits.

ASC

Autism Spectrum Condition

ASD

Autism Spectrum Disorder

Asperger Syndrome

A rediscovered term identified by British psychiatrist Lorna
Wing (1880s) after rediscovering a 1944 study by Austrian
paediatrician Hans Asperger. Recently, those who fit this profile are
receiving ASC diagnosis.

High Functioning Autism
(HFA)

High-functioning autism is not an official medical diagnosis. It’s often
used to refer to people with an autism spectrum diagnosis, who read,
write, speak, and manage life skills without much assistance.

HFA is not a recognized diagnosis in the DSM-5 or ICD-10.
Low Functioning Autism

Low-functioning autism (LFA) refers to a person with an autism

(LFA)

diagnosis whom has an IQ of 69 or below. . LFA is not a recognized
diagnosis in the DSM-5 or ICD-10.

Neurodiverse

Typical

The Neurodiversity Paradigm is an emergent paradigm in which
neurodiversity is understood to be a form of human diversity that is
subject to the same social dynamics as other forms of diversity
(including dynamics of power and oppression).
A term which predates Neurotypical development, referring to the
average development of a child or adult with no diagnosis that affects
developmental norms.

46

47
Atypical

A term that is the opposite of typical development, development that
doesn’t follow the usual course and milestones expected in human
development.

Neurotypical

A term used to describe people who are typically developing; not
those whom have a diagnosis. It is the more accepted term than
typical.

Perception

A belief or an opinion based on how a person perceives, sees
something or someone.

Awareness

Knowledge or a perception of a fact or situation.

Understanding

To perceive the intended meaning of, to fully comprehend something.

(understand)
DSMV (DSM-5)

ICD-10

This the American Psychiatric Association's manual listing all mental
and developmental disorders. The current edition is the 5th release.
The DSM-5 (2013) edition removed all 5 categories of autism
diagnoses into one, Autism Spectrum Disorder.
The 10th release of the International Statistical Classification of
Diseases and Related Health Problems (ICD) which classifies medical
conditions. The list is compiled by the World Health Organisation
(WHO).

APPENDIX E
Emp survey
Questions on the Employer Survey:
Many studies suggest that people who have been diagnosed with an autism spectrum condition (also known as
autism spectrum disorder or Asperger's syndrome) can find it difficult to secure meaningful and maintain
employment, even if they have completed their undergraduate studies successfully.
This small study is seeking the perspectives of employers in the North- West, who have links with UCLan, in relation
to this topic. We would like to hear your views and experiences about considering, interviewing and employing
graduates. In particular, since this study is being conducted by the Careers Service at UCLan, we would like to hear
your opinions about what has helped or what could help graduates with an autism spectrum condition in securing
meaningful employment.
The objectives of the study are twofold:

1. To inform internal careers service processes at UCLan
2. To inform local employers and other relevant parties about what helps and what hinders the
employment of graduates with an autism spectrum condition.
The study is being conducted by Kathryn Aindow-Jones (Graduate Careers and Employability Adviser) and Dr Liz
Dinse (Graduate Careers and Employability Adviser), and is being overseen by Carol Sanderson (Head of Careers).
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The following information about the study is provided to help you to decide if you would be willing to contribute.

WHAT WILL HAPPEN IF I AGREE TO PARTICIPATE?
The next page will be a short consent form and you will need to complete this before proceeding. You will then be
asked to complete the survey and this should take between 5 - 20 minutes, depending upon how much information
you choose to share.

WHAT WILL I BE ASKED TO DO?
As an employer who has links with UCLan, you are being invited to participate in this short online survey. The survey
comprises open and closed questions about your opinions and/or experiences about employing graduates with an
autism spectrum condition. None of the questions are compulsory.

ANONYMITY AND CONFIDENTIALITY OF DATA
At no point in the collection of information will personal data or information that could lead to the identification of
individuals or your company be requested. When you complete the questionnaire, please do not provide specific
details about individuals or institutions.
The information you supply is anonymous. Therefore, it will not be possible to identify from whom the answers
originated. If you inadvertently supply any information that could lead to identification of yourself or others, this will
be permanently deleted prior to data analysis.
The anonymous data will be held securely and will only be accessed by the study team. It will not be passed to
anyone else. Completed questionnaires will be password encrypted and stored on the password-protected university
server. They will be kept for 5 years and then destroyed, in line with the university policy.

DO I HAVE TO TAKE PART?
No. Your participation is entirely voluntary. Your links with UCLan will not be affected in any way should you choose
not to participate.

CONSENT
If you click on “agree and continue” on the bottom of the consent form on the next screen, you are giving your
consent to participate in this study and for use of the anonymous data you provide.

WITHDRAWAL
As this is study is completely anonymous it is not possible to withdraw your data once you have submitted your
responses. When you click on “complete survey” at the bottom of the last page, the data will be sent. Up until this
point, you can stop at any time and data provided thus far will be not be saved.

WHAT WILL BE DONE WITH THE RESULTS?
The findings from the survey will be published in a report by the Careers Service at UCLan. They will be used to
inform and enhance careers service processes and inform local employers. If you would like a copy of the report,
please email the Careers Service after 1st September 2020. Anyone can request a copy of the report whether they
have participated in the survey or not.

ETHICS APPROVAL
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The BAHSS (Business, Arts, Humanities and Social Science) Research Ethics Committee at UCLan have reviewed and
approved this study.

WHAT IF THERE IS AN ISSUE?
If you have any issues in regard to the study, please do not hesitate to contact the people below. You can also
contact the Officer for Ethics at: Officerforethics@uclan.ac.uk
Thank you for taking the time to read about the study, if you have any questions please do not hesitate to ask.

Contact Details
Kathryn Aindow-Jones @ kaindow-jones@uclan.ac.uk
Dr Liz Dinse @ edinse@uclan.ac.uk
Carol Sanderson Tel. 01772 89 5858
That completes the information
CONSENT:
I confirm that I have read and understand the participant information provided for this study.
I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.
I understand what is required of me for the research project.
I understand that my participation in this study is voluntary, and I am free to withdraw at any time without giving
any reason while I am completing the survey. However, once the survey has been completed it will not be possible
to isolate and extract my responses.
I understand that the information I provide is completely anonymous so that it cannot be traced back to me as an
individual. The information will be retained on the researcher’s password protected computer for five years in
accordance with the university policy.
I understand that quotations from some of my responses may be used in the write up of this project but that they
will not be attributable to me.
I consent to participate in this study and with this agree to the conditions listed above.
Disagree and end survey: You have decided not to participate. Please close the window by clicking on the cross in the
top right corner.
Yes agree/no and continue with survey:

1. I consent to participate in this study and with this agree to the conditions listed above.
a. Yes/No
2. What size is your company?
a. X
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3. To the best of your knowledge, does your company have any special measures in place for selection and
recruitment of people with an autism spectrum condition?
i. Yes/No/Don’t Know
a.Can you please describe briefly?
4. To the best of your knowledge, does your company have any special measures in place for supporting
people with an autism spectrum condition in the workplace?
i. Yes/No/Don’t Know
a. Can you please describe briefly?
5. Is your company registered as a disability confident employer?
i. Yes/No/Don’t Know
a.What difference has it made to the way you do things?
6. To the best of your knowledge, has your company ever employed any graduates with an autism spectrum
condition?
i. Yes/No/Don’t Know
a. Did this raise any particular challenges? If so, please describe the challenges and any adjustments that
were made.
7. In your recruitment process, what do you think would be the primary challenges for a potential applicant
with an autism spectrum condition?
8. In your workplace, what do you think would be the main challenges for an employee with an autism
spectrum condition?
9. What advice would you give to a person with an autism spectrum condition who is thinking about
applying to your company?
10. Do you have any advice for the UCLan Careers Service to help graduates with an autism spectrum
condition secure meaningful employment?
11. This is the last question. Do you have anything else that you would like to add about employing people
with an autism spectrum condition?
Thank you for taking the time to complete this survey.

APPENDIX F
Student survey
Questions on the Student/Graduates (with an ASC) Survey:
Many studies suggest that people who have been diagnosed with an autism spectrum condition (also known as
autism spectrum disorder or Asperger's syndrome) can find it difficult to secure meaningful employment, even if
they have completed their undergraduate studies successfully.
This small study is seeking the perspectives of current students and recent graduates of UCLan in relation to this
topic. We would like to hear your views and experiences about seeking and/or maintaining employment. In
particular, since this study is being conducted by the Careers Service at UCLan, we would like to hear your opinions
about what has helped or what could help graduates with an autism spectrum condition in securing meaningful
employment.
The objectives of the study are twofold:
50

51
1. To inform internal careers service processes at UCLan
2. To inform local employers and other relevant parties about what helps and what hinders the employment of
graduates with an autism spectrum condition.
The study is being conducted by Kathryn Aindow-Jones (Graduate Careers and Employability Adviser) and Dr Liz
Dinse (Graduate Careers and Employability Adviser), and is being overseen by Carol Sanderson (Head of Careers).
The following information about the study is provided to help you to decide if you would be willing to contribute.
WHAT WILL HAPPEN IF I AGREE TO PARTICIPATE?
The next page will be a short consent form and you will need to complete this before proceeding. You will then be
asked to complete the survey and this should take between 10-30 minutes, depending upon how much information
you choose to share.
WHAT WILL I BE ASKED TO DO?
As a UCLan student or graduate with an autism spectrum condition, you are being invited to participate in this short
online survey. The survey comprises open and closed questions about your opinions and/or experiences about
seeking employment as a graduate. None of the questions are compulsory.
ARE THERE ANY RISKS OR BENEFITS FROM TAKING PART IN THE STUDY?
We do not anticipate any direct benefits for you. We are asking you to participate in the hope that your input
will help to improve the Careers Service processes and inform local employers.
While we do not anticipate any harm from taking part, if thinking about this topic causes you concerns, there are
places that offer help and support. Some are listed below:
Lancashire Autism Service https://lancashireautism.org/
UCLan Support for Students with Autism https://www.uclan.ac.uk/students/support/autism-support.php
UCLan Counselling, Mental Health and Wellbeing https://www.uclan.ac.uk/students/support/wellbeing-service.php
ANONYMITY AND CONFIDENTIALITY OF DATA
At no point in the collection of information will personal data or information that could lead to the identification of
individuals be requested. When you complete the questionnaire, please do not provide specific details about
individuals or institutions.
The information you supply is anonymous. Therefore, it will not be possible to identify from whom the answers
originated. If you inadvertently supply any information that could lead to identification of yourself or others, this will
be permanently deleted prior to data analysis.
The anonymous data will be held securely and will only be accessed by the study team. It will not be passed to
anyone else. Completed questionnaires will be password encrypted and stored on the password-protected university
server. They will be kept for 5 years and then destroyed, in line with the university policy.
DO I HAVE TO TAKE PART?
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No. Your partcipation is entirely voluntary. Your studies and grades will not be affected in any way should you
choose not to participate.
CONSENT
If you click on “agree and continue” on the bottom of the consent form on the next screen, you are giving your
consent to participate in this study and for use of the anonymous data you provide.
WITHDRAWAL
As this is study is completely anonymous it is not possible to withdraw your data once you have submitted your
responses. When you click on “complete survey” at the bottom of the last page, the data will be sent. Up until this
point, you can stop at any time and data provided thus far will be not be saved.
WHAT WILL BE DONE WITH THE RESULTS?
The findings from the survey will be published in a report by the Careers Service at UCLan. They will be used to
inform and enhance careers service processes and inform local employers. If you would like a copy of the report,
please email the Careers Service after 1st September 2020. Anyone can request a copy of the report whether they
have participated in the survey or not.
ETHICS APPROVAL
The BAHSS (Business, Arts, Humanities and Social Science) Research Ethics Committee at UCLan have reviewed and
approved this study.
WHAT IF THERE IS AN ISSUE?
If you have any issues in regard to the study, please do not hesitate to contact the people below. You can also
contact the Officer for Ethics at: Officerforethics@uclan.ac.uk
Thank you for taking the time to read about the study, if you have any questions please do not hesitate to ask.
Contact Details
Kathryn Aindow-Jones @ kaindow-jones@uclan.ac.uk
Dr Liz Dinse @ edinse@uclan.ac.uk
Carol Sanderson Tel. 01772 89 5858

