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Using the PERFORM Trainer’s Guide 

The PERFORM Trainer’s Guide has been designed specifically to support the delivery of the 

Vocational Education Curriculum developed in the context of the PERFORM project. The 

Curriculum constitutes a 1,5-day course, a total of 12 hours of training. 
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Slide 1: Introduction 

 

Trainer’s Notes: 

Introduce yourself and dedicate some time to introduce learners to the PERFORM project. 

Describe the learning objectives of the course as well as Module 1; learners will be educated 

on: the concept of Social Policies and their impact in the EU Hospitality Sector, to provide 

general information about autism and how autistic staff can be included in such organisations. 

 

Suggestions 

Give learners the opportunity to introduce themselves and ask about their expectations. Ask 

participants to briefly introduce themselves and mention if they have experience working with 

autistic individuals in the workplace. 
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Slide 2: About the PERFORM Project 

 

Trainer’s Notes: 

Explain that the PERFORM project is built on three core outputs: 

• HR Platform – for performance evaluation and monitoring 

• Digital Toolkit – with inclusive HR tools and good practices 

• VET Course – tailored for hospitality professionals to understand and manage 

neurodivergent staff 

Emphasise the practical orientation of these tools – they're designed for real-life application, 

not just theory. 
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Slide 3: Module Aims and Outcomes 

 

Trainer’s Notes: 

This Module is about learning the concept of social policies and their impact in the EU 

hospitality sector as well as understanding the main dynamics related to the autism and the 

inclusion of autistic staff in hospitality organizations. 

Learning Outcomes: 

• Understanding Corporate social responsibility theories and practices. 

• Analysing the inclusive employment concept. 

• Understanding the definition and main features of the autism spectrum, evidencing 

values and challenges of the autistic staff. 

 

 

 

Elaborate on what you want to discuss. 

To introduce learners to the concept of social 
policies and their impact in the EU hospitality 
sector, and to provide general information 
about autism and the inclusion of autistic staff 
in hospitality organizations.

Module 1 :

• Understand CSR policies and 
their importance

• Learn about inclusive 
employment

• Know the definition and 
characteristics of the autism 
spectrum

• Value and challenges of 
employing autistic staff

Learning Outcomes

Module Aim
1

2

3

Project Number 2023-1-IT01-KA220-VET-000152721
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Slide 4: 

 

Trainer’s Notes: 

This slide introduces the broader context of autism in employment. 

Let’s begin with the Global Context: people with disabilities make up approximately 15% of 

the world’s population, and between 785 to 975 million are of working age. However, less 

than 10% of individuals on the autism spectrum are in paid employment — a stark contrast 

to the 45% employment rate among people with other disabilities. 

This is not due to lack of skills or motivation. It’s primarily due to systemic barriers and social 

misunderstanding. 

The term “neurodiversity” refers to individuals whose brain function differs from the dominant 

societal norm. Autism Spectrum Disorder (ASD) is one form of neurodivergence. It affects 

roughly 1 in 100 children worldwide, though many adults remain undiagnosed. 

In the section on Employment Barriers, it’s important to emphasise that autistic individuals 

face significant challenges due to: 

• communication style differences, 
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• sensory sensitivities (e.g. noise, light, crowded environments), 

• and difficulties navigating social norms that are often unwritten or implicit. 

Traditional hiring practices and workplace environments are rarely designed with 

neurodiversity in mind. This is what we need to change. 

 

Suggestions 

Open discussion: 

Ask participants: “What barriers might someone on the autism spectrum face during a typical 

workday in a hotel or restaurant setting?” 

Reflection activity: 

Ask learners to reflect on one phase of the employment process (e.g. job interview, 

onboarding, day-to-day routines).  

“What could make that phase difficult for an autistic employee? And what could make it 

easier?” 

 

Slide 5: 
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Trainer’s Notes: 

This slide focuses on why embracing neurodiversity is not only the right thing to do ethically 

but also a sound business decision in the hospitality industry. 

Let’s begin with Business Benefits: Tourism and hospitality rely on personalisation, human 

connection, and detail. Autistic professionals often bring high-value traits such as: 

• Exceptional attention to detail 

• Reliability and consistency 

• Creative problem-solving 

• Strong customer service routines 

These qualities can directly improve guest satisfaction and operational efficiency, especially 

when the individual is supported adequately. 