That completes the information
I confirm that I have read and understand the participant information provided for this study.
I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.
I understand what is required of me for the research project.
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I understand that my participation in this study is voluntary, and I am free to withdraw at any time without giving
any reason while I am completing the survey. However, once the survey has been completed it will not be possible
to isolate and extract my responses.
I understand that the information I provide is completely anonymous so that it cannot be traced back to me as an
individual. The information will be retained on the researcher’s password protected computer for five years in
accordance with the university policy.
I understand that quotations from some of my responses may be used in the write up of this project but that they
will not be attributable to me.
I consent to participate in this study and with this agree to the conditions listed above: Yes/No
Yes: continues with survey
No: You have decided not to participate. Please close the window by clicking on the cross in the top right corner.
•

1-Please confirm that you do have an Autism Spectrum Condition: Yes/No

This survey is seeking the opinions of UCLan students and graduates with an autism spectrum condition. If you have
an autism spectrum condition (diagnosed either medically or by self /family), please select 'yes'. If you do not have
an autism spectrum condition, please select 'no' and do not continue with the survey.
Thank you for your time.
2-How old are you?
•
•
•
•
•

18 - 21 years
22 - 29 years
30 - 39 years
40 - 49 years
Over 50 years

3-Have you ever contacted the Careers Service or attended events organised by the Careers Service at UCLan?
4a. If not, why not?
4b. Which of the following did you use / attend? (Select all that apply)
•
•
•
•
•
•

One to one appintment
Careers fair or event
Workshop or group session
Enquiry via email, telephone or Skype
Drop in for enquiry
CareerEDGE e.g. online articles, CV builder, job portal etc.

5-Did you find any of these things helpful? If so, please tell us how.
6-We have a number of suggestions for careers services that might help to support people with an autism spectrum
disorder (ASC) in securing meaningful employment. Please rate the following on how helpful you think they could be.
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Not at all
helpful

Slightly
helpful

Moderately
helpful

Very
helpful

Extremely
helpful

Specialist appointments for students with ASC

Checkbox

Checkbox

Checkbox

Checkbox Checkbox

Specialist careers advisers with particular ASC
knowledge/experience

Checkbox

Checkbox

Checkbox

Checkbox Checkbox

Dedicated web pages

Checkbox

Checkbox

Checkbox

Checkbox Checkbox

Facebook group/other dedicated communication
Checkbox
channels for students with ASC

Checkbox

Checkbox

Checkbox Checkbox

Dedicated workshops for students with ASC

Checkbox

Checkbox

Checkbox

Checkbox Checkbox

Automatic/ direct approaches from careers once
Checkbox
the university has recorded your diagnosis

Checkbox

Checkbox

Checkbox Checkbox

a.Do you have any other suggestions that are not listed above?
6.There are many different components to finding and securing employment. It would be very helpful for us to know
where we can target our support most effectively. Please tell us how confident you feel to engage with the following
activities.
Not at all
confident

Slightly
confident

Moderately
confident

Very
confident

Extremely
confident

Searching for appropriate jobs

Checkbox

Checkbox

Checkbox

Checkbox

Checkbox

Compiling your CV

Checkbox

Checkbox

Checkbox

Checkbox

Checkbox

Completing an online application form

Checkbox

Checkbox

Checkbox

Checkbox

Checkbox

Applying using an online platform like
LinkedIn

Checkbox

Checkbox

Checkbox

Checkbox

Checkbox

Using networking or social media (like
Facebook) to make contacts

Checkbox

Checkbox

Checkbox

Checkbox

Checkbox

Completing an online aptitude or
personality test

Checkbox

Checkbox

Checkbox

Checkbox

Checkbox

Face to face interview

Checkbox

Checkbox

Checkbox

Checkbox

Checkbox

Online interview

Checkbox

Checkbox

Checkbox

Checkbox

Checkbox

Giving a presentation

Checkbox

Checkbox

Checkbox

Checkbox

Checkbox
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a.Are there any other aspects to securing employment that don't feel very confident about?
7 Do you have any advice for the Careers Service at UCLan about how best to support students and graduates withan
autism spectrum condition?
8. What advice might you give to employers who are considering employing someone with an autism spectrum
condition?
9. What reasonable adjustments could employers make to ensure you feel secure and confident in the interview?
10. What reasonable adjustments could employers make to help you feel more secure and confident in the
workplace?
11. This is the last question. Is there anything else you would like to add?
Thank you for taking the time to complete this survey.
If thinking about this topic has raised concerns for you, there are places that offer help and support. Some are listed
below:
•
•
•
•

Lancashire Autism Service https://lancashireautism.org/
UCLan Support for Students with Autism
https://www.uclan.ac.uk/students/support/autism-support.php
UCLan Counselling, Mental Health and Wellbeing https://www.uclan.ac.uk/students/support/wellbeingservice.php
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APPENDIX G

EMPLOYERS PERSPECTIVE DATA
There were 31 respondents for the online survey: Employing graduates with an autism spectrum
condition: the employer perspective
100% of respondents from each survey agreed to participate in the online survey and completed all
survey questions.

Quantitative
Size of Employer Organisation
Size of Employer Respondents

1 - 9 employees (7)

10-49 employees (5)

50-249 employees (9)

More than 250 employees (10)

Figure 1. Size of Employer respondents’ Company
Of the 31 employers who participated in this study, 22.6% ran a small business employing 1-9 people;
16.1% ran a small business with 10-49 employees; 29% ran a medium business of 50-249 employees and
32.3% ran a business of more than 250 employees.

Employers were asked: To the best of your knowledge, does your company have any special
measures in place for selection and recruitment of people with an autism spectrum condition?
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To the best of your knowledge, does your
company have any special measures in
place for selection and recruitment of
people with an autism spectrum condition?

Yes (8)

No (19)

Don't know (4)

Figure 2. Employers with and without special measures in place for recruitment of candidates with an ASC.

61.3% of employer responses said they did not have any special measures in place for selection and
recruitment of people with an autism spectrum condition; 25.8% said they did have measures and
12.9% of employers did not know if they did or not.

To the best of your knowledge, does your
company have any special measures in
place for supporting people with an autism
spectrum condition in the workplace?

Yes (10)

No (16)

Don't know (5)

Figure 3. Employers with and without special measures to support staff, whom have an ASC, in the
workplace.

32.3% of employers said their company have special measures in place for supporting people with an
autism spectrum condition in the workplace; 51.6% had none and 16.1% did not know if they did or did
not.
57

58

Is your company registered as a Disability Confident
Employer?

Yes (8)

No(14)

Don't know (9)

Figure 4. Employers registered as Disability Confident.

25.8% of employer respondents were registered as “ Disability Confident Employers;” 45.2% were not registered and
29% were unsure.

To the best of your knowledge, has your
company ever employed any graduates with an
autism spectrum condition?

Yes (10)

No (10)

Don't know (11)

Figure 5. Employers who have and have not recruited graduates on the ASC.
32.3% of employers said their company had previously employed a graduate with an autism spectrum
condition; 32.3% said they had not and 35.5% were unsure.
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To the best of your knowledge, does your company
have any special measures in place for supporting
people with an autism spectrum condition in the
workplace?
Compared with:
Size of company employees.
40

20
0
Yes (8)

No (19)
1 to 9

Don't know (4)

10 to 49

50 to 249

250+

Figure 6. Employers with and without special measures in place for recruitment of candidates with an ASC
compared to company size.

All employers with 9 or less employees (7) and employers with 10-49 employees (5) said they did not
have any special measures in place for supporting employees with an autism spectrum condition in the
workplace. Employer respondents with 50-249 employees; 44.44% (4) did have measures in place,
44.44% (4) did not have measures and 11.11% (1) of company respondents with 50-249 employees
were unsure if they had measures or not. Responding companies with 250 or more employees; 44.44%

% special measures for selection &
Recruitment

(4) had measures, 33.33% (3) did not have measures and 33.33% (3) were unsure either way.

To the best of your knowledge, does your company have
any special measures in place for selection and
recruitment of people with an autism spectrum
condition?
Compared with:
Are they registered as a Disability Confident Employer?
200
100
0

Yes (8)

No (19)

Don't know (4)

Disability Confident
Yes

No

Don't know

Figure 7. Employers with and without special measures in place for recruitment of candidates with an ASC
compared to Disability Confident registered employers.
75% (6) respondents from Disability Confident registered companies had measures in place for selection and
recruitment of people/candidates with an ASC, 12.5% (1) had none and 12.5% (1) registered company was unsure.
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100% (14) companies who were not Disability Confident registered did not have measures in place. Respondent
companies who were unsure if they were Disability Confident registered, 22.22% (2) said they had measures in place,
44.44% (4) did not have measures in place and 33.33% (3) were unsure.

Amount of respondents per company
size

To the best of your knowledge, has your company ever
employed a graduate with an autism spectrum
condition?
Compared with:
Company size, by employee no.s
100
50
0
Yes (10)

No (10)

Don't know (11)

Recruited Graduate with an ASC
1 to 9

10 to 49

50 to 249

250+

Figure 8. Employers whom have recruited a graduate with an ASC compared to company size.
85.71% (6) employers with 9 or less employees had never employed a graduate with an ASC and another
was not sure 14.29% (1). 40% (2) of companies whom employed 10-49 staff (5) had employed graduates
whom had an ASC and 40% (2) had not and another 20% (1) company with 10-49 employees were unsure
if they had or had not employed a graduate with an ASC. Employer respondents with 50-249 employees;
33.33% (3) had recruited graduates with an ASC, 22.22% (2) had never recruited a graduate with an ASC
and 44.44% (4) of company respondents with 50-249 employees were unsure if they had recruited graduates
whom had an ASC diagnosis or not. Responding companies with 250 or more employees; 50% (5) had
recruited a graduate or more with an ASC, 0% (0) had never recruited and 50% (5) of companies with 250 or
more staff were unsure if they had ever recruited any graduate with an ASC or not.
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Recruitment
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To the best of your knowledge, does your company have any special
measures in place for selection and recruitment of people with an
autism spectrum condition?
Compared with:
To the best of your knowledge, does your company have any special
measures in pla
100
80
60

40
20
0

Yes

No (19)

Don't know (4)

Special measures in the workplace
Yes

No

Don't know

Figure 9. Employers with and without special measures in place for recruitment of candidates with an ASC
compared to employers who have current measures to support staff with an ASC in their workplace.
87.5% (7) respondents from companies who had said they had special measures for selection and recruitment of
people with an ASC and also had measures of supporting staff whom have an ASC. 12.5 % (1) said they did have special
selection and recruitment measures for candidates with an ASC but were unsure if they had measures to support staff
once employed.
5.26% (1) had no measures in place for selection and recruitment of people/candidates with an ASC but did have
measures to support staff whom had an ASC. 84.21% (16) respondent with no measures in place for selection and
recruitment and support in the workplace. 10.53% (2) companies said they had no special measures for selection and
recruitment of people with an ASC but were unsure if they had any measures of support for employees in the
workplace whom have an ASC.
50% (2) employers said they were unsure if they had any special selection and recruitment measures for candidates
with an ASC and did have support In the workplace for people with an ASC. There were 50% (2) employers who were
unsure of special selection and recruitment measures for candidates with an ASC and were unsure if they had support
In the workplace for people with an ASC. There were no employers who were unsure of special selection and
recruitment measures for candidates with an ASC and did not have support In the workplace for people with an ASC.

61

62
120

% Employer percentage have support in place
for staff with an ASC in the workplace.

100
80
60
40
20
0

Yes

No

Don't know

Disability Confident Registered
Yes

No

Don't know

Figure 10. Employers with and without special measures in place for staff with an ASC compared to
Disability Confident registered employers.

75% (6) respondents from companies who are Disability Confident registered also had measures of supporting staff
whom have an ASC. 12.5 % (1) said they were registered but had no measures to support staff with an ASC diagnosis
once employed and 12.5% (1) of Disability Registered companies were unsure if they had any measures to support
staff with an autism diagnosis once employed.
100% (14) of employer respondents who were not Disability Confident registered, said they also had no measures in
place to support staff with an ASC.
22.22% (2) of employer respondents whom were unsure if they were Disability Confident registered also said they
did have measures in the workplace to support staff with an ASC; 44.44% (4) of employer respondents not registered
said they did not have support in the workplace and 33.33% (3) were not registered and were unsure if they had any
support in place.
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To the best of your knowledge, has your company
ever employed any graduates with an autism
spectrum condition?

To the best of your knowledge, does your company have any special
measures in place for selection and recruitment of people with an
autism spectrum condition?
Compared with:
To the best of your knowledge, has your company ever employed any
graduates with
100
80
60

40
20
0

Yes

No

Don't know

Special measures in the workplace
Yes

No

Don't know

Figure 11. Employers with and without special measures in the workplace for staff with an ASC compared
to Has the employer recruited at least one graduate or more whom have an ASC.

40% (4) employer respondents who had employed at least one graduate with an ASC also employed special
measures (reasonable adjustments) for selection and recruitment for candidates with an ASC. 50% (5) whom had
recruited at least one graduate with an ASC had no measures in place for candidates when selecting for recruitment
and 10% (1) employer had employed staff with an ASC but were not sure if they had measures in place when
recruiting.
10% (1) of employers whom have not ever employed a graduate with an ASC diagnosis did have measures in place
for candidates with an ASC when recruiting new staff and 90% (9) of employer respondancts had neither employed
graduate staff with an ASC or had measures such as rerasonable adjustments, when recruiting graduates.
27% (3) of employer respondents whom were unsure if they had ever employed a graduate with an ASC but had
recruitment and selection reasonable adjustments in place; 45% (5) employers whom were ensure if they had
employed anyone with an ASC diagnosis but did not have adjustments in place for recruitment of candidates with an
ASC and 27% (3) were unsure if they had recruited or had measures at selection and recruitment for graduate
candidates and staff with an ASC.

Employers Quantitative:
The sample size for employer respondents was small (Fig.1). More larger businesses, employing 250 or more
responded, 10 compared to 5 respondents from businesses employing 10-49 employees. Perhaps collecting a larger
national sample, more equal responses from each group) may provide a more representative response from
employers.
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Employers with and without special measures in place for recruitment of candidates with an ASC (Fig.2). Most
employers did not have any special measures in place for selection and recruitment for candidates with an autism
spectrum condition; 19 declared non and 4 stated they didn’t know if any adjustment measures were in place. This
result is indicative of the lack of awareness of reasonable adjustments in place within business, suggesting that most
employers don’t view implementing reasonable adjustments for candidates with an ASC within recruitment and
selection as important. When comparing this with the size of the business (Fig.6), the smaller sized employers had no
measure in place to support candidates with an ASC through the selection and recruitment process, although larger
employers had measures in place to offer and provide reasonable adjustments for candidates with an ASC. However,
a future larger sample size would help to gain more reliable data and check if there is a correlation between the size
of the company (the more wealth and budget they have in place to include measures) the more able they are to
resource and implement adjustments.
A significant majority of respondents stated they had no supportive measures in the workplace for employees whom
had an ASC diagnosis (Fig.3), 67.7% either saying they had none or did not know if they had. This supports the notion
that employers asked did not view supporting employees with an ASC as important. However, a minority did?
25.8% of employer respondents were registered as “ Disability Confident Employers” (Fig.4), but 74.2% of
respondents were not registered or were unsure if they were. When comparing employers who were registered and
also offered special measures in place for recruitment of candidates with an ASC (Fig.7). 75% of employer
respondents from Disability Confident registered companies had measures in place for selection and recruitment of
people with an ASC, and only 1 employer with none and 1 unsure if they did. This is confusing as the employer
indicating no measures in place for candidates with an ASC at recruitment stage, but had registered and advertise
themselves as a Disability Confident Employer (DCE). The same for the employer who is unsure, supporting the
notion that some employers do not see implementing reasonable adjustments for candidates with ASC as important
or necessary. Furthermore, 100% of employers who declared they were not DCE registered, 22.22% said they had
measures in place, 44.44% did not have measures in place and 33.33% were unsure. However, there is an argument
that those registered as DCE are a majority from this study, purporting a change and increased importance for DCE
to provide reasonable adjustments for candidates with an ASC at the selection and recruitment stage.

Employer respondents had an equal split of having recruiting candidates with an ASC or not. A third had employed at
least 1 person with an ASC, matched with employers who had never recruited staff with an ASC and a third who
were unsure either way (Fig. 5). When comparing recruitment with the company size (Fig. 8); a significant majority
(85.71%) of small employers ( 9 or less employees) had never employed a graduate with an ASC, while larger
companies had employed a few, the greatest number recruited was 5 candidates into small companies (10-49 staff).
64

65
Perhaps small companies can offer a calm, less noisy and more personal environment for candidates with an ASC,
where employers can see firsthand their value compared to larger businesses who have greater staff numbers and a
more chaotic work environment. Although the majority of respondents was a small employer and negates this
theory. Perhaps further research into what workplace environments are candidates with an ASC attracted to and are
applying to for jobs and what employers are doing to attract candidates with an ASC.
Comparing eemployers with and without special measures in place for recruitment of candidates with an ASC
compared to employers who have current measures to support staff with an ASC in their workplace (Fig.9), 87.5%
respondents from companies who had said they had special measures for selection and recruitment of people with
an ASC and also had measures of supporting staff whom have an ASC. A majority (84.21%) of respondents had no
measures in place for selection, recruitment, and support in the workplace. In addition, 50% employers said they
were unsure if they had any special selection and recruitment measures for candidates with an ASC yet did have
support In the workplace for people with an ASC which conflicted and raised questions why there was support if
recruited but not available at recruitment stage. Furthermore, 50% employers who were unsure of special selection
and recruitment measures for candidates with an ASC and were unsure if they had support In the workplace for
people with an ASC. Fig. 9 findings continue to suggest a lack of importance held by employers for supporting
candidates before and after the recruitment process whom have an ASC.

Addressing employers with and without special measures in the workplace for staff with an ASC compared to has the
employer recruited at least one graduate or more whom have an ASC (Fig.11), found 40% of employer respondents
had employed at least one graduate with an ASC also employed special measures (reasonable adjustments) for
selection and recruitment for candidates with an ASC. 50% had recruited at least one graduate with an ASC, but had
no measures in place for candidates when selecting for recruitment and 10% had employed staff with an ASC but
were not sure if they had measures in place when recruiting. This indicates employers are endeavouring to provide
support to staff and are positively recruiting candidates with an ASC. However, 10% of employers had never
employed a graduate with an ASC diagnosis but did have measures in place for candidates with an ASC when
recruiting new staff. This could be perceived to be viewed as those organisations are paving the way to encourage an
accepting and supportive environment for future staff whom may have an ASC or some could argue that by not
having at least one staff member whom has a neurodiverse diagnosis, is the company truly able to state they have
support in place for staff with an ASC if they cannot consult staff they don’t have? Moreover, 90% of employers had
neither employed graduate staff with an ASC or had measures such as rerasonable adjustments, when recruiting
graduates; 27% of employer asked weren’t sure if they had ever employed a graduate with an ASC but had
recruitment and selection reasonable adjustments in place; 45% had no certainty of recruitment but had
adjustments in place and 27% were uncertain either way. Overall, these findings support the notion that employers
do not perceive recruiting neurodiverse candidates as important and thus not investing in support measures.
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APPENDIX H
STUDENT PERSPECTIVE DATA
There were 30 respondents for the Employing graduates with an autism spectrum condition: the
student/graduate (identified with having an autism diagnosis) perspective survey.
100% of respondents agreed to participate in, and completed, the online survey. The results for this
survey are broken down into two parts: quantitative and qualitative.

Quantitative:
Have you ever contacted the Careers Service or attended events organised by the Careers Service at
UCLan?

Percentage of students and graduates whom have
engaged in a UCLan Careers activity

Engaged in Careers activity

Not engaged in a UCLan Careers activity

Unsure

Figure 12. Percentage of students who have engaged in a UCLan Careers activity.

40% (12) of respondents confirmed they had engaged with UCLan Careers, an 60% (18) had not.

The age demographic of the 30 respondents is:
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Student/Graduate respondent age

18-21

22-29

30-39

40-49

Figure 13. Percentage of student/graduate respondent age demographic.

50% of respondents were aged 22-29; 40% aged 18-21; 7% ages 30-39 and 3% aged 40-49 years old.

Student/Graduate 18-21

18-21 engaged

18-21 not engaged

18-21 unsure

Figure 14. Percentage of student/graduate respondents aged 18-21.

40% (12) respondents were aged between 18-21 years old. Of the18-21 year old respondents who
had responded, 41.67% (5) had engaged with UCLan Careers and 58.33% (7) of 18-21 year old
students had not.
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Student/Graduate respondent age

21-29 engaged

21-29 not engaged

21-29 unsure

Figure 15. Percentage of student/graduate respondents age 22-29.