Next, consider the Societal Impact: Employing autistic individuals promotes independence and 

well-being. It gives people the opportunity to participate in the economy — not just through 

employment, but also via tax contributions and civic engagement. Inclusion helps reduce 

public dependency and increases personal dignity. 

Finally, there’s a clear Strategic Advantage: Inclusive employment shouldn’t be limited to 

Corporate Social Responsibility (CSR) optics. It is an investment in innovation, talent, and 

resilience. Diverse teams — when well-managed — tend to outperform homogeneous ones in 

problem-solving and creativity. 

 

Suggestions 

Reflection Prompt: 

Invite examples from participants where a diverse team member brought unexpected benefits. 

• “Have you seen any examples where neurodivergent employees positively influenced 

guest experience or operations?” 

• “Which of the three benefits discussed here — business, societal, or strategic — do 

you think is most likely to convince leadership in your company? Why?” 

Quick Activity: 
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• Ask participants to write down one way their department or team could better support 

neurodiverse talent — then share with a partner or in a group. 

Slide 6: 

 

Trainer’s Notes: 

This slide introduces the foundational layers of Corporate Social Responsibility (CSR) and their 

relevance to the hospitality industry. 

Let’s look at the CSR pyramid from bottom to top: 

1. Legal Compliance: At the base, companies must comply with national and international 

regulations. This includes employment law, accessibility requirements, safety, and 

anti-discrimination standards. 

2. Ethical Operations: Beyond compliance, companies are expected to act ethically 

respecting human rights, promoting fair labor conditions, ensuring environmental 

protection, and avoiding exploitation. Ethical operations create trust both internally 

and externally. 

3. Stakeholder Engagement: True CSR means active engagement with all stakeholders 

— employees, customers, suppliers, and communities. This involves listening to their 

needs and co-creating socially responsible solutions. 
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4. Strategic Value: At the top of the pyramid, CSR becomes a driver of business success. 

When aligned with strategy, CSR boosts brand reputation, customer loyalty, and 

employee retention — especially relevant in hospitality. 

On the right-hand side, the definition highlights that CSR is about enhancing well-being while 

minimizing harm. It’s no longer just about doing business — it’s about doing good business. 

Suggestions 

Reflection Prompt: 

“Which of the four CSR levels do you think your organisation is strongest in? Which one needs 

more focus?” 

Small Group Discussion: 

Ask participants to identify: 

• One real-life example of ethical operations in hospitality 

• One way to better engage stakeholders (e.g. employees with disabilities) 

Optional Visual Activity: 

Provide printed CSR pyramid templates and have groups label real initiatives at each level 

(compliance, ethics, engagement, strategy). 

Slide 7: 
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Trainer’s Notes: 

This slide presents a historical overview of how Corporate Social Responsibility (CSR) has 

evolved over the last two centuries — from philanthropic roots to a strategic business 

imperative. 

1. Early Foundations (1812): Robert Owen was a pioneer of socially conscious business. He 

introduced workplace improvements that focused on employee welfare and community 

development — a radical idea at the time. 

2. Modern Framework (1960–1979): Scholars like Keith Davis and Archie Carroll helped 

formalize CSR theory. Carroll’s model identified four layers of responsibility: 

• Economic (profitability) 

• Legal (compliance) 

• Ethical (doing what’s right) 

• Philanthropic (giving back to society) 

This layered view made CSR more structured and measurable. 

3. Strategic Integration (1990s–2000s): In this period, CSR shifted from “nice to have” to core 

business strategy. Carroll and Schwartz’s Three-Domain Model further integrated ethical, 

legal, and economic goals, recognizing that companies could align social impact with profit. 

4. Shared Value (2007–Present): Michael Porter and Mark Kramer introduced the concept of 

shared value, where social progress is seen as essential to business success. It’s not about 

donating — it’s about innovating. For example, hiring neurodivergent individuals not only 

addresses inequality but also strengthens the workforce. 

This historical lens helps us see that CSR is not static — it evolves with societal expectations, 

market conditions, and leadership vision. 

Suggestions 

Reflection Prompt: 

“What do you think caused the shift from philanthropic CSR to strategic CSR? Was it 

regulation, public pressure, or market forces?” 

Activity Idea:  

Create small groups and assign each group a stage. Ask them to brainstorm: A hospitality 

example that reflects that CSR phase; One potential benefit and one challenge at that stage. 
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Slide 8: 

 

Trainer’s Notes: 

this slide explains how Corporate Social Responsibility (CSR) is intrinsically connected to the 

broader goal of Sustainable Development. 

At the center is the concept from the Brundtland Report, which defines sustainable 

development as: “Meeting the needs of the present without compromising the ability of future 

generations to meet their own needs.” 

CSR supports this through four interconnected dimensions: 

1. Environmental Protection: Businesses play a role in reducing ecological footprints by 

preserving natural resources, cutting emissions, and using energy responsibly. 

2. Social Equity: This includes promoting inclusive hiring, like employing neurodivergent 

individuals, supporting community health, and ensuring fairness in opportunity. 

3. Economic Growth: Sustainable development does not mean sacrificing profitability. On the 

contrary, CSR encourages business models that are both profitable and responsible. 

4. Governance: Ethical leadership, transparent operations, anti-corruption practices, and 

stakeholder engagement build trust and long-term success. 
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These four areas align with the UN Agenda 2030 and its 17 Sustainable Development Goals 

(SDGs). CSR is a tool to help businesses directly contribute to global sustainability, especially 

in tourism and hospitality, which touch environmental, social, and economic spheres every 

day. 

Suggestions 

Open question: “Which of these four areas — environment, social equity, economic growth, 

governance — is your organisation most actively engaged in? Which one is most 

underdeveloped?” 

Pair Discussion: 

Ask participants to pair up and identify: 

• One sustainability initiative they have seen in hospitality 

• Which of the four CSR dimensions it aligns with 

Slide 9: 

 

Trainer’s Notes: 

This slide highlights why Corporate Social Responsibility (CSR) is especially impactful — and 

necessary — in the tourism and hospitality sectors. 

Let’s explore the three key dimensions presented: 
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1. Strategic Advantage: CSR is no longer just a moral obligation; it’s a strategic asset. 

In hospitality, where businesses are deeply connected to service, community, and 

culture, CSR practices can: 

• improve brand positioning 

• differentiate offerings 

• strengthen stakeholder relationships 

Hotels and restaurants that actively engage in CSR are more resilient, more innovative, and 

more appealing to customers and investors alike. 

2. Trust Building: After global crises (e.g. COVID-19, economic shocks), consumer trust must 

be rebuilt. CSR plays a critical role in demonstrating transparency, ethics, and accountability. 

Modern travellers increasingly choose businesses that reflect their own values — such as 

inclusion, environmental responsibility, or social impact. 

3. Long-term Vision: To be effective, CSR can’t be limited to charity campaigns or one-time 

actions. It must be part of a strategic, long-term vision that: 

• supports inclusive economic growth 

• strengthens social cohesion 

• aligns with global development goals (e.g. UN SDGs) 

In short, CSR is good business — today and for the future. 

Suggestions 

Questions: 

“Which of these three areas — strategy, trust, or vision — is most developed in your company? 

Which one is lagging behind?” 

“How can your organisation move from ad hoc CSR efforts to a long-term, embedded CSR 

strategy?” 
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Slide 10: 

 

Trainer’s Notes: 

This slide outlines the concrete business impacts that Corporate Social Responsibility (CSR) 

can have within the tourism and hospitality sectors. 

Let’s briefly explore each of the four key impacts listed: 

1. Talent Attraction & Retention: CSR initiatives — such as inclusive hiring, sustainable 

operations, and ethical leadership — make companies more attractive to today’s workforce. 

Employees are more likely to stay and perform well in organisations that demonstrate values 

and purpose. This leads to: 

• lower turnover 

• stronger motivation 

• improved productivity 

2. Stakeholder Engagement: CSR helps activate customers, suppliers, partners, and investors 

who are drawn to companies aligned with social or environmental missions. 

For example, a hotel that supports local communities or employs neurodiverse staff may 

attract ethical travellers, socially responsible investors, or like-minded business collaborators. 