50% (15) respondents were aged between 22-29 years old. Of the 22-29 year old respondents who
had responded, 46.67% (7) had engaged with UCLan Careers and 53.33% (7) of 22-29 year old
students had not.

Student/Graduate respondent age

30-39 engaged

30-39 not engaged

30-39 unsure

Figure 16. Percentage of student/graduate respondents aged 30-39.

6.67% (2) respondents were aged between 30-39 years old and neither had engaged with UCLan
Careers.
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Student/Graduate respondent age

40-49 engaged

40-49 not engaged

40-49 unsure

Figure 17. Percentage of student/graduate respondents aged 40-49.

3.33% (1) respondent was aged between 40-49 years old had not engaged with UCLan Careers.
There were no older respondents.

Activity Breakdown
Concentrating on the 12 respondents whom had engaged in at least one UCLan Careers activity,
below are the results of their types of engagement.
Which of the following did you use/attend?

Engagement

Ont to one

Workshop

Enquiry

Drop In

CareerEDGE

Careers Fair

No response

Figure 18. Percentage of student/graduate respondents and engagement type.

One to one
Careers Fair
Workshop/group session

7 (26.92%)
4 (15.38%)
6 (23.08%)
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Enquiry by email, telephone, or Skype
Drop in
CareerEDGE, online articles, CV Builder, Job
Portal etc
No Answer
Total

3 (11.54%)
1 (3.85%)
5 (19.23%)
0
26 activities identified by 12 respondents
(100%).

Figure 19. Percentage breakdown of engagement activity.

Rating helpfulness of ASC specialist appointments:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.

Total of all respondent
"helpfulness of appointments."

Not helpful

Slightly helpful

Moderately helpful

Very helpful

Extremely helpful

No response

Figure 20. Percentage of student/graduate respondents’ feedback on helpfulness of appointment.

Helpfulness ratings:
Total
Not at all helpful
Slightly helpful
Moderately
helpful
Very helpful
Extremely
helpful
No answer
Total

Not engaged with Careers

0
0
7 (23.33%)

Engaged with
Careers
0
0
3 (25%)

13 (43.33%)
10 (33.33%)

4 (33.33%)
5 (41.67%)

9 (50%)
5 (27.78%)

0
30 (100%)

0
12 (40%)

0
18 (60%)

0
0
4 (22.22%)

Figure 21. Breakdown table of helpfulness ratings and engagement type.

Helpfulness rating for “Specialist careers advisers with particular ASC knowledge or experience”:
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100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.

Helpfulness rating for “Specialist careers advisers with
particular ASC knowledge or experience".
(All respondents)

Not helpful

Slightly helpful

Moderately helpful

Very helpful

Extremely helpful

No response

Figure 22. Percentage of student/graduate respondents’ helpfulness rating of specialist adviser ASC
knowledge.

Not at all helpful
Slightly helpful
Moderately helpful
Very helpful
Extremely helpful
No answer
Total

Total

Engaged with Careers

Not engaged with
Careers

0
0
4 (13.33%)
9 (30%)
17 (56.67%)
0
30 (100%)

1 (8.33%)
3 (25%)
8 (66.67%)
0
12

3 (16.67%)
6 (33.33%)
9 (50%)
0
18

Figure 23. Table breakdown of ratings feedback and engagement.

Helpfulness rating of “Facebook group/dedicated communication channels for students with ASC”:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.
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Helpfulness ratings: "Facebook group/dedicated
channels for students with an ASC"
(All Respondents)

Not helpful

Slightly helpful

Moderately helpful

Very helpful

Extremely helpful

No response

Figure 24. Percentage of student/graduate respondents’ helpfulness ratings for Facebook group.

Not at all helpful
Slightly helpful
Moderately helpful
Very helpful
Extremely helpful
No answer
Total

Total

Engaged with Careers

3 (10%)
4 (13.33%)
8 (26.67%)
6 (20%)
8 (26.67%)
0
30 (100%)

3 (25%)
0
3 (25%)
3 (25%)
3 (25%)
0
12

Not engaged with
Careers
1(5.56%)
4 (22.22%)
5 (27.78%)
3 (16.67%)
5 (27.78%)
0
18

Figure 25. Table breakdown of Facebook ratings.

Helpfulness rating of “Dedicated Workshops for students with an ASC”:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.
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Helpfulness ratings "Dedicated workshops for students
with ASC"
(All Respondents)
0
20

36.67

3.33
20

20

Not helpful

Slightly helpful

Moderately helpful

Very helpful

Extremely helpful

No response

Figure 26. Percentage of student/graduate respondents’ ratings for dedicated ASC Employability
Workshops.

Not at all helpful
Slightly helpful
Moderately helpful
Very helpful
Extremely helpful
No answer
Total

Total

Engaged with Careers

1 (3.33%)
6 (20%)
6 (20%)
11(36.67%)
6 (20%)
0
30 (100%)

1 (8.32%)
2 (16.67%)
2 (16.67%)
5 (41.67%)
2 (16.67%)
0
12

Not engaged with
Careers
0
4 (22.22%)
4 (22.22%)
6 (33.34%)
4 (22.22%)
0
18

Figure 27. Table breakdown of ratings and engagement for respondents and the ASC Employability
Workshops.

Helpfulness ratings: Automatic/direct approaches from Careers once the university has recorded your
diagnosis
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.
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Helpfulness ratings: Automatic/direct approaches from
Careers once the university has recorded your diagnosis
(All Respondents)

Not helpful

Slightly helpful

Moderately helpful

Very helpful

Extremely helpful

No response

Figure 28. Percentage of student/graduate helpfulness ratings of direct approach from Careers once

diagnosis disclosed.

Not at all helpful
Slightly helpful
Moderately helpful
Very helpful
Extremely helpful
No answer
Total

Total

Engaged with Careers

1 (3.33%)
2 (6.67%)
7 (23.33%)
8 (26.67%)
12 (40%)
0
30 (100%)

0
1 (8.32%)
4 (33.33%)
1 (8.32%)
6 (50%)
0
12

Not engaged with
Careers
1 (5.56%)
1 (5.56%)
3 (16.67%)
7 (38.89%)
6 (33.34%)
0
18

Figure 29. Table breakdown of ratings and engagement.

Confidence ratings: Searching for appropriate jobs:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.

Figure 31. Table breakdown of respondent confidence rating for job search and Careers engagement.

Not at all confident
Slightly confident
Moderately confident
Very confident
Extremely confident
No answer
Total

Total

Engaged with Careers

3 (10%)
6 (20%)
14 (46.67%)
6 (20%)
1 (3.33%)
0
30 (100%)

0
3 (25%)
9 (75%)
0
0
0
12

Not engaged with
Careers
3 (16.67%)
3 (16.67%)
5 (27.78%)
6 (33.34%)
1 (5.56%)
0
18
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Confidence ratings: Compiling a CV:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.
Figure 33. Table raw data of confidence ratings of student/graduate compiling a CV.

Not at all confident
Slightly confident
Moderately confident
Very confident
Extremely confident
No answer
Total

Total

Engaged with Careers

3 (10%)
6 (20%)
14 (46.67%)
6 (20%)
1 (3.33%)
0
30 (100%)

0
3 (25%)
9 (75%)
0
0
0
12

Not engaged with
Careers
3 (16.67%)
3 (16.67%)
5 (27.78%)
6 (33.34%)
1 (5.56%)
0
18

Confidence ratings: Completing an online application form:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.
Figure 35. Table of raw data for confidence ratings of student/graduate completing an online application
form.

Not at all confident
Slightly confident
Moderately confident
Very confident
Extremely confident
No answer
Total

Total (all respondents)

Engaged with Careers

3 (10%)
1 (3.33%)
15 (50%)
6 (26.67%)
3 (10%)
0
30 (100%)

1 (8.33%)
0
9 (75%)
2 (16.67%)
0
0
12

Not engaged with
Careers
2 (11.11%)
1 (5.56%)
6 (33.34%)
6 (33.34%)
3 (16.67%)
0
18

Confidence ratings: Applying using an online platform like Linkedin:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.

Figure 37. Table of raw data for confidence ratings of student/graduate applying using an online platform
like Linkedin
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Not at all confident
Slightly confident
Moderately confident
Very confident
Extremely confident
No answer
Total

Total

Engaged with Careers

8 (26.67%)
11 (36.67%)
6 (20%)
5 (16.67%)
0
0
30 (100%)

3 (25%)
4 (33.33%)
3 (25%)
2 (16.67%)
0
0
12

Not engaged with
Careers
5 (27.78%)
7 (38.89%)
3 (16.67%)
3 (16.67%)
0
0
18

.

Confidence ratings: Using networking or social media (like Facebook) to make contacts:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.

Figure 39. Table of raw data for confidence ratings of student/graduate using networking or social media
(like Facebook) to make contacts.

Not at all confident
Slightly confident
Moderately confident
Very confident
Extremely confident
No answer
Total

Total

Engaged with Careers

10 (33.33%)
6 (20%)
9 (30%)
3 (10%)
2 (6.67%)
0
30 (100%)

3 (25%)
2 (16.67%)
7 (58.33%)
0
0
0
12

Not engaged with
Careers
7 (16.67%)
4 (22.22%)
2 (11.11%)
3 (16.67%)
2 (11.11%)
0
18

Confidence ratings: Completing an online aptitude or personality test:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.
Figure 41. Table of raw date for confidence ratings of student/graduate completing an online aptitude or
personality test.

Not at all confident
Slightly confident

Total

Engaged with Careers

7 (23.33%)
9 (30.01%)

2 (16.67%)
4 (33.33%)

Not engaged with
Careers
5 (27.78%)
5 (27.78%)
76

77

Moderately confident
Very confident
Extremely confident
No answer
Total

7 (23.33%)
7 (23.33%)
0
0
30 (100%)

5 (41.67%)
1 (8.33%)
0
0
12

2 (11.11%)
6 (33.34%)
0
0
18

Confidence ratings: Face to face interview:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.

Figure 43. Raw data table for confidence ratings of student/graduate participating in a face to face
interview.

Not at all confident
Slightly confident
Moderately confident
Very confident
Extremely confident
No answer
Total

Total

Engaged with Careers

7 (23.33%)
10 (33.33%)
10 (33.33%)
2 (6.67%)
0
0
30 (100%)

3 (25%)
3 (25%)
6 (50%)
0
0
0
12

Not engaged with
Careers
4 (22.22%)
7 (38.89%)
4 (22.22%)
2 (11.11%)
1 (5.56)
0
18

Confidence ratings: Online interview:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.
Figure 45. Table of raw data for confidence ratings of student/graduate participating in an online interview.

Not at all confident
Slightly confident
Moderately confident
Very confident
Extremely confident
No answer
Total

Total

Engaged with Careers

8 (26.67%)
9 (30.01%)
10 (33.33%)
2 (6.67%)
1 (3.33%)
0
30 (100%)

4 (33.33%)
4 (33.33%)
4 (33.33%)
0
0
0
12

Not engaged with
Careers
4 (22.22%)
5 (27.78%)
6 (33.34%)
1 (5.56)
2 (11.11%)
0
18

Confidence ratings: Giving a presentation:
100% (30) of respondents rated. 40% (12) of respondents confirmed they had engaged with UCLan
Careers with one or more activity, and 60% (18) had not.
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Figure 47. Table of raw data for confidence ratings of student/graduate giving a presentation.

Not at all confident
Slightly confident
Moderately confident
Very confident
Extremely confident
No answer
Total

Total

Engaged with Careers

11 (36.67%)
5 (16.67%)
9 (30.01%)
4 (13.33%)
1 (3.33%)
0
30 (100%)

2 (16.67%)
2 (16.67%)
6 (50%)
2 (16.67%)
0
0
12

Not engaged with
Careers
9 (50%)
3 (16.67%)
3 (16.67%)
2 (11.11%)
1 (5.56)
0
18

Student Quantitative Analysis

Quantitative:
100% of respondents (Students and graduates with an ASC) agreed to participate in this online survey
and completed, with the majority (90%) being aged between 18-29 (Fig. 13). 40% of respondents
confirmed they had engaged with UCLan Careers, an 60% had not (Fig.12) in any way. 40% of
respondents were aged between 18-21 years old. Of the18-21-year-old respondents, 41.67% had
engaged with UCLan Careers and 58.33% (7) of 18-21 year old students had not . Of this age group,
41.67% had engaged with Careers (Fig. 14). Similar results are shown for respondents aged 22-29
(Fig. 15) and respondents aged 30 or more had never engaged with Careers (Fig. 16 & 17). Possible
reasons for why the majority had not engaged could be many. Potential reasons could be that
respondents have just started university and intend to come to Careers soon; that they weren’t aware
of the service yet as still unfamiliar with the campus and support available or they didn’t prioritise
Careers services as important or feel it is for “younger students” or something else that could be
researched in the future.

Concentrating on the 12 respondents whom had engaged in at least one UCLan Careers activity, the
majority were one to one appointments or Class workshop activity (Fig. 18).
The results for the helpfulness of ASC specialist appointments was completed by all 100% of student
respondents, with 40% stating they had engaged with UCLan Careers with one or more activity, and
60% had not (Fig. 19). All respondents rated the helpfulness of the appointment as moderately helpful
or higher. 23.33% who rated the service at moderately helpful, only 25% had engaged in Careers and
22.22% had never, suggesting that those whom had not engaged were rating from word of mouth
rather than experience. 43.33% rated the service as Very Helpful, with 50% of respondents rating
whom had not accessed the service, questioning if they were going from word of mouth or the
reliability of this data. 33.33% of respondents selected the appointment was extremely helpful, with a
50:50 split on those whom had attended and those who had not, raising questions about the reliability
of this data or the respondents’ frame of reference (Fig.20 & 21).
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Appendix I
QUALITATIVE DATA
Employer Responses
3a: To the best of your knowledge, does your company have any special measures in place for
selection and recruitment of people with an autism spectrum condition? Describe Briefly:
There were 7 responses to this question and three main themes emerge from the responses: Support;
Disability Confident and Involve.
Support
All responses implied or were explicit in the support they offer:
•
•

“We have a specialist occupational team who support the candidates needs, we also make adjustments within
the recruitment process to support the individual with case by case requirements. ”
“Each person is judged on the skills they have and what they can give rather than what they cant. Each applicant
is give personal 1:1 guidance and support throughout the time with us..”

Disability Confident
Two employers stated they were registered under this initiative:
•

“Disability confident employer. Happy to make reasonable adjustments and state so in recruitment

•

documentation.”
“Disability Confident Committed Scheme”

Involve
All responses implied a level of involvement of candidates, but three employers were explicit in their recruitment
procedures specifically for ASC candidates:
•
•

“All potential candidates are screened in a consistent way and the same at interview stage. We will always
explore options with candidates if it arises and look at work place adjustments .”
“We ask individuals during the interview stage whether they require any adjustments for the interview. Each
individual circumstances are taken in to consideration. For example, ensuring the noise levels are appropriate
for the candidate.”

•

“We alter our assessment process dependent on the applicants needs. We will liaise with the individual or any
supporting party to understand the condition and how we can ensure the environment is suitable, and that the
assessment is done in a manner which allows them to feel comfortable.”

4a: To the best of your knowledge, does your company have any special measures in place for supporting people
with an autism spectrum condition in the workplace? Describe:
There were 9 responses to this question and responses are somewhat similar to question 3a, resulting in three main
themes Support; Disability Confident and Involve.
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Support
All responses implied or were explicit in the support they offer:
•
•

“we will work with employees and support them. We will follow their lead as to what they feel is comfortable.”
“We will always advise candidates to contact Access to Work to see if they are able to support them and also
ask if they need additional support from ourselves and do our best to support people with an autism spectrum
condition.”

Reasonable Adjustments
Four employers mentioned adjustments, changes to implement:
•
•

“Discuss any reasonable adjustments that we can make on an individual basis.”
Should this be disclosed by the individual or when individuals show signs of this, we support through care
meetings, occupational health and any reasonable adjustments required depending on the individual
circumstances.”

Involve
Five employers highlighted the need to involve and seek advice from the candidate:
•

“Likewise we liaise with the individual to understand their requirements and make work place adjustments where
possible.”

•

“We give new members of our company the chase to discuss any disabilities, which would be followed by a
meeting with the manager and HR to go through any support required and getting this in place for them.”

5a: As a Disability Confident employer…What difference has it made to the way you do things?
Six employers out of eight known to be registered under this scheme (Nine employers unsure if registered or not)
responded. Five employers said it had not made any difference. Therefore, there were two themes, No impact and
impact.
No impact
•
•
•

“We were already a very inclusive firm however it just puts a 'heading' over our already flexible workforce.”
“Nothing yet.”
“Not very much.”

Impact
•

“We have become much more aware of the challenges facing applicants and therefore made substantial
changes to our recruitment process to ensure we can alter the approach to suit the individual. We have also
worked closely with our Hiring Managers to ensure they understand and are supported through both the
assessment process and onboarding.”

6a: To the best of your knowledge, has your company ever employed any graduates with an autism spectrum
condition? Did this raise any particular challenges? Describe the challenges and any adjustments that were made.

80

81
Eight employers responded and support was an overriding theme. Although two employers said they found no
challenges.
Support
•

•
•

•

“We have hosted interns with mild to severe autism. We ensured that prior to their internships, our team were
briefed to ensure they could adapt any procedures or communication styles to assist the intern. The team also
speak extensively to the student and a close family member to gain a full picture of how their autism might
affect their internship. In one case a student had regular support from an NHS trust, so our team spoke to the
key worker there to discuss the student's needs. We have found that our team typically need to spend more
time completing hands-on support to students with autism throughout their placement, which can sometimes
be more than anticipated.”
“The person in question applied for a role that they could not fulfil but was offered a role they could with
confidence and support.”
“Work more closely with the graduates to understand their needs and support them in the workplace.”
“There was a steep learning curve as to how to make communication work for both the employee and their
colleagues and managers.”

Other:
Environmental

“Desk location, noise minimisation.”
Communication
“Communication and social interactions can be difficult sometimes. As can reading between the lines for this
employee. Another issue that came up on a number of occasions at the start was that the employee with ASD could
be very blunt and to the point which some people took to be rudeness.”

7: In your recruitment process, what do you think would be the primary challenges for a potential applicant with
an autism spectrum condition?
There were 27 responses from employers with three main themes: Uncertainty, Lacking awareness, and
communication.
Uncertainty
•
•

•
•
•

•

“Im not sure. If they can do the job well then I would have no problem employing them.
“As we have recruited people with ASD I don't know that we have any areas of the application process that are
particularly challenging for them.”
“it depends on where on the spectrum candidates sit based on the role.”
“I don't have enough background knowledge on how autism affects students or graduates in the workplace to
be able to give a strong opinion on how it might be a challenge during the application process.”
“I am not sure what could be a challenge as I understand autism could affect people in different ways.
“i'm not really sure.”

Communication
•

•

“Video interview - as the candidate speaks to a camera and not the interviewer, they may not feel comfortable.”
“They may find it difficult to start or hold a conversation. They could become repetitive or be highly drawn in to,
and continue to talk about a particular area of interest to them.”
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•

“Depends on the character of the individual. We are big on teamwork and working out of peoples comfort zones.”

Lack awareness:
•
•

“Lack of employer awareness about the condition, and the degree of variance across the spectrum on abilities.”
“Lack of awareness and understanding. Lack of support.”

Other:
Sensory overload: “Because our contracts are varied and an ordinary day can have many jobs happening at the same
time - possibly concentration and the ability to pause a job and prioritise workload.”
Disclosure: “Choosing whether or not to disclose the condition to us.”

8: In your workplace, what do you think would be the main challenges for an employee with an autism spectrum
condition?
There were 29 responses from employers and Communication was the major theme response, concern employers had
for recruiting graduates with an ASC.
Communication
•
•
•
•
•
•
•

“We are always in front of the customer and any negative body language or inappropriate touching etc would
be very damaging for our business.”
“Unable to concentrate, may find it difficult to start or hold a conversation.”
“Showing empathy and emotional conciliation when a person needs it.”
“We will be able to arrange adjustments where required. Certain challenges may be if the individual was in a
customer service role and they were unable to communicate with the customer. However, in these
circumstances, we would look at other roles if possible.”
“communication with other members in their team.”
“Understanding and fitting with the dynamics of the team.”
“From what I have seen collaborating / compromising can be difficult for my ASD employees. I have seen on a
number of occasions where they think something should be done a particular way and they struggle to deal with
others disagreeing with or not seeing things from their perspective.”

9: What advice would you give to a person with an autism spectrum condition who is thinking about applying to
your company?

There were 29 responses to this question and three main themes emerge from the responses: be open; go in with your
eyes open and go for it.

Go in with your eyes open
Eight employers mentioned the need for applicants to understand the demands of the job and the environment they
are seeking to enter. For instance:
•
•

“I would advise that people apply for roles that are within their capability that they know they can fulfil.”
“I would advise them on the role and the environment, to allow them to understand beforehand what they
would come into”
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Go for it
Advice from several employers also included that candidates don’t ‘overthink’ the situation, and find the selfconfidence to apply:
•
•

•
•
•

“Go for it! We would be happy to hear from you. We are aware of the many strengths that you may have.”
“Just do it. Our recruitment process is done blind up to the interview stage so CV's, applications and show
reels are anonymous and candidates can be selected for interview based solely on their applications. This
means that if they are offered an interview they should know that they are already on a short list of candidates
and it is their ability to do the job that is being questioned not their personality or other attributes.”
“We would do anything which would make our colleagues feel safe, secure and successful in the workplace
regardless. We would encourage communication to understand what is needed from all levels.”
“I believe everyone has the power to give something and the ability to change the world for the better. All it
take is for a person to believe in themselves.”
“Go for it! We would be happy to hear from you. We are aware of the many strengths that you may have.”