3. Enhanced Resilience: Companies with strong CSR practices are better equipped to manage 

risk and navigate crises (e.g. pandemic, reputational damage, or economic shocks). 
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Their transparent and inclusive cultures enable them to adapt quickly, maintain loyalty, and 

recover faster. 

4. Competitive Advantage: Good CSR improves your public image and reputation — two 

factors that directly influence market share. Trust-based relationships built through 

responsible action open doors to new customers and niche markets who prioritise ethical 

choices. 

Suggestions 

Questions: 

• “Which of these four CSR impacts have you seen at work in your own organisation — 

or in a competitor’s?” 

• Ask learners to describe a brand or business in hospitality they admire for its CSR 

impact. Then discuss: “Which of the four categories does that brand reflect best?” 

 

Slide 11: 

 

Trainer’s Notes: 

This slide provides an overview of key international frameworks that guide the implementation 

of Corporate Social Responsibility (CSR). These tools offer standards, goals, and principles 

that help organisations embed social and environmental responsibility into their core 

strategies. 
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Let’s look at the main ones featured here: 

1. UN Sustainable Development Goals (SDGs): The 2030 Agenda outlines 17 goals designed 

to end poverty, protect the planet, and ensure peace and prosperity for all. These goals 

provide a universal roadmap for how CSR efforts can align with global priorities — such as 

decent work, reduced inequalities, and climate action. 

2. UN Global Compact: A voluntary initiative based on ten principles related to: 

• Human rights 

• Labour standards 

• Environmental protection 

• Anti-corruption 
Companies that sign the Compact commit to embedding these principles in their 
business operations and culture. 

3. ISO 26000 (Social Responsibility): Unlike ISO certifications, ISO 26000 is a guidance 

standard — it helps organisations understand how to act responsibly in areas such as 

governance, labour practices, consumer issues, community involvement, and fair operating 

practices. 

4. OECD Guidelines for Multinational Enterprises: These promote responsible business conduct 

across a range of areas including labour rights, environment, bribery prevention, and supply 

chain transparency. 

5. Global Reporting Initiative (GRI): GRI provides the most widely used standards for 

sustainability reporting. It helps companies measure, communicate, and compare their social 

and environmental impacts. 

Additional relevant frameworks include: 

• B Corp Certification (social and environmental performance) 

• SA8000 (workplace standards) 

• EMAS (Eco-Management & Audit Scheme by the EU) 

• UNWTO Code of Ethics for Tourism (specific to the hospitality sector) 

 

Suggestions: 

“Is your organisation already aligned with any of these frameworks? If not, which one seems 

most relevant to your work?”  
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Slide 12: 

 

Trainer’s Notes: 

Now that we’ve seen why CSR matters and what frameworks exist, this slide shows us how 

to implement CSR in a structured, strategic, and sustainable way — especially in the hospitality 

context. 

The process can be broken down into three key steps: 

1. Stakeholder Engagement: Start by actively involving management and staff — not just in 

execution, but in design and decision-making. Identify your key stakeholders: employees, 

guests, suppliers, local communities. Use surveys, interviews, and focus groups to learn what 

social and environmental issues matter most to them. 

This creates ownership and ensures your CSR strategy reflects real priorities — not just 

corporate assumptions. 

2. Strategic Alignment: Align your CSR goals with the organisation’s mission, vision, and 

values. CSR should not be an add-on; it should support your business objectives while 

generating real social value. Audit existing initiatives and identify opportunities to strengthen 

or expand them. 

3. Implementation & Measurement: Once your CSR plan is drafted: 

• Share it widely to gain stakeholder support 
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• Implement gradually, with milestones and accountability 

• Use trusted metrics (e.g. from the Global Reporting Initiative) to track impact and 
make improvements 

CSR isn’t “one and done.” It’s a continuous cycle of planning, acting, reviewing, and adapting 

— just like quality management or guest service excellence. 

Suggestions: 

Interactive Prompt: 

“Who are your organisation’s main stakeholders? What might their top concerns be when it 

comes to CSR?” 

“Does your organisation currently measure the impact of its CSR efforts? If so, how?” 

Small Group Activity: 

Ask participants to map out: 

- One stakeholder group (e.g. employees or guests) 

- One way to engage them 

- One relevant social/environmental issue to address 

-  

Slide 13: 
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Trainer’s Notes: 

This slide provides a timeline of the European Union’s evolving approach to Corporate Social 

Responsibility (CSR), showing how voluntary ideas have gradually turned into mandatory 

frameworks for companies operating across the EU. 

Let’s explore each phase on the timeline: 

1. 2001–2002: The Green Paper: The European Commission published a Green Paper and 

Communication promoting voluntary CSR as part of a wider sustainable development strategy. 

It encouraged businesses to go beyond legal compliance by integrating social and 

environmental concerns into their operations. 

2. 2011: Renewed Strategy: A new CSR strategy was launched, aligning EU policy with 

international frameworks — especially the UN Guiding Principles on Business and Human 

Rights. 

This marked the beginning of a shift from encouragement to accountability. 

3. 2015–2017: Mandatory Reporting: The EU formally endorsed UN principles, and adopted 

Directive 2014/95/EU, which required large companies (500+ employees) to publicly report 

on non-financial aspects like: 

• Environmental impact 

• Social practices 

• Diversity, human rights, and anti-corruption policies 
This significantly boosted transparency and mainstreamed CSR across Europe. 

4. 2019–2021: Green Deal and Expansion: The European Green Deal triggered a review of 

CSR reporting standards, recognising the urgent need for corporate action on climate, 

inclusion, and sustainability. A legislative proposal followed to expand CSR and ESG reporting 

across more organisations, including smaller businesses and specific sectors like tourism and 

hospitality. 

Suggestions: 

Discussion Prompt: 

“Is your organisation aware of — or affected by — the EU Directive on non-financial reporting? 

If yes, how has it responded?” 

Practical Follow-Up:  
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Encourage participants to check if their company publishes a CSR or ESG report, and whether 

it references any of the EU’s regulatory requirements. 

 

Slide 14: 

 

Trainer’s Notes: 

This slide presents real-world examples of Corporate Social Responsibility (CSR) in action 

within major hospitality companies operating in Europe. 

These examples can inspire participants by showing that CSR is tangible, diverse, and already 

being integrated into hospitality operations across the continent. 

Suggestions: 

Ask the group: 

“Which of these CSR practices could be adapted to your organisation’s context — even on a 

small scale?” 

Prompt for further exploration: 

Encourage participants to visit the company websites later and explore their CSR sections as 

real examples of strategy, action, and transparency. 
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Slide 15: 

 

Trainer’s Notes: 

Slide No.15 and No.16 showcase real and recent initiatives from hospitality companies across 

Europe aimed at improving autism inclusion, either in guest services or employment practices. 

Suggestions: 

Quick Question: 

“Which of these examples could be realistically applied in your own workplace context?” 

“What do these examples tell us about how inclusion and excellence in hospitality can go hand 

in hand?” 

Optional Activity: 

Invite participants to pair up and discuss: 

- One initiative they found inspiring 

- One small, similar action they could implement locally 
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Slide 16: 

 

Trainer’s Notes: 

see previous teaching notes 

Slide 17: 
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Trainer’s Notes: 

This slide reinforces the idea that inclusive employment is a legal and ethical obligation, not 

just good practice. We’re looking at three major frameworks that define the rights of persons 

with disabilities — especially as they relate to work and inclusion: 

1. UN Convention on the Rights of Persons with Disabilities (CRPD) 

Article 27 of the CRPD affirms the right of people with disabilities to work on an equal basis 

with others in a labour market that is inclusive and accessible. It’s important to stress: this is 

not an act of charity. This is a fundamental human right. All EU countries have ratified this 

Convention. 

2. UN 2030 Agenda 

Inclusive employment contributes directly to:  

- SDG 8: Decent work and economic growth 

- SDG 10: Reduced inequalities 

These goals are not just for governments. Companies have a key role in achieving them — 

especially in high-contact sectors like hospitality. 

3. EU Directive 2000/78/EC 

This directive requires all EU Member States to implement laws that protect workers with 

disabilities.  

It also mandates the provision of reasonable accommodations — such as adjusting work 

schedules, providing assistive tools, or modifying recruitment processes. 

Failure to comply can lead to legal consequences — but more importantly, it represents a 

missed opportunity for inclusion and innovation. 