Be open/disclose
The most prevalent advice concerned the importance of open communication about personal needs, mentioned by
12 employers. When employers are made aware of needs, they can make reasonable adjustments and put support in
place where needed:
•
•
•
•
•
•
•
•
•

“Be yourself, and be open about any condition up front so we are able to manage the potential role
accordingly.”
“Be upfront about your needs and requirements.”
“Be honest and discuss their needs with us from the very beginning. we are more than happy to make our
work environment such that anyone can reach their potential.”
“Apply! Be as open as you can about your condition so that we can ensure the experience is a positive one.
Any other company with a positive and inclusive attitude towards disabilities should act in the same way.”
“Please apply and let us know about your condition to allow us to work with you.”
“Tell us how we can help and what support they need.”
“Talk to us in person or writing and make sure we understand your needs”
“To let us know and then we can make any arrangements, we work in a person centred way and would adapt
to individual’s’ needs.”
“Provide us details of your disability and support required in advance of completing the application, online
test and video interviews etc.”

Additional specific advice included the following points:
•
•
•
•

Undertake research about the company and workplace prior to the interview.
Practice interview technique.
Consider volunteering which can help a company get to know someone.
Don’t be afraid to ask questions.
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10: Do you have any advice for the UCLan Careers Service to help graduates with an autism spectrum condition
secure meaningful employment?
26 employers responded and although communication was implicit in each response, welcoming or encouraging
communication to find information out or receive information and support. However, the main themes aside from
this were:

Preparation/practice/Training
•
•

•

•

“I suggest setting up mock interviews with your graduates and to have someone they haven't met before in
the team. Gauge reactions and advise them on how to improve if they haven't understood a question.”
“We did find in the early days that this could lead to conflict within the team however so if they can be taught
ways to know when to let go of an idea (even if they think/know they are right) that could be useful to avoid or
reduce these situations.”
“It would be great to encourage graduates with autism spectrum condition to explore and be self aware of their
wants/ requirements and expectations from employers so we can then be able to meet and exceed any
requirements.”
“Any advice given would include to be prepared for all possible questions with an answer which will help in the
interviews. If they do need a special adjustment, to not be concerned about advising the employer regarding
this to ensure the employer can make it as fair for them.”

Employer Training
•
•
•

•
•

“Employer awareness and understanding of autism.”
“Remove the issue, if the ASD is highlighted then mention how this may affect their integration in the
workplace so employers can see the allowances or amendments made are not onerous.”
“Help students to make their needs clear in writing and how measures can be taken to support. Help the
employer realise it is in their interest and benefit to do so and that the changes are easy and small so that
they are not daunted or out off.”
“Support organisations more to understand that Autism is a gift and not a problem that needs fixing.”
“To work with partnerships to support the person prior to applying for roles so they can have a look at
employers' facility or have it as placement of work during their course/ stud, and have a person with an autism
spectrum condition working with employee to improve /explore ways of working.”

Be yourself, the best version of you
•

•

“I would say to them to be themselves. Our ASD employee is great at problem solving and tends to look at
things from a different point of view from others in the team. This can lead to some great discussions and
creative ideas for projects and solutions to problems.”
“Focus on all the good stuff that happens and how it is people's interactions that is probably the hardest to
predict ie guests/customers.”

11: This is the last question. Do you have anything else that you would like to add about employing people with an
autism spectrum condition?
9 employers responded with additional advice for future candidates that can be separated in to eager (to support)
and apprehensive themes, with the former being the majority view.
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Eager
•
•
•
•
•

•

“Would advise that a regular visit by their tutor or someone of authority every week to assess how they feel
about their employment and also to answer any questions or problems they may be having.”
“In our organisation there would be some roles that a person could undertake and do well. It is about finding
the right fit of person to role.”
“Autistic people need to be consulted during any support plans as the autistic person is more able to manage
the behaviour than anyone external.”
“We would be very keen to support people into the workplace. I think this is really needed and there are a lot
of skills that the workforce are missing out on.”
“We have schemes in place for people with dyslexia and other conditions, so when it comes to exams and
tests these people are given more time and support.”
“We are open to employing anyone no matter what conditions they may have. We have not had any training
on dealing with this particular condition so maybe UCLAN could offer funding or training on this specially to
local employers?”

Apprehensive
•

•

“I think this is a challenging issue. We have one part-time employee with Aspergers and it does affect the
efficiency of the team in accompanying and supporting this person on their duties, to the extent that we would
be nervous of employing someone else with similar needs in a small company.”
“I have no experience of employing someone with ASD and have no positive or negative views on doing so
but would like to understand what allowances etc I would have to make as I presently see no reason why this
would be an issue.”

Student/Graduate Responses
4a: Never attended a careers activity. Please tell us briefly why not
17 responses were given to this question. The themes presenting are: Anxiety and Irrelevance.
Anxiety
•
•
•
•
•

“Aspergers syndrome makes me too anxious to attend.”
“I struggle with communication when I am unsure of who to talk to and what I can talk to those about.”
“Too anxious.”
“Due to the social side of interacting and not the greatest about talking about random stuff.”
“Too many people about and I don't like noise.”

•

“It’s a big social event and I don't like that.”
“I am shy.”

•

Irrelevant
•
•
•
•
•

•

“I’m not sure, had a lot of placement and exams.”
“I already have career plans and don't need help in that area.”
“I'm currently not looking for a job.”
“I wanted to focus on my work more than attend an organised event. I wanted to get a high mark if I kept my
focus on my work.”
“Have only been here since October.”
“Because I'm very rarely at UCLAN (I'm a part time student) and have contacts in the Industry I'm intending to
work in.”
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4bi: Which of the Careers activities did you attend/use?

Which of the Careers activities did you attend/use?
70
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CareerEDGE

Which of the Careers activities did you attend/use?

Were any of these things helpful? If so, please tell us how.
Themes: Helpful
Helpful
•

The one-to-one appointments have been useful as they have aided me with interview preparation, discussing
my next steps in my career, and applying for jobs - all in the light of having autism. Being able to ask
questions via email has been useful for improving my CV and for improving job applications.

•

The employability workshops for people with autism have made me feel more comfortable when applying for
jobs. It was encouraging to hear talks from others who have autism who have faced challenges, overcame
them, and achieved great success in their careers. It was also good to meet other people with autism in the
workshop.
All were useful and relevant

•
•
•
•
•
•
•

Allowed me to see how others have got on with a diagnosis
I made several appointments, but cancelled them all at the last minute as I felt like I was beyond help.
Paul was very nice
Personally, I found the Careers Service to be extremely helpful in signposting what support there is out there
and what I can access.
Went to the first of a series of ASC employability workshops - did not find it helpful, did not attend the
subsequent events
Not really, worded just like an email to a student without learning disabilities, so confusing to read, hard to
follow up on.

5a: Automatic/ direct approaches from careers once the university has recorded your diagnosis. Do you have any
other suggestions that are not listed above?
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Themes: Ongoing support
•

Ever since I have been diagnosed with a form of Autism, I have noticed one thing. People tend to hide their
condition (where possible) and therefore would not want to attend a workshop where they are surrounded by
people with a similar condition. Instead, they will look for ways to escape big social interactions and this
makes the option of online communication and 1:1 appointments so appealing.

•

Q & A or speaker events from graduates, advisers, employers, business owners, etc who are autistic
themselves. I would feel most supported by fellow autistic people rather than people who are not part of the
autistic community and do not understand the experiences we share.
Keep in mind it can be very hard for some to reach out and follow up, there have been many opportunities. I
missed out on because I didn't have someone there to guide me through each step.

•
•
•
•
•
•
•

A section on the careers website, a filter if you will, where you can filter to only show employers with the
'Disability Confident' scheme as a suggestion
The staff should have access to specialists too their education towards Autism is very low
More tec based support as most people on the spectrum struggle with social situations
This is the area of my masters and current PhD, so I will contact you with my thoughts
Support for rights once in a job
Getting help at the very start of year 1 with writing applications and getting work experience. I did not and
found getting work after graduation hard. I am unemployed.

6a: Are there any other aspects to securing employment that don't feel very confident about
Themes: Test anxiety and Communication.
Tests
•

“I am very uneasy with psychometric tests and online testing in general due to the vagueness and
inaccessibility of getting 'reasonable adjustments' e.g. extra time etc.”

•

“The main issue for me is personality tests - I always, and I do mean always, fail them. Aptitude tests are fine
as I have loads of retail experience (~5yrs) but I feel like personality ones are designed to weed out people
like us. I answer too honestly? I don't want to lie though.”

•

assessment centres, first few weeks of work, training, maintaining employment

Communication
•
•
•
•

“Conversing over email.”
“I feel comfortable disclosing my autism on an application form/in an interview but wouldn't know how to go
about asking for reasonable adjustments.”
“The interview is difficult. Employers don't know what they are doing and make it harder and uncomfortable.”
I think you have covered a wide variety of issues that people with Autism could face when trying to secure
employment in the above options. However, it would be important to address how autistic individuals actually
feel when applying for jobs as I have found this to be a huge barrier which hinders autistic individuals from
even starting the process of looking for a job that is suitable.

Other: Environment
•
•
•
•

“The CjAM event - we did a practice session; it was too loud and I had to leave after five minutes - this then
led to me not attending the actual event.”
Please use these answers if you wish for me as I do struggle with some of these aspects
The first day 😬
Autism awareness within employment
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•

Working with an agency for temp employment - dealing with uncertainty in when work will be available, and
adjusting to being asked to work at short notice eg. in supply teaching

7: Do you have any advice for the Careers Service at UCLan about how best to support students and graduates
with an autism spectrum condition?
Themes: Student Led
Student led
•

•

•

“Involve autistic people as much as possible in supporting autistic students - I want to hear about the real
experiences of people like me. Ask us what we find difficult rather than assuming or generalising. Find out
what experiences of work we already have, don't assume none of us have ever had a job. Make support as
individualised as possible, because group sessions can a) be overwhelming and b) often not actually be
helpful because every autistic person is so different.”
“The spectrum is broad, and how much help a person needs depends on how aware they are already of the
things they can/can't do and their existing support system. Although ASD is one term, the things people
struggle with are vastly different so it's better to deal with things on a person by person basis.”
“Every one of us should be a case by case basis and help and advice tooled specifically for each person.
What worked for one student might not work for the next.”