Suggestions: 

Quick Group Question: 

“Do you know what laws or protections exist in your country to support employees with 

disabilities?” 
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Slide 18: 

 

Trainer’s Notes: 

This slide highlights the tangible business benefits of inclusive employment, especially when 

it comes to hiring people with disabilities or neurodivergent talent. 

1. Workforce Diversity: Diverse teams bring a variety of perspectives and approaches. This 

improves: 

• Innovation 

• Creativity 

• Accessibility 

• Customer satisfaction 

Especially in hospitality, diverse staff better reflect the diversity of your guests. 

2. Better Decision Making: Research shows that diverse teams make better decisions, as they 

challenge each other’s assumptions and reduce groupthink. This leads to stronger, more 

sustainable business solutions. 

3. Talent Attraction: Organisations that visibly commit to inclusion attract top talent — not 

just from underrepresented groups but also from individuals who value equity and purpose in 

the workplace. 
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4. Improved Morale: When inclusion is authentic, all employees benefit. 

Non-disabled staff report higher engagement when they see their employer fostering an 

inclusive culture. It boosts: 

• Team cohesion 

• Loyalty 

• Job satisfaction 

5. Enhanced Reputation: Inclusive businesses build stronger brand credibility with both 

customers and stakeholders. This can lead to: 

• More customer trust 

• Stronger investor confidence 

• Positive media attention 

 

Suggestions: 

Discussion Prompt: 

“Which of these six benefits have you seen — or would you like to see — in your organisation?” 

Team Reflection: 

Ask participants to reflect on: 

- One benefit that’s already visible in their workplace 

- One that could be improved with more inclusive hiring 
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Slide 19: 

 

Trainer’s Notes: 

This slide introduces the clinical and statistical context of Autism Spectrum Disorder — 

essential for framing inclusion initiatives in a workplace setting. 

Let’s explore the three key areas: 

1. Definition 

According to the American Psychiatric Association (2013), Autism Spectrum Disorder is: 

“A complex developmental condition involving persistent challenges with social 

communication, restricted interests, and repetitive behaviour.” 

The important takeaway is that autism: 

• Affects each person differently (spectrum) 

• Is not a disease, but a neurological difference 

• May be accompanied by co-occurring conditions like anxiety, sensory sensitivity, or 
ADHD 

2. Prevalence 

The World Health Organization estimates that: 

• Roughly 1 in 100 children worldwide is diagnosed with ASD 
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• More refined analysis (across 66 population studies) suggests a rate of 0.77%, or 1 in 
130 

This means autism is not rare — and as diagnostic tools improve, more adults are also being 

identified, including many already in the workforce. 

3. Diagnostic Trends 

The rise in autism diagnoses over the past decades doesn’t necessarily mean more people 

have autism — it reflects: 

• Better diagnostic tools 

• Expanded diagnostic criteria 

• Greater public and professional awareness 

This shift challenges us to adapt our workplaces, training, and services to be inclusive — not 

reactive. 

 

Slide 20: 

 

Trainer’s Notes: 

This slide helps build a more nuanced understanding of autism as a spectrum — not just one 

set of traits, but a wide range of experiences, strengths, and support needs. 
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Slide 21: 

 

Trainer’s Notes: 

This slide outlines common barriers that autistic individuals may face — both in daily life and 

in the workplace. It’s essential to note that these challenges are not personal deficits, but 

often the result of environmental mismatches and societal expectations. 

Key Challenges 

1. Communication Barriers 

• May include difficulty with spoken language, non-verbal cues, tone of voice, or 
sarcasm. 

• Some individuals may use alternative communication methods (e.g. written, AAC 
devices). 

• Misunderstandings are common — especially during interviews or team meetings. 

2. Social Expectations 

• Many autistic people struggle to interpret unspoken social rules, small talk, or body 
language. 

• This doesn’t mean they are antisocial — but they may express connection or focus 
differently. 

3. Sensory Processing 

• High sensitivity to sounds, lights, textures, or smells can cause stress or overload. 
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• Hospitality environments — with background music, bright lighting, or crowded spaces 
— can be especially challenging unless adapted. 