Training:
•

•

•

•
•

•
•

•
•

“I feel that students with ASD want subject specific advice rather than generic since autism means we struggle
understanding generalisations and specifics can help us.”
“I would say that it is important for the Careers Service at UCLan to employ a small group of advisers that
specialise in this particular area. By doing this, autistic individuals will be able to attend appointments (both
physical or online) with confidence as they will be talking to someone who is aware of the type of issues that
they are going through.”
The staff need to learn more about Autism. The support in the University needs to have the students involved
when being created. The staff should not treat Autistic students like they are not graduates or students but
adults.
never presentations use more open general 1 to 1 make it feel like you are not there for the particular reason
why you are actually there
Maybe something aimed at those of us who are of above-average intelligence and more on the highfunctioning end, but still struggle socially and in the workplace. I was going to suggest just general help with
socialising/how to adapt to the workplace, but this might be a bit outside of your scope as a careers service you're not psychotherapists and fixing everything wrong with my social skills would be a massive undertaking!
So I'm not sure. Maybe helping us research which companies are known for being inclusive and which to stay
away from? For example, I know Tesco and the NHS will automatically extend interview invitations to disabled
people as long as they meet the minimum criteria for the role, while the DWP as an employer is pretty shitty to
its disabled staff. Something like that.
Some general awareness training wouldn't go amiss though - I've interacted with people from the Wellbeing
team who seemed not to know how to deal with me (!!).
Discussion on your rights about disclosing ASD to an employer and the pros and cons of doing so. Teaching
us how to get support if the company doesn't have support in place or treats you differently because of it,
subconsciously or not.
helping with the difficulties in approaching employers and dealing with the pressures that exist
A better understanding that one size doesnt fit all. Some things will.work for some people that will not for
others. Options are important. I also think uclan in general need more info around ASC as the general
teaching population in my experience have no clue. And dont recognise the resilience they dont see.
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Clear communication
•
•
•
•

“Be patient, be concise and be honest.”
“Make sure you introduced yourself personally to the people on the spectrum so they know who you are and
where to find them.”
“Make it very clear that the support is there and easy to access.”
Days where there is less people and less noise

Other
o
o

o
o
o

Responding to emails to advisors within a couple of days
Allow your practice to be informed by the social model of disability, the neurodiversity movement, and the
experiences and needs of real individuals. Take an individual, case-by-case approach to support, but
remember that you also need to represent and support the students more broadly, putting supports into
place for all students so that those who don't disclose to you/approach you can still benefit from support.
Have approaches suitable for both 'high functioning' and 'low functioning' and with genders as females with
autism can be extremely different from men so need a different approach.
Don't assume you know what is best. Don't judge. Everyone is different who has autistic traits. What helps
me will be different for someone else.
Try and get jobs and placements for autistic students while they are still at university.

8: What advice might you give to employers who are considering employing someone with an autism spectrum
condition?
Themes: Open minded, understanding what ASC is and Patience
Be Open (don’t judge)
•

•
•
•
•
•
•
•

“WE DON'T ALL PRESENT THE SAME. If I had a pound for every time I've been told 'you don't seem
autistic,' or 'I have [a friend, cousin, whatever] with autism and you're nothing like them,' I'd be rich. Just
because it's not immediately and outwardly obvious doesn't mean I don't struggle as much as my
contemporaries. Aside from that - autism isn't necessarily a total debuff. I have strengths uncharacteristic of all
autistic people; I am extremely happy to be left alone sorting/categorising things, for example, and I have an
amazing visual memory and a knack for remembering facts and strings of information that would elude most
others. I am able to rationalise and stay completely calm under pressure …my timekeeping is fantastic and I'm
precise almost to a fault.
If you can get things right, employees with ASC have the potential be more productive than employees who
do not have ASC.
You might say, is it worth the gamble? For the likes of Microsoft it is. Is it for you?
be as open and honest as possible
let the employer work in there own ways in order to get their best results they will know what will require doing
and get the job fixed as soon as possible
I am who I am, I'm not different, I'm normal like everyone else I just think differently than everyone else
An autistic spectrum condition can be an extremely valuable asset, as it can provide a different perspective.
obviously, you have to be professional but have more support to help people in stressful situations and alow
there strengths to shine through

Empathetic Understanding of ASC
•

“Think from their point of view in order to understand what having autism is like.”
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•
•

•
o

o
o

“Have some basic knowledge of the condition, understand that we are just as good at working but sometimes
might need clearer instructions.”
If employers are considering employing somebody who is on the autistic spectrum, my advice to them would
be to carry out some research into the condition. Also, employers should also be aware that even though they
have this knowledge, it won't always help. This is because not everyone is the same with the condition and
this is what probably makes it quite hard for autistic individuals to gain the status of being employed.
People with ASC if in the right situation can be hyper focused on a task, can boost overall productivity and
workflows.
People with autism can have difficulty with tasks involving social communication, but they bring many skills to
the table. I would advise employers to not just overlook those with autism because they can struggle with
communication. Every individual has their own strengths and weaknesses. I would ask employers to be
understanding of what difficulties people with autism face. With reasonable adjustments, people with autism
can be a valuable asset within the workplace.
Trust in them, as they can surprise you by how organised and clever they can be, don't think of being on the
spectrum as a disadvantage think of it as a advantage.
Work with them, and get to know how their quirks can be used to give the most effective support your
business.

•
Be patient
•
•
•
•
•

•

“Be lenient and allow them to come to terms with the job at their own pace.”
Dont judge us
“Not automatically 'disregard' the person, we are just as capable as everyone else…be a little patient with us.”
Everyone with autism is different so forget the stereotypes you already know.
Allow us a 'safe' space to go if we need to calm down.
Please be patient, we may not say the answer immediately but stopping us mid flow in a sentence can really
put us off... give us time to answer questions and maybe think of how to reword questions so they cant be
misconstrued
New things are scary, socialising takes time

Other
o
o

o

o

Work to their strengths and you will have one of the best employees you have had.
Take our questions and concerns seriously - often it takes a lot of courage for us to bring them to you. Allow
us more time than you would a non-autistic employee to process information, respond to questions, get used
to changes eg new technology, new protocol. Err on the side of giving us as much information as possible
rather than risk omitting something which seems trivial to you but is important for us to know - if you're telling
me something important, give it to me in written form so that I don't have to hold it in working memory and can
process in my own time. When you're speaking, try not to overload us - let us control the flow of information,
we may need you to repeat things or just to wait between sentences while we process what you just said.
Understand that accessibility for autistic people is no less important than accessibility for wheelchair users,
Deaf or VI people, or anyone with a 'visible' disability.
Probably the same as my last answer - Allow your practice to be informed by the social model of disability, the
neurodiversity movement, and the experiences and needs of real individuals. Take an individual, case-bycase approach to support, but remember that you also need to represent and support the students more
broadly, putting supports into place for all students so that those who don't disclose to you/approach you can
still benefit from support.
Also I'd recommend a 2-pronged approach to developing workers' skills: maximising strengths, minimising
weaknesses. Training to enhance the best and improve the worst skills necessary to the role will create wellrounded, yet highly specialist workers.
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o
o

o

Also, allow flexi-time, remote work, mentorship, and multi-modal communication. Take sensory needs
seriously. Recognise the importance of mental health by allowing mental health as a reason for sick days.
Monitor sickness and work to reduce it by reducing stress, encouraging new ways of working, and facilitating
remote work and flexi-time.
Patience, routine and explainations in their preferred form (written, verbal , etc) as much as possible. No last
minute decisions, autistic people most of the time aren't fans of surprises and it can lead to 'over reaction'
Understand what autism is and how it affects people with it. Don't guess or give everyone the same label or
expect us all to be the same way. Don't write me off before you know what i can do, just because i may look or
act weird to you.
Listen to what they need. They aren't incapable of telling you they need support. They aren't broken people.
Dont use functioning labels as its extremely harmful. And dont use the term "aspergers" as its harmful to
name a diagnosis after a mass murdering nazi.

9: What reasonable adjustments could employers make to ensure you feel secure and confident in the interview?
Themes: Empathise Not Sympathise, Consideration and Practical Reasonable Adjustments.
Empathise NOT Sympathise
•

•

“I don't want to be babied or treated in a special way and to be honest I'm not sure I'd even want my
interviewer to know I was autistic ahead of time - partly because I want to be judged based on how I come
across and not given pity points, and partly because it should be something I can disclose if/when I'm ready
and if that time is not before the interview, I'd rather keep it to myself.”
“Don't treat you differently and give off an aura that your beat before you walk through the door.”

Reasonable Adjustments
•

•
•

•

“Knowing the questions beforehand. Knowing the exact location, room and building layout. Allowing us
extra time to answer questions and repeating the questions without getting annoyed as sometimes in a new
environment it is hard to listen if you're trying to get your bearings.”
Don’t make jokes as there is a high chance an autistic person won’t get it and then its awkward.
“The reasonable adjustments that could be made by a potential employer during the interview phase would be
the following:
1. As much information to be given to the candidate (without giving them an unfair advantage) so that they are
adequately able to prepare
2. For any autistic candidates to visit the venue for the interview beforehand (if requested) so that they know
what the building is like as this can sometimes be quite daunting
3. The employer could also include a specialist adviser on the interview panel to be on hand should any
issues arise during the interview.”
“Send photographs of the venue, interview room and people on the interview panel in advance of the event.
If you're giving a tour of the workplace, please be aware I probably won't take in much of what you are saying
/ where we are going as it's too much to process at once. A floor plan with photos and captions would be
easier. Provide key questions in written format as well as spoken. Do not expect physical contact (like a
handshake) or eye contact as markers of politeness - especially when anxious we may be unable to do these
things but this is never meant to be rude. Allow us to bring written notes into the interview room to prompt
answers. Accept use of fidget toys in the interview without judgement - they aid concentration and calm
nerves but are sometimes seen as childish/immature by others.”

Other
o

Interview for me not so much, may ask to repeat or rephrase questions.

o

Online tests ect. need extra time etc. If possible bypass entirely.
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o
o
o
o
o
o
o

o
o
o
o
o
o
o
o
o

o
o
o
o
o

o

There is no merit in testing me for a marketing job, by asking me where a triangle goes next in a trail
of shapes and numbers...unless my 'marketing' job has me calculating where triangles go in a series
of shapes...that said, I highly doubt it. It's never been covered in my business and marketing degree
funnily enough.
Understand eye contact might not be given.
Communicate in full the process and what is going on. Provide structure
friendly
open
honest
with autism you can only interpret certain information in a certain way so you will always get a
different answer depending on how you ask
To be understanding of the fact that I can struggle with communicating effectively. I would like
potential employers to be aware that I can take longer to come up with answer to a question because
of my difficulty in using expressive language. I would like them to be aware of this so that I don't feel
as pressured to come up with an answer immediately. I need the time to process the question that I
am asked and to come up with an answer. I would like the employer to be aware that I can also
struggle with eye contact as a result of having autism. Having an employer being aware and
understanding of my difficulties would help me feel more secure about the prospect of attending a job
interview.
Casual environment
Politeness, manners, calming voice, simple questions
I'm not sure.
try to sound positive when people with autism are around
Make it slightly informal so the person doesn't have to wear an outfit that makes them uncomfortable
as this is an easy trigger to meltdowns and panic.
Realise that females and males show autism differently so your interview won't be set in stone for
every Autistic person
Give a brief run down of the sorts of questions asked. (I always freeze up or stutter a lot when asked
unexpected questions, it's embarrassing).
Reassure me that my condition wont negatively affect my application
Completely individual to the person. Id personally prefer a trial to prove my strengths than an
interview. Or to be able to have the questions which will be asked prior to interview as our processing
times are longer.
Being friendly and willing to have a conversation, rather than a row of heads in suits who are only
interested in short answers.
A list of the questions to be provided beforehand
Info about the physical environment/a tour of the workplace so workers can understand the sensory
requirements of it
A reminder of what they're looking for in an employee
In depth instructions again in preferred form, strict routines, planning for everything, maybe a area
that will be quiet and away from others in case in need of 5 minutes in total silence (which can make a
huge difference in performance)
I would like to know what will be happening in the interview before it happens. To have them reassure
me what they can offer and discuss what i need and then them say they can sort it. I don't know. What
adjustments can they offer?

10. What reasonable adjustments could employers make to help you feel more secure and confident in the
workplace?
Themes: Environment (also note points raised in Q.9 above)
Environment (Access to a Quiet Space)
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•
•
•
•

“Time to process instructions, time in a quiet place to process?”
“In one of my jobs they let me wear headphones to block out noise in the open office environment. People
knew they could approach me and it meant I could focus on my work task. Everyone was happy.”
“Allow space and time for a time-out zone. Implement zero-tolerance policy to disability jokes and banter.
Be confidential - it should be up to us if other staff are made aware or not.”
“The reasonable adjustments that could be made by an employer once an individual with autism has been
employed would be the following:
1. A room specially designed for them to go to should they begin to feel overwhelmed during the working day
2. An allocated manager that they could contact at any time during the day should they wish to discuss
something that is troubling them or if they just wanted to someone to talk to
3. If an autistic employee is given a report to write, for example, the employer should try and provide as much
information to help them formulate the report.”

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

•
•

In one of my jobs they let me wear headphones to block out noise in the open office environment. People
knew they could approach me and it meant I could focus on my work task. Everyone was happy.
Quiet place
Offering a private desk or a position somewhere more quiet
make work in a separated room
friendly
no regime for anyone
more free the better
try and make the individual stand out less
just make them feel they belong and they will thrive
Treat me like everyone else but also support me when I need it
A defined workspace.
allow short breaks if you are struggling and the signs of a meltdown are there
Rooms where the person can be alone.
Dimmer lights
Warning of 30 minutes if music is going to be played.
Flexible deadlines where possible.
Access to a quiet/low-lit space for breaks separate to a communal staff room. Structure the working day
with as much routine as possible (breaks at the same time each day, regular day/time for meetings, etc).
Provide as much notice as possible of any changes. Allow use of sensory aids eg ear defenders in large group
meetings. Always notify of planned fire/emergency drills.
Ensuring that it feels secure and that I have a designated contact I can talk to if I need support with
something.
Mentorship, a buddy to help navigate the social aspects and adjust to the new work environment

Support/Adjustments
•
•
•

•

“Ensuring that it feels secure and that I have a designated contact I can talk to if I need support with
something.”
“Flexible hours, patience with repeating a task a different way if the first way was hard to understand.”
“Again just having my employer and work colleagues being aware and understanding of the difficulties that I
face in regard to communication would go a long way to help me feel more secure and confident in the
workplace.”

This is different because my needs differ to those of allistic people. The main thing for me, having worked in
retail, was being allowed to take two minutes out the back if everything got a bit too much sensory-wise, or
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•

if I felt that my temper (which I struggle to control sometimes) was beginning to bubble over. Also being
okay with me having lots of appointments - I have GP appointments and therapy/counselling to go to and as
I'm almost never given a choice of time my employers have just had to deal with it really. Thus far all but one
has been fantastic about it, but I realise not everyone is as lucky as me.
Make sure there is awareness and education on ASC so others in the workplace know how to respond
accordingly

Other
o
o
o
o
o

o
o
o
o
o

Comfortable fabrics for work clothes.
Routine if needed.
Advanced notice for routine changes.
Reasonable adjustments are extremely different to each person I dont think its a matter of it being black and
white. It would be a discussion for each person.
Be kind. The last time I mentioned to an employer that I was autistic they made a really big deal out of it. I
think it's better if they were more discreet, I understand explaining to other employees but they made it
sound like it was a really terrible taboo topic. It was very uncomfortable. I think employers would need to
understand that sometimes they need to give clearer instructions.
General better awareness and willingness to learn from autistic individuals
Discussion around specific tasks and deadlines and daily schedules
Multi-modal communication for instruction - verbal isn't enough. We need it in writing too, and we need it
not to be vague
Flexible hours, patience with repeating a task a different way if the first way was hard to understand.
see above. Quiet room, no interruptions i guess.

11: Is there anything else you would like to add?
3 respondents gave further insight and suggestions:

•

“Maybe gather a list of employers who hire autistic people from case studies etc? “

•

“Reasonable adjustments should NOT be the same for everyone and there should be a large discussion
about what adjustments need to be put in place with each person.”

•

“Their rights should be explained in as much detail as around specific tasks and deadlines and daily
schedules
Multi-modal communication for instruction - verbal isn't enough. We need it in writing too, and we need it not
to be vague.”
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Making Ripples
This event was open to students, Careers Service Professionals, academics, employers and stakeholders.
Due to Covid 19 the event was held online in Dec 2020. The advantage of this is all the sessions were recorded and
can now be shared as an additional resource.

Session Title
Making Ripples
Introduction
1:100

My Experience: Post
Graduate Student
Student Services
support for UCLan's
neurodiverse students
Past & current
initiatives to bridge
the employability gap
An ecosystem analysis
of employment for
autistic university
students & graduates
Emerging themes
from a series of
interviews with
careers practitioners
and autistic graduate
Strategies for
engagement and
learning: case studies
Making sense of my
diagnosis and mental
health
Mentoring autistic
students: reflections
on a pilot project
Specialist careers
support, resources
and ASC Support
Group
Good practice in
supporting autistic

Summary
Overview of the event and
speakers. Facts and figures and
reason for the event
UCLan Alumni Film Maker portrayal
of how ASC can impact an
individual. 1:100
Richard speaks about how he
found a placement and gives tips
on what works.
An overview of what support is
provided outside of that provided
by careers.
Working as the Workforce Equality,
Inclusion and Diversity Lead at the
NHS Bringing the Empower
Programme to the NHS
Pathways and Barriers to
employment and the wider
network for ASC students.

Duration
12 Mins

Participants
Carol Sanderson
Elizabeth Dinse
Joseph Hagan

15 Mins

Richard Crake

14 Mins

Hannah Johnson
Geri Dickinson

9 Mins

Victoria Reynolds

33 Mins

Dr Johnathan Vincent

What can be done to best support
autistic students to succeed in the
workplace when they graduate?

19 Mins

Keren Coney

Setting up a free school for Autistic
pupils
Cumbria Academy for Autism
Experiences before and after an
ASC diagnosis

13 Mins

Richard Aindow

12 Mins

Molly Crook

Mentoring and Peer support for
Autistic students

26 Mins

Dr Damian Milton

How ASC students are supported
by UCLan Careers, including
specialist support and workshops

13 Mins

Liz Dinse

Challenges faced by ASC
Graduates, Research and Tips for

37 Mins

Dr Marc Fabri

95

96
students find
employment - lessons
learnt from the IMAGE
project
Providing
individualised support
for autistic students at
university and beyond

Universities and Employers to
become more autism friendly.

Research projects with Autistic
adults - implications for practice
and improving ASC students
employment prospects

39 Mins

Dr Beatriz Lopez

K
AGCS Disability Task Group Blog – How employers can make their recruitment processes more neuro-diverse
friendly. Christian James-Warren.

Recently there has been a growing awareness around neurodiversity, along with the benefits of
having neurodiverse employees in a company. However, many neurodiverse people still
experience a lot of struggles when applying for jobs that they’re more than capable of doing. Many
recruitment processes unintentionally create barriers that both put neurodiverse people off from
applying, and make it difficult for them to excel when applying. The following tips can help
employers who are looking to make their recruitment processes more inclusive to neurodiverse
individuals.
Job adverts and job descriptions
•
•
•

•
•

Job adverts should be concise, in plain English, listing essential skills and avoiding jargon or
unnecessary information.
Review what is the right mix between recruiting for generalist skills, or people with
outstanding abilities in specific areas.
Many job descriptions have broad skills such as ‘strong teamwork and excellent
communication skills’ almost by default, regardless of how essential they are to the role itself.
Many autistic people will not apply for roles with these requirements, assuming that they
ineligible for the job even if they have strong skills that are directly relevant.
Having clearly demarcated ‘must-have’ and ‘desirable’ criteria can help encourage people to
apply. For example, someone who is dyslexic may feel more confident applying for a role.
Includes a diversity and inclusion statement in the job advert that states you are happy to
discuss reasonable adjustments.

Application forms
•
•

Provide clear guidance on what needs to be included in each section of an application form
(such as what to include in a supporting statement).
Ensure the form includes a space for applicants to highlight any support or adjustments
needed for interview. Remember, there is no legal obligation for candidates to talk about a
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disability or learning difference though, and employers are not to ask further questions about
the nature of a disability beyond the information a candidate volunteers.
Candidate filtering
•

•
•

Consider using blind recruitment where possible to help remove unconscious bias, for
example penalising neurodiverse candidate for having ‘patchy’ education or work history (for
example, a person may simply have never had a suitable support with these in the past).
Reviewing a candidate’s work (e.g. a program written as part of a Computer Science module)
can provide a clearer indication of an applicant’s ability.
Being overly critical on small errors such as a minor spelling mistake may lead to
unintentionally screening out talented people with dyslexia.

Interviews
A conventional interview is often principally a test of recall and ‘social competence’. This form of
assessment can put some neurodivergent people at a disadvantage, making it harder for them to
demonstrate the skills and aptitudes required for the job in question. For example, some people
may be overly honest about weaknesses, struggle with eye contact or lack confidence because of
previous bad experiences.
CIPD, Neurodiversity at Work
Advice for conventional interviews
•
•

•
•
•

•
•
•
•
•

Acknowledge that interviews can be more of a ‘test of social competence’ than an
assessment of a person’s ability to perform tasks relevant to the role.
Provide candidates with clear and visual information in advance about how to get to the
interview venue (maps and visual cues are helpful), and what to expect. This can include the
procedure for arriving at the interview, as well as interview format and clear timings of
different sections (for example, 15 minutes on work history, 25 minutes on technical skills).
Names, information about role in the process and photos of the interview panel can be
beneficial too.
Choose a quiet, distraction-free place to conduct interviews.
Be aware that a candidate may face challenges such as eye contact, body language,
knowing how to start, continue or end conversations or answers.
Ask direct, clear and specific questions that are not open to interpretation, conjecture or
require thinking in abstract ways (e.g. ‘what if?’ scenarios). For example, ‘in your last job, did
you do X? What processes did you use to do this effectively?’ Avoid general questions, such
as ‘tell me about yourself’.
Consider providing interview questions up to two days in advance.
Some candidates may benefit from being told if they have given enough information, as they
may struggle to judge this themselves.
Prompt candidates for more information as needed.
Provide adequate breaks during longer interviews.
Allow the candidate to refer to any written notes they have made.

Alternatives to traditional interviews
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•

•

Many autistic people perform better in interviews if they have a supporter with them. This
person acts as a go-between to ease communication between interviewer and candidate.
They don’t answer questions on the interviewee’s behalf, but can help with rephrasing and
clarifying questions.
Work trials can be a better way of assessing skills than an interview.

For more information, see:
•
•
•
•

Neurodiversity at Work, CIPD
Employing autistic people – a guide for employers, National Autistic Society
MyPlus Students’ Club
EmployAbility
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