4. Adaptation to Change 

• Sudden changes in routine, unexpected events, or lack of structure can increase 
anxiety. 

• Many autistic people thrive in predictable, well-structured environments with clear 
expectations. 

 

Suggestions 

Group Question: 

“Which of these four challenges might be unintentionally present in your workplace today?” 

 

Slide 22: 

 

Trainer’s Notes: 

When job roles are clearly structured, sensory environments adapted, and job coaching is 

available, employment and retention outcomes for autistic workers are excellent. 

However, in practice, autistic adults are still under-represented in hospitality. Why? 
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• Sensory overload (e.g. kitchens, crowds, noise) 

• Unpredictable shifts 

• Lack of managerial awareness or training 

 

Key Stats 

• 80% Unemployment Rate: Globally, 4 out of 5 autistic adults are unemployed. 

This is the highest unemployment rate of any disability group — not due to ability, but 

due to lack of inclusive hiring practices. 

• 28% Revenue Increase: Studies show that companies who successfully include 

neurodivergent staff — with the right support — see up to 28% higher revenue. 

Why? Because of stronger retention, greater innovation, improved team performance 

• 37–46% Overqualification: Many autistic employees are working well below their skill 

level. This signals:i) Bias in recruitment; ii) Lack of advancement opportunities; iii) 

Talent being wasted or overlooked 

Suggestions 

Discussion Prompt: 

“What small changes in the workplace could help reduce sensory overload or improve 

predictability for employees?” 

Reflection Activity: 

Ask participants: “Why might autistic candidates not thrive in a typical job interview?” 

“What alternative approaches could you try?” 
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Slide 23: 

 

Trainer’s Notes: 

After discussing the barriers autistic individuals face, it’s crucial to shift the focus to strengths 

— and to recognise how neurodivergent talent can actively enhance workplace performance 

when supported appropriately. 

Let’s look at these four core strengths and how they apply directly to hospitality work: 

1. Attention to Detail 

• Autistic employees often excel in spotting inconsistencies, patterns, or small errors that 
others overlook. 

• This is especially valuable in hospitality settings that require precision — e.g. 
reservations, food safety, guest requests, billing, or inventory tracking. 

 2. Reliability 

• Many autistic individuals are highly consistent when it comes to routines, schedules, 
and procedural tasks. 

• In a sector known for high turnover, reliability is a major asset for building service 
quality and continuity. 

3. Creative Problem-Solving 

• Due to unique cognitive styles, autistic employees often approach problems from 
unexpected angles. 
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• This can lead to innovative process improvements, better guest service solutions, or 
more inclusive practices. 

 4. Ethical Advantage 

• Research shows that autistic individuals may be more likely to report unethical 
practices or voice concerns. 

• This contributes to a healthier organisational culture and greater risk management — 
especially in industries where customer trust is vital. 

 

Slide 24: 

 

Trainer’s Notes: 

This slide highlights why autistic candidates often struggle to access jobs — not because of 

ability, but because of how hiring systems are structured. Traditional interviews, in particular, 

are a major barrier. They tend to reward social fluency — like eye contact or body language 

— rather than job-relevant skills. As a result, qualified autistic applicants are often overlooked. 

Other common issues include employers’ lack of autism awareness, overwhelming sensory 

environments, rigid workplace systems, and social expectations that are unclear or unspoken. 

Together, these create an environment that unintentionally excludes neurodivergent talent. 

The key message here is: most of these barriers are avoidable — with awareness, flexibility, 

and a shift in how we assess potential. 
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Suggestions 

Optional activity: 

Have learners quickly pair up and choose one barrier from the list. Ask them to suggest one 

simple change that could reduce or remove that barrier in a real-world setting. 

 

Slide 25: 

 

Trainer’s Notes: 

This slide reminds us that inclusion doesn't stop at hiring — it needs to be built into the entire 

employee journey. From the moment a job is advertised to long-term retention, autistic staff 

benefit from clear structures, flexibility, and trained support. 

Let’s look at the cycle. It starts with recruitment: this means going beyond traditional 

interviews and offering clearer job descriptions and skills-based assessments that let 

candidates demonstrate what they can actually do — rather than how well they "perform" in 

an interview. 

Then comes onboarding, which is often overlooked but critical. Research shows that 

something as simple as a written daily schedule and a trained supervisor can dramatically 
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reduce first-week dropout rates and help autistic employees settle in more quickly. These 

aren’t expensive interventions — just thoughtful ones. 

In the development phase, autistic staff — like anyone else — need mentorship, coaching, 

and transparent pathways for growth. But too often, they’re excluded from advancement 

simply because managers aren’t sure how to support them. 

Finally, retention depends on sustained support. This might mean regular check-ins, attention 

to sensory needs, or flexible working options. When those things are in place, long-term job 

stability becomes much more likely — as the data in the box highlights: a one-year follow-up 

showed 100% retention in a supported-employment programme with low-cost adaptations. 

So the big idea here is: structure, communication, and proactive support across the entire 

employment cycle can turn short-term hires into long-term team members. 

Suggestions  

Ask the room: 

“At which stage in the employment cycle do you think your organisation is strongest? And 

which stage might need the most improvement?” 

“Have you ever lost a new hire within the first week or month? What kind of onboarding might 

have changed that outcome?” 

Small group prompt: 

Invite learners to brainstorm one practical action they could take at each stage — recruitment, 

onboarding, development, and retention — to better support neurodivergent staff. 
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Slide 26: 

 

Trainer’s Notes: 

This slide presents practical ways to create an environment where autistic staff — and really, 

all staff — can succeed. The key message here is that support doesn’t need to be complicated 

or costly.  

Often, it’s about removing unnecessary barriers and adding clarity, predictability, and 

flexibility. We begin with physical adaptations. Simple changes like providing a quiet space for 

breaks, reducing bright or flickering lights, or using clear visual signage can make a huge 

difference for someone with sensory sensitivity. These tweaks benefit many employees, not 

just those on the spectrum. 

Next, we have communication supports. Clear, written instructions, visual schedules, and 

regular check-ins provide structure and reduce anxiety. Autistic staff tend to do best when 

expectations are explicit and consistent — vague feedback or sudden changes in direction can 

lead to confusion or distress. 

Social supports are also key. Mentorship programmes, designated support contacts, and team-

wide autism awareness training help create a culture where staff feel understood and 

supported, not isolated or misunderstood. 
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Finally, think about workflow adaptations. Clear routines, advanced notice of changes, and 

breaking tasks into smaller steps are incredibly effective. Matching tasks to someone’s 

strengths — rather than trying to “fit them into” a generic job description — is often what 

unlocks true potential. 

In short, small changes can produce big outcomes when we intentionally design environments 

for neurodiverse teams. 

Slide 27: 

 

Trainer’s Notes: 

This slide is your opportunity to tie everything together. After exploring challenges, 

opportunities, and practical solutions, we now highlight four core ideas participants should 

take with them moving forward. 

First is the strategic value of inclusive employment. Hiring autistic staff isn’t about charity or 

compliance — it’s a business-smart approach. Inclusion improves innovation, strengthens 

customer relationships, and builds more resilient teams. It’s not just the right thing to do — 

it’s the smart thing to do. 

Second, a tailored approach is key. There’s no one-size-fits-all solution. Inclusion works best 

when we adapt hiring, onboarding, and management practices to reflect the reality that people 
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communicate and process information in different ways. The more flexible we are, the more 

potential we unlock. 

Third, we need ongoing support — not just at the beginning of employment, but across time. 

Career development for autistic staff depends on clear communication, mentorship, and 

predictability. Support shouldn’t stop once the contract is signed. 

And finally, none of this should be isolated. CSR integration means embedding autism inclusion 

into your broader sustainability strategy. When inclusion is part of your corporate values — 

not just an HR project — the benefits ripple outward to staff, customers, and the wider 

community. 

This is a moment to remind participants that meaningful change starts with small, intentional 

action — and that they have a role to play. 

Suggestions 

Invite a closing reflection: 

“Which of these four points feels most urgent in your current workplace? Which one are you 

best positioned to influence?” 

 

Slide 28: 
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Trainer’s Notes: 

Optional Closing Prompt 

• “what stood out most to you from today’s presentation? Was there anything surprising, 

or anything you’ll take back to your workplace?” 

• “How did this session challenge or confirm the way you think about inclusive 

employment?” 
